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UNIVERSITY OF HOUSTON

Office of the Chancellor, University of Houston System
Office of the President, University of Houston

June 2015

Dear Colleagues:

The University of Houston has certainly come a long way from its establishment as
Houston Junior College in 1927 with a class of 232 students. It was elevated to four-year
status in 1934, when it was re-named University of Houston. Now our Tier-One university
proudly educates over 40,000 students annually with more than 300 undergraduate and
graduate programs. The one thing that has not changed since the beginning is the dedication
of our faculty.

Because of your work, the University of Houston is now the powerhouse that drives the
region’s economy, providing the work force and the intellectual and cultural capital that
contributes to making Houston an international city of the first order, We are the house that
innovation built.

During recent years, your representatives on the Faculty Senate, working with UH
presidents, have created a climate of collegiality and cooperation that has served the
institution well. As we build on these strengths, | welcome the opportunity to work with you
within the context of our shared governance system to overcome challenges, find solutions,
continue our resolute journey to national and international recognition, and — above all —
preserve our core mission of providing our students with the best possible education.

This Faculty Handbook is meant to be a helpful resource for each faculty member. It
contains information about UH System and University of Houston policies, as well as state
laws, pertaining to your rights and responsibilities as faculty members and state employees.

Because the Faculty Handbook is an online resource at http: /fs.uh.edu/, we are able to
keep it updated as policies and procedures undergo continual revisions. For that reason, 1
encourage you to read the handbook and to further consult it for the latest updates as you
have questions.

My gratitude goes to the Faculty Senate and the Office of the Senior Vice President for
Academic Affairs and Provost and the committee members who collaborated in updating and
producing this handbook.

With warm regards,

(G Khador

Renu Khator

212 E Cullen Building + Houston, TX 77204-2018 - 713.743.8820 . Fax:713.743.8837
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UNIVERSITY - HOUSTON

306 M . D. Anderson Memorial Library
FACULTY SENATE Houston, Texas 77204 - 2005

Office: (713) 743-9181

http://fs.uh.edu Fax: (713) 743-9184

August 1, 2015

Dear Colleague,

In the immortal words of Douglas Adams, “Don’t Panic!” No, it's not the Hitchhiker's Guide to the
Galaxy, it is the 25" edition of the UH Faculty Handbook. However, these pages are intended to assist
you as a faculty member working in this particular world of academe.

This handbook is revised every two years as a joint effort of the Faculty Senate and the University of
Houston Administration. One might say this handbook is the incarnation of fifty years of effort.
Certainly the intrepid band of faculty and administrators working on this revision feel it has been that
long, but it has been less than a year. What this book represents is an excellent example of the active
shared governance that exists at UH.

This volume contains helpful information about University of Houston policies and procedures that
pertain to faculty activities, faculty responsibilities and rights, and information about resources and
services available to faculty on campus. We hope you find it a spell-binding page turner. At the very
least we hope it assists you in your daily University life. Please bookmark http://fs.uh.edu/ to reference
this compendium.

I would like to thank the Faculty Handbook Revision Committee, as well as the Faculty Senate staff, for
their hard work and dedication in producing the current Faculty Handbook.

/-

Wynne W. Chin, Ph.D.
President, Faculty Senate 2015

-

PACULTY SENATE HOUSTON’S CARNEGIE DESIGNATED TIER ONE PUBLIC RESEARCH UNIVERSITY
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Note to Faculty
Definitions:
For ease in reading this handbook the folloyvitles have been shortened as noted:

Chancellor/President: University of Houston System Chancellor and University of Houston
President

Chancellor: University of Houston System Chancellor and University of Houston President
acting inhis/her capacity as the head of the UH System.

President: University of Houston System Chancellor and University of Houston President acting
in his/her capacity as the head of the University of Houston.

Provost: University of Houston System Senior Vi€dancellorfor Academic Affairs
and University of Houston Senior Vice President for Academic Affairs and Provost

For the purpose of this Handbook, administrative ranks include: Presséemby Vice
President for Academic AffaifBrovost,ExecutiveVice PresidentVice President, Dean, Associate
Vice President, Assistant Vice President, Chair, Executive Director, and Director. Faculty ranks
include: Professor, Associate Professor, Assistant Professor, Librarian, Associate Librarian, and
Assistant Lbrarian.

Handbook Availability
Since 2000 the handbookshbeen available dine at https://fs.uh.edu/FacultyResources.aspx

A limited number of print copies of the handbook will be distribwtgth one print copy each to
the Chancellor/President, Senior Vice President for Academic Affairs/Provost, General Counsel,
M.D. Anderson Library and the Office of the Faculty Senate.

A copy of the Faculty Handbook will be distributed on CDs as follows:
1 one copy each to the remaining Vice Presidents and Deans, and
1 two copies each to the M.D. Anderson Library and the Office of the Faculty Senate.

These copies should be made available for review upon request.

Important Changes and References:

The orline version of thé-aculty Handbookvill be kept as current as possible. Information online

will supersede that of any printed version available. As statetdAnP.P. (..01.01 all "University

of Houston administrative and business operations are subject to federal, State of Texas, Board of
Regents, and University of Houston System laws and regulations, and to standards of good business
and management practice." Whaepossible references have been made to the applicable

policies and procedures set forth in Beard of Regents Polies(available online at
http://www.uhsa.uh.edu/boaiaf-regents/policieg/ the System Administrative Memoranda/

S.A.M.s (available online dittp://www.uh.edu/af/universityservices/policies/sam/indej.atrd the
University of Houston's Manual of Policies and Procedie&s/P.Ps are available online at
http://www.uh.edu/af/universityservices/policies/mapp/index.htm

Note: Policies are included in the body of the handbook. Procedures are gdoerallin the
Appendices.

For the most current Faculty Handbook, visitps://fs.uh.edu/FacultyResources.aspx

UH Faculty Handbook:February 2016 Page4


https://fs.uh.edu/FacultyResources.aspx
http://www.uh.edu/af/universityservices/policies/mapp/01/010101.pdf
http://www.uhsystem.edu/board-of-regents/policies/
http://www.uhsa.uh.edu/board-of-regents/policies/
http://www.uh.edu/af/universityservices/policies/sam/
http://www.uh.edu/af/universityservices/policies/sam/index.htm
http://www.uh.edu/af/universityservices/policies/mapp/index.htm
http://www.uh.edu/af/universityservices/policies/mapp/index.htm
https://fs.uh.edu/FacultyResources.aspx

Table of Contents

Preface

1

Letter from University of Houston System Chancellad University of Houston Presidegt

Letter from the University of Houston Faculty Senate President

Note to Faculty
Table of Contents

Mission
University of Houston Goals

General Information
Administration
University of Houston System Board of Regents
Board of Regents Information
University of Houston System Administration
University of Houston System Presidents
University of Houston Administration

The University of HoustonAn Introduction
History

Description of Faculty, Students, Staff and Academic Programs
Accreditation: Commission on Colleges, Southern Association of

Colleges and Schools

Office of Equal Opportunity Services
Discrimination and Harassment Policy
l nquiries/ Compl aints Di
Statement of Nowliscrimination

rected

o

3
4

5-21

22
22

23-34
22-27
23

24

25

25
26-28
29-30
29

29

30
31-33
31

UnBlver sity
31

Sexual Misconduct Policy 31
Duty to Act and Report 31-32
Sanction of Faculty for Viating Equal Opportunity Policy 32
Accommodation for Faculty 32
Reporting/Investigating Fraudulent Acts 32-33
MySafe Campus 33
Protection for Whistleblowers 33
Ombudsperson 3334
Shared Governance 35-39
Faculty Senate 35
UH Faculty Handbook:February 2016 Pageb



University Stading Committees 35-37

Procedure 35-36

List of UH Standing Committees 36-37

Other Governance Bodies 37-40

University of Houston Alumni Association 37

Staff Council 38

Student Government Association 38

University Coordinating Commission 38
Advisory Committees to the Executive Vice President for Administration and Firéce

Decisionmaking Cycle 39

College and Department Bylaws 39

University Policies and Procedures 40

Administrative Policies 40

Academic Policies 40

AmendingPolicies Regarding Faculty Roles 40

Academic Personnel Policies and Procedures 41-105

Academic Freedom 41

Expectations of Faculty with Teaching Responsibilities 41

Faculty Appointments 42-44

Definitions 42-44

Appointment 42

Term of Appantment 42

Designations of Faculty Positions/Titles 42-43

Tenure Track Positions 42

Instructor 42

Assistant Professor 42

Associate Professors 42

Full Professors 42

Non-tenure Track Positions 42-43

Lecturer 42

Instructor 42

Adjunct Faculty 42-43

Visiting Professor 43

Research Faculty 43

Clinical Faculty 43

UH Faculty Handbook:February 2016 Pageb6



Instructional Faculty 43

Parttime Faculty 43

Joint Appointments 44
Separation 44
Resignatio 44
Non-reappointment 44
Dismissal 44

Tenure 44
Promotion 44
Distinguished and Named Professors 4546
Standards for Distinguished and Named Professors 4546
Terms and Reviews of Distinguished and Named Professors 46
Emeritus Status 47
Eligibility for Employment 48-49
Nepotism Policy 48
Employment of Norcitizens 48
Primary Spoken Language of Teaching Personnel 48-49
Criminal Background Checks 49
Faculty Position Approval and Search Progegu 50
Affirmative Action Procedures on Search Committees 50
Moving and Relocation Expenses 51
Personnel Records 51
Policies and Procedures Governing Specific Faculty Groups 51-59
Administrators with Faculty Rank 51
Research Faculty 51-53
Clinical Faculty 5354
Instructional Faculty 54-56
Librarians 56
Parttime Faculty 56
Graduate Student Assistantships 56-58
Definitions 56-58
Mandatory Employment Discrimination Training 57-58
Graduate Tuition Fellowsp 58
Summary olUniversity Graduate Regulations and Policies 5859
Promotion and Tenure 60-77
General Overview Policies 60-61

UH Faculty Handbook:February 2016 Page7



Criteria and Standards for Promotion and Tenure 6l

University Criteria 61
Criteria by Rank 61
DepartmentCollege Criteria 61
Tenure 62
Tenure for Norcitizens 62-63
Appointment with Tenure 63
Probationary Period 63-64
Review during Probationary Period 64
Non-renewal of Appointment of a Tenure Track Faculty Member 64-65
Time in Rank 65
Extension of Probationary Period for Childbirth or Adoption 66
Extension of Probationary Period for Emergency Purposes 66
University of Houston Promotion and Tenure Committee 66-67
Promotion and Tenure Guidelines 6877
University Proceduref Tenure Reviews 6874
Departmental/College Reviews 68-70
University Reviews 70-71
Procedures for Nemandatory Reviews 71
External Reviews 71-72
Applicantés Portfoliol/l El ectronic7F/d| der
Grievance in Promotion and Tenure Madter 75
University of Houston Promotion and Tenure Grievance Procedures 7677
Posttenure Performance Review 7678
Preface 76
Performance Evaluation 7677
Outcomes 77
Review Process 78
Reporting Mechanisms 78
Due Process and GrievanProcedures 78
Grievances 79-85
Policy 79
Procedures 7981
Informal Process 79
Formal Process 7981
UH General Grievance Procedures 81-83

UH Faculty Handbook:February 2016 Page8



Grievance Involving Promotion and Tenure 83
Grievance Policy and Procedures for GraduatefeBsional and

Postbaccalaureate Students 8385
Guidelines for Graduate/Professional/PB Grievance Hearings 85
Faculty Dismissal 86-89
Assurances in Dismissal Proceedings 86
Justifications 86-87
Adequate Cause 86
Dishonesty and/omcompetence in Teaching or Research 86
Substantial and Manifest Neglect of Responsibilities 86

General Condemnation by U.S. Academic Community 86

Financial Exigency 86
Medical Reasons 87
Discontinuance of Academic Programs 87
Dismissal of Faculty with Tenure and Special or Probationary Appointment 87
Dismissal for Cause 87
Dismissal Hearing Procedures 87-89
Disposition of Recommendations of Dismissal Hearing Committee 89-90
Termination Proceedings 90
Dismissal br Medical Reasons 90
Dismissal for Reasons of Financial Exigency or Discontinuance of a Program 90
Financial Exigency Policy 91-93
Definition of Financial Exigency 91
Consultation Prior to Declaration of Exigency 91
Declaration of FinancigdExigency 91
Consultation during Exigency 91
Plan for Retrenchment during Financial Exigency 91
Consideration of Less Drastic Alternatives Prior to Termination of Faculty 92
Order of Termination 92
Termination Notice and Procedure 92
Procedures for Review of Personnel Actions Based on Financial Exigency 92
Burden of Proof in Dismissal Proceedings for Financial Exigency 92
Policies Related to Financial Exigency 93
Job Placement Services 93
Eligibility to Participate m Insurance Programs 93
Course Work 93

Offer to Rehire 93

UH Faculty Handbook:February 2016 Page9



Termination of Exigency 93

Policy for the Termination of Faculty Due to the Discontinuance of a
Program, Department, or College for Reasons Other Than Financial Exigenc§3-95

Process for Discontinuance 93
Consultation Prior to Discontinuance 9394
Declaration of Discontinuance 94
Consultation after Discontinuance 94
Consideration of Less Drastic Alternatives Prior to Termination of Faculty 94
Order of Terminatiomn Discontinuance 94
Termination Notice and Procedure for Discontinuance 94
Procedures for Review of Personnel Actions Based on Discontinuance 95
Burden of Proof in Dismissal Proceedings for Discontinuance 95
Faculty Dismissal Policies Reéat to Discontinuance 95
Job Placement Services 95
Eligibility to Participate in Insurance Programs 95
Course Work 95
Offer to Rehire 95
Alterations in Conditions of Employment 95-105
Voluntary Modification of Employment (VMOE) 95-96
Eligibility to Participate in VMOE 95
Qualifications 95-96
Benefits 96
Duration 96
Relinquishing Tenured Status 96
Workload and Renewal of Agreement 96
Compensation 96
Failure to Perform Duties 97
Procedurdo Settle Dispute Regarding Ability of Faculty 97
Retirement Options 97
Benefits and Amenities 97
Leaves without Pay 97-99
Extended Leaves of Absence 97
Insurance Options 97-98
Other Temporary Leaves 98-99
Emergency Leave 98
Jury and Witness Service 98
Military Duty 99

UH Faculty Handbook:February 2016 PagelO



Volunteer Fireman Training
SeeingEye Dog Training

Other Leaves
Leaves of Absence
Faculty Development Leave
Reassignment of Duties
Development Le&e for Administrators
Sick Leave Policy
Interagency Transfer of Sick Leave
Sick Leave Pool
Extended lliness

Disability Options

Family and Medical Leave
Parental Leave
Teaching Rkef Program

Professional Responsibilities and Ethics
Academic Workload [Interim Policy]

University of Houston Policy, Rules and Regulations

Workload Matrix Examples for Different Types of
Full-Time Faculty Appoinnents

Teaching
Research/Scholarship
Service and Professional Development

Accountability and Reporting of Faculty Academic Workload

Workload Graphic
Section A: Teaching
Teaching Equivizncies
Large Class Multiplier
Small Class Deflater
Teaching Work Unit Compliance
Section B: Research/Scholarship Activities

Section C: Service and Professional Development
Undergraduate Course brimation to be Posted on the UH Website

Syllabus

I nstructordés Curriculum Vitae

Protection of Confidential Information

UH Faculty Handbook:February 2016

99

99
99-105
99
99-100
100

100
100101
101-102
102
102103
103

103

104
104105

106-128
106115
106

107108
107-108
108
108109
109
109111
111-113
111-112
113
113
113
113115
115
116
116
116
116

Pagell



Measurement and Evaluation Center 117118

University Scanning Services 118
AAUP Ethics and Traditions dkcademia 118
Standards of Conduct 119
Conflicts of Interest Policy 119120
Responding to Allegations of Research Misconduct 121-125

Statement of Policy 121

Research Misconduct Definition 121

Applicability 121-122

Roles and Responsibilise 122

Responsibility to Report Misconduct 122-123

Cooperation with Research Misconduct Proceedings 123

Confidentiality and Protection 123

Assessment, Inquiry, and Investigation 123

Decision 124

Appeals 125

Citations 125
Consulting 125126

Use of University Resources in Consulting 125

Written Notification of Consulting 126
Annual Reporting of Consulting and Paid Professional Service Activities 126
Procurement Integrity Policy 126-127
Inter-institutional Agreements 127
Travel Policy 127-128

Prior Approval Required 127

Faculty Travel 128

Research 129149
Freedom to Publish 129
Textbook and Educational Materials Policy 129130
Institutional Review Boards 130
Internal Funding 130131

Faculty Developmerinitiative Program (FDIP) 130

Grant to Enhance and Advance Research (GEAR) 130

New Faculty Research Program 131

QEP Curriculum Development Grant Program (Learning Through

Discovery Initiative) 131

UH Faculty Handbook:February 2016 Pagel2



Small Grants Program (SGP) 131-132
Provost Faculty Travel Fund 132
External Funding 132-135
Sponsored Research at the University of Houston 132-133
Indirect Cost Recovery 132
Division of Research 132133
Office of Contract and Grants 132-133
Processing of External Funds 133
Responsibility to the Granting Agency 133
Fiscal Responsibility in Research 133134
Purchasing Policy for Sponsored Program Funds 134
Salary Support from External Funding 134
Payments to Human Subjects 135
Institutional Review Boards 135136
Committees for the Protection of Human Subjects 135
Institutional Animal Care and Use Committee 135136
Division of Advancement 136
Intellectual Property 136139
Definitions 137-138
Standing Committee on Intellectual Property 138
Techndogy: Patents, Trade Secrets, Knbaw, etc. 138139
Ownership of Technology 138
Technology Agreement 139
Technology Assignment and Execution of Documents 139
Disclosure of Technology 139
Action after Disclosure 139140
Publication 140
Copyrights 140143
Ownership of Copyrights 140
University Ownership 140141
Disclosure of Copyright 141
Action after Disclosure 141
Rights to Fair Use 142
Revision of Materials and Work 142
Withdrawal of Materials an@ork from Use 142
Reimbursement of Expenses 142
Apportionment among Authors 142
UH Faculty Handbook:February 2016 Pagel3



Resolution of Copyright in Equity Disputes 142143

Commercialization of Boar®@wned Intellectual Property 143
Net Income Distribution 143144
Reimbursemsets to System of Net Income 143
Creator's Residual Economic Interest 143

Time of Distributions 144
Business Participation 144
Copyrights and Copyright Infringement Laws 144
Faculty Awards 145149
Esther Farfel Award 145

John and Reecca Moores Professors 145
Teaching Excellence Awards 145147
Awards for Excellence in Research and Scholarship 147
Provost Faculty Advising Award 147-148
Mentoring Awards 148

Early Mentoring Award 148

Lifetime Mentoring Award 148

Women and Gender Resource Center Distinguished Faculty Scholar Awards 148
Academic Excellence Award 148149
Responsibilities to Students 150176
Availability for Consultation with Students 150
Return and/or Retention of All Evaluated Studelatterial 150
Accommodating Students with Disabilities 150151
Suggested Wording for Syllabus for ADA 151
Religious Holy Days Policy 151
Academic Calendar and Course Listings 151
Confidentiality of Student Records 152-153
Classroom Protocol 153171
Textbook Orders 153
Final Examinations 153154
Classroom and Laboratory Examinations 154
Posting of Grades 154
Incomplete (I) Grade Policy 154155
Dropping Courses 155157
Student Evaluations of Teaching 157
Medical Withdraw&Policy for Undergraduate Students 157

UH Faculty Handbook:February 2016 Pagel4d



Administrative Withdrawals

Medical Withdrawal Policy for Graduate and Professional Students
Disruptive Behavior

Freedom of Expression

Academic Honesty Policy

Universityof Houston Degree Revocation Policy

University Hearing Board

Student Services
Counseling and Psychological Services
Student Learning Assistance
Learning and Assessment
Learning Support Services
Challenger Program
University Testing Services
Measurement and Evaluation Center
UH Writing Center
Center for Students with DisABILITIES
Other Student Services
International Student and Scholar Seegi©ffice (ISSSO)
Student Employment
Student Government Association
Student Center
Student Center Satellite

Environmental Health and Life Safety
Environmental Health and Life Safety Policy
Research Oversight Committees

Institutional Biosafety Committee
Radiation Safety Committee
Safety Compliance Assistance
Other Health Related Policies
Alcoholic Beverages on Campus
Events and Alcoholic Bevages
Restrictions on Consumption of Alcoholic Beverages by Employees
Drug and Alcohol Abuse Prevention

Employee and Student Assistance Programs
UH Wellness

UH Faculty Handbook:February 2016

157
157
158
158159
160171
171
171

172-176
172
172-174
172
172-173
173
173
173
174
175
174176
174175
175
175
175176
176

177181
177-178
178179

178
178179
179
179180
179
179
179
179

179180
180

Pagel5



AIDS Policy 180-181
Smoking Policy 181
Other University of Houston Policies 182186
Contract Administration Policy 182
Financial Responsibility 182
University Financial Policies 182
Official Functions and Discretionary Expenditures 183
Debarment and Suspension 184
University Employee Governmental Aggrances 184
Approval of Advertising 184
Printing Policy 184
University Names and Indicia 185
University Names 185
University Seal 185
University Logo 185
No Guns on Campus 185186
Violence on Campus 186
Operation of the University dlouston under Emergency Conditions 186
Benefits 187194
Compensation 187-189
Direct Payroll Deposit 187
Salary Increments for Faculty 187
Evaluation of Faculty 187
Faculty Administrators 187
UH System Guidelines on Academic Adminisitra Salaries 187
Administrative Stipends Attached to Specific Offices 187
Additional Compensation Policy for Faculty 187188
Additional Compensation 188
Amount of Additional Compensation 188
Graduate Work by Faculty 189
Insurance 190-192
Group Insurance Plans 190
Overview of Group Benefit Options 190
Eligibility to Participate in ERS Group Benefits Program 190
State Contributions toward Medical Insurance 190191

UH Faculty Handbook:February 2016 Pagel6



Affordable Care Act (ACA)
Travel Insurance
Wor kersdé6 Compensation
Liability
Vacation Policies

Vacation Accruals for Faculty on TwehMonth Appointments
Vacation Accruals for Faculty with Appointments Funded by

Contracts and Grants
Retirement
University of Houston Retirement Plans
Teacher Retirement System
Optional Retirement Program
Tax-Deferred Annuities and TaReferred Compensation
Social Security

Services
Counseling and Psychological ServicEAPS)
Psychological Research and Services Center
University Career Services

Child Care and Child Educational Services
Child Care Center
University of Houston Charter School

Health Services
University Health Centeand Pharmacy
University Eye Institute
University Speech, Language, and Hearing Clinic

Financial and Other Services

Copy Services

Cougar Card

Financial Institution

ATMs

Notary Service

Parking andl'ransportation
Faculty/Staff Permits
Citations/Appeals

UH Faculty Handbook:February 2016

191
191
191
191-192
192
192

192
193194
193
193
193
193194
194

195
195
195
195

196
196
196

197-198
197
197
198

199213
199
199
199
199
199
200
200
200

Pagel7’



Shuttle Services 200

Metro Services/Metro €Card 200
Facilities Management 200201
FIX-IT (for repairs) 201
Key Control 201
Facilities, Planning and Construction 201
University of Houston Public Safety 201
Contacting UHDPS and Informational Resources 201
Emergency Management 201
University of Houston Police 202-203
Campus Escorts 202
Motorist Assistance 202
Requests for Police Services during Speiants 202
Criminal Investigations 202
Safety and Security Committee 203
Parking Enforcement 203
Fire Marshal 6s Of fi ce 203204
Academic Support 205
Use of State Property 205
Removal of State Property from Campus 205
Scheduling of @mpus Facilities 205
University Libraries 205207
Online Library Catalog 206
Reciprocal Faculty Borrowing Program 207
Bookstore 207
Information Technology 208211
Accounts 208
Password Reset 208
Lync 209
Networks 209
Wireless Access 209
Technology in the Classroom 209
Equipment 209
Mediasite Lecture Capture 209

UH Blackboard Online Course System 210
Resources 210
Software 210

UH Faculty Handbook:February 2016 Pagel8



Microsoft Office for Home Use 210

SkillPort eLearning 210

IT Support Center Help Desk 210

IT Security 210211
Publications 211
Publications Approval 211-212
Printing and Postal Services Department 212
Communication 212
UHC News 212
Media Relations 212-213
Press Releases 212
Faculty Exper 213
University Marketing 213
Purchasing Department 213
Facilities 214217
Arts 214215
Blaffer Gallery 214
Cullen Performance Hall 214
Cynthia Woods Mitchell Center for the Arts 214
Dudley Recital Hall 214
Moores Opera House 214
Houston Public Media: KUHT TV8, KUHF News 88.7 and KUHA Classical 91.715
Campus Recreation 215
Sports Facilities 215216
Athletics/Alumni Center 215
TDECU Stadium 215
Hofheinz Pavilion 215
Cougar Field 216
Tom Tellez Track at GaLewis International Complex 216
Cougar Softball Field 216
Accommodations, Food Services and Catering 217
Hilton University of Houston Hotel 217
Dining Services 217
Guidelines for Revision of Faculty Handbook 218
Faculty Handbook Committee 219

UH Faculty Handbook:February 2016 Pagel9



Appendices 220249

Appendix A: Faculty Senate Constitution and Bylaws 220229
Preamblé Shared Governance 220
Principles 220
Faculty Role in Shared Governance 220
Membership 220222
Officers 222
Executive Committee 222-223
Faculty Governance Committee 223
Assembly of the Faculty 223224
Meetings and Voting of the Faculty Senate 224
Bylaws 225229
Eligibility 225
Duties of Officers 225226
Credentials Committee 226
Faculty Senate Standing Committees 226227
Appointed Committees 226
Budget and Facilities Committee 226
Community and Government Relations Committee 226
Faculty Affairs Committee 226
Directly Elected Committees 226227
Research and Scholarship Committee 226227
Undergraduate Committee 227
Graduate and Professional Studies Committee 227-228
Minutes of Faculty Senate Meetings 228
Other Nominations 228
Grievance Committee 228
University Coordinating Commission (UCC) 228229
United Faculty Executier Council (UFEC) 229
Texas Council of Faculty Senates (TCoFS) 229
Coalition on Intercollegiate Athletics (ColA) 229
Action to Be Taken in Event of the Elimination or Drastic Reduction
of an Academic Department or Program 229
Appendix B: Bylaws of the Research and Scholarship Committee
of the Faculty Senate 230234
Purpose 230
Internal Grants Program 230

UH Faculty Handbook:February 2016 Page20



Research Excellence Award 230
Recommendations to the Vice President for Research 230
Membership 230- 231
Officers 231-232
Subcommittees 232-233
Meetings 233
Elections and Voting 233
Amendments 233234
Appendix C: Bylaws of the Undergraduate Committee of the Faculty Senate 235239
Membership 235
Officers 236237
Subcomnittees 237-238
Meetings 238239
Amendments 239
Appendix D: Graduate and Professional Studie€ommitteeBylaws 240243
Purpose and Charge 240
Membership 240241
Officers 241
Subcommittees 242
Meetings 243
Elections and Viing 243
Amendments 243
Appendix E: Drug and Alcohol Prevention Policy 244256
Dangers of Drug or Alcohol Abuse in the Workplace on Campus 244
Definitions 244245
Philosophy 245
Health Risks 245247
Employee and Student Assistancedtams 247249
Application of Policy 248249
Implementation 249
Index 250-268
UH Faculty Handbook:February 2016 Page2l



Mission

Themission of the University of Houston is adfer nationally competitivandinternationally

recognized opportunities for learning, discovery and esigagt taa diverse population of students

in a realworld setting. he University of Houstooffers a full range of degree programs at the
baccal aureate, mast er 0 sandpdrsuestabroaa hgeraanaf resparch &nd s s
creative actiies. As a knowledge resource to the public, the university builds partnensthips

other educational institutionspmmunity organizations, government agencies, and the private sector
to serve the regioandimpact the world

University of Houston Gods

Nationally Competitive:

UH will become a nationally competitive public research university as measured by the Top
American Public Researdbniversity analysisand/or Carnegie Foundation for the Advancement
of Teaching.

Student Success:
UH will havea student profile consistent with a nationally competitive public research university
by creating an environment in which student success can be ensured.

Community Advancement:
UH will commit to fulfilling regional and state workforce needs while beiognthe primary
engine of social, economic and intellectual development.

Athletic Competitiveness:
UH will provide a comprehensive educational experience for its studentaidmd this
context, it will seek to build the strongest athletic progransipées

National and Local Recognition:
UH will be known for its accomplishments locally and nationally.

Competitive Resources:
UH will build a resource base that enables it to accomplish its mission and realize its vision.
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General Information

Administrative Officers

University of Houston System Board of Regents
Officers

Effective September 2015

Tilman J. Fertitta Chair

Welcome W. WilsonJr. Vice Chair

Spencer D. Armour, IlI Secretary
Members*

Term Expires May 32016

Garrett HHughey Student Regent

Terms Expire August 32017

Spencer D. Armour, llI Midland
Roger F. Welder Victoria
Welcome W. WilsonJr. Houston

Terms Expire August 31, 2019

Durga D. Agrawal Houston
Paula M. Mendoza Houston
Peter K. Taaffe Austin

Terms Expe August 31, 2021

Tilman J. Fertitta Houston
Beth Madison Houston
Gerald McElvy Southlake

*Serveuntil Governor appoints replacement

UH Faculty Handbook:February 2016 Page23



Board of Regents

The Board of Regents is the governing body of the University of Houston System (University of
Houdon, University of Houstoi€Clear Lake, University of Housteowntown, University of
HoustonVictoria, UH System at Cinco Ranch, UH Sugar Land, KUHT Television, and KUHF
Radio). Appointed by the Governor of Texas, the ten members (chair, vice chatarseand

six members) serve for six years, along with the student regent who serves on the board-for a one
year term but does not have voting authorithe student regent is not counted in determining
whether a quorum exists for a meeting of the boaid determining the outcome of any vote

before the board.

Board responsibilities include: preserving institutional independence and defending each UH
System component universityoés right to manage
andemqp| oyees; enhancing each universityods publ.i
the universities and the universities to the community; nurturing each university so that each may
achieve its full potential within its role and mission; and progdgnlicy direction, insisting on
clarity of focus and mission, to each of the universities.

Additional responsibilities of the Board of Regents are listed in its bylaws available at
http://www.uhsa.uh.edudard-of-regents/bylaws/
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University of Houston System Administration

Renu KhatorChancellor
Ph.D.,PurdueUniversity

Paula Myrick Short Senior Vice Chancellor for Academic Affairs
Ph.D.,University ofNorth Carolina at Chapel Hill

Jim McShanCPA, Interim Vice Chancellor for Administration and Finance
BBA, Texas Stat&niversity

DonaH. Cornell Vice Chancellor for Legal Affairs an@eneral Counsel
J.D., University of Texas at Austin

Ramanan Krishnamooyiinterim Vice Chancellor for Resrchand Technology Transfer
Ph.D.,PrincetonUniversity

J. Richard WalkeNice Chancellor for Student Affairs
Ed.D.,Universityof Miami

Eloise Dunn StuhNice Chancellor for University Advancement
B.A., Vanderbilt University

Richie C. HunterVice Chancellor for UniversitiMarketing, Communication and Media Relations
M.B.A., Lamar University

Don F. GuytonC.P.A, Chief Audit Executive
M.B.A., University of New Orleans

University of Houston System Presidents

Renu KhatorChancellor of tle University of Houston System and
President of the University of Houston
Ph.D.,PurdueUniversity

William A. StaplesPresident, University of Housto@lear Lake
Ph.D., University of Houston

Michael A. Olivas Interim President, University of Housti Downtown
PhD., Ohio StatdJniversity, J.D., Georgetown University

Raymond Victor Morgan, Jrinterim President, University of Housto¥ictoria
Ph.D., Universityof Missouri
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University of Houston Administration

Renu KhatorPresident
Ph.D.,PudueUniversity

PaulaMyrick Short Interim Senior Vice President for Academic Affairs and Provost
Ph.D.,University ofNorth Carolina at Chapel Hill

Jim McShan, CPAInterim Vice President for Administration and Finance
BBA, Texas Stat&niversity

DonaH. Cornell Vice President for Legal Affairs and General Counsel
J.D., University of Texas at Austin

Ramanan Krishnamooyiinterim Vice President for Researeimd Technology Transfer
Ph.D.,PrincetonUniversity

J. Richard Walkeice Presidenfor Student Affairs
Ed.D., Universityof Miami

Eloise Dunn Stuhwice President for University Advancement
B.A., Vanderbilt University

Richie C. HunterVice Chancellor for Universitimarketing, Communication and Media Relations
M.B.A., Lamar Univesity

Elwyn C. LeeVice President for Community Relations and Institutional Access
J.D., Yale University

Jason SmithVice Presidenfor Governmental Relations
B.A., University of Houston

HunterR. Yurachek Vice President for Intercollegiat&thletics
M.A., Universityof Richmond

PatriciaB. Oliver, Dean, Gerald D. Hines College of Architectaned Design
M. Arch., Universityof California at Los Angeles

Latha Ramchandean, C. T. Bauer College of Business Administration
Ph.D.,NorthwesterrJniversity

RobertMcPhersonDean, College of Education
Ph.D., University oHouston

Joseph W. Tedescbean, Cullen College of Engineering
Ph.D.,LehighUniversity

William Monroeg Dean, The Honors College
Ph.D.,Universityof Chicago

Dennis ReynolddDean, Conrad N. Hilton College of Hotel and Restaurant Management
Ph.D.,CornellUniversity

Steven Craig Interim Dean, College of Liberal Arts and Social Sciences
Ph.D.,Universityof Pennsylvania

Leonard M. BaynedDean, Law Center
J.D., ColumbiaUniversity

UH Faculty Handbook:February 2016 Page26



Dan Wells,Dean, College of Natural Sciences and Mathematics
Ph.D., IndianaJniversity

Earl L. Smith, 1ll,Dean, College of Optometry
Ph.D., O.D., University of Houston

F. Lamar PritchardDean, College of Pharmacy
Ph.D., University 6Georgia

Neil Eldin, Interim Dean, College of Technology
Ph.D.,Oklahoma Stat&niversity

Alan J. Dettlaff Dean, Graduate College of Social Work
Ph.D,, University ofTexas at Arlington

Lisa B. GermanDean of Libraries
M.L.S. Universityof Illi nois at Urban&hampaign

Mark Clarke,Associate Provost for Faculty Development and Faculty Affairs
Ph.D., Manchester Metropolitan University

Richard Phillips AssociatéProvost for Outreach and Community Engagement
M.S., Northwest Missouri State Urksity

Chris StanichAssociateProvost for Institutional Planning and Analysis
J.D.,University ofHouston

Dmitri Litvinov, Vice Provost and Dean, Graduate School
Ph.D., University of Michigan

Teri Elkins LongacreYice Provost and Deatundergradua¢ Student Success
Ph.D., University of Houston

Maureen CroftAssociate Provost for Strategic Enroliment Planning
Ph.D., University of Tennessee at Knoxville

Bruce Jonesyice Provost for Academic Programs and Interim Vice Provost for Academic
Prograns at UH Sugar Land
Ph.D., Columbia University

Jeff Morgan Associate Provost for Education Innovation and Technology
Ph.D., University of Houston

Jaime OrtizVice Provost for Global Strategies and Studies
Ph.D., Virginia Tech

Sabrina Hassumanhssaiate Provost for Finance and Administration
PhD., University of Houston

Ramanan KrishnamoorGhief Energy Officer
Ph.D., Princeton University

Dennis FoutyAssociate Vice President for Information Technology and Chief Information Officer
Ph.D., Qnio University

Jane OlingerAssistant Vice President for Faculty Affairs
J.D., University of Mississippi School of Law
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Je'Anna AbbottOmbudsperson
M.H.M., University of Houston

JoanNelson Assistant Vice Presidefdr Human Resources
M.B.A., University ofHouston

Malcolm C. DavisAssistant Vice Presidefdr Public Safetyand Security
M.S., University of Houston

Ceaser Moore, JrChief of Police
Ph.D.candidate Sam Houston State University
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The University of Houston: An Introduction

The Unhiversity of Houston was founded in 1927 by the Houston Independent School District Board
of Education with its approval to utilize facilities within the district. The new junior college opened
with 250 students and 8 faculty members offering classesmai&into High School.

By 1934, there was increasing pressure within the City of Houston to have its own four year
university. This was launched, in 1934, with an enroliment of almost 1,000 students as an
independent, sebupporting institution. By¥939, thanks to two large philanthropic gifts and a
federal grant from the Public Works Administration, classes were moved to the new campus.
Enroliment exceeded 2,110 students. This same year, the first graduate courses were offered.

By 1956, the uniersity had its own formal Board of Governors. The university formally
became a State university in 1963. Today, the University of Houston is the research component of
the UH System and the only campus authorized to award the doctoral degree andntedadva
professional degrees in law, optometry, pharmacy, and social work. It is the home of the M.D.
Anderson Library, the research library which serves all components of the UH System.

A few institutional characteristics worth noting as of Septemb2914, include:

1 Faculty: There are8,760faculty members, of whicB79are ranked. The ethnic breakdown of
ranked faculty is African Americal, 70; Asian,18.5%; Hispanic,6.6 %; International4.0%;
Native American 0.3%, and Whité€6.3 %. The gendebreakdown is mal€]0.0%, and female,
30.0%.

1 Students: The fall2014 enrollment wa<l0,914 Of these31,722(77.53%) were classified as
undergraduate§,877(19.2%%) as graduate/professional students, BBA5(3.224) as post
baccalaureateThe ghnic breakdown was African Americal).26; Asian,19.8%;
Hawaiian/Pacific Islandef).2®%b; Hispanic26.96; International9.8%; Native AmericarD.1%,
White, 29.0%, two or more race8,0%; and Unknowr0.%. The gender breakdown was male,
50.6P0, and fenale,49.336. Most students came from Harris Couri8.8%) and from Texas
(87.34). As of September 2014 there weres,578students 16.1%) in residence at the
Universityof Houston.

1 Staff: There are8,736full-time staff members. The ethnic breakaias African American,
24.7%0; Asian,14.%%; Hispanic21.1%; Native American(.2%; Hawaiian/Pacific Islander,
0.2%; and White39.26. The gender bakdown is male42.3% and female57.5%.

1 Academic Programs: There arel3 colleges dl degree awardingxcept the Honors College.
There ar282degree programs. Four (Law, Optometry, Pharmacy, and Social Work) offer only
graduate/professional degrees.

1 Degrees Awarded: In 20132014 a total of 9,208degrees were awarded as:

Baccalaureate 6,372 SpecidProfessional (Law/Optometry) 452
Masters 2,109 Doctorate 275

The University of Houston, with strong national and international foci, continues to serve
students from Houston and the State of Texas. As the largest public university in Southeast Texas
and the only urban research university in the state, the university seeks to fulfill the universal goals
of higher education while maintaining a focus on its specific city and state.
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The University of Houston is accredited by the Commission on CoJl&geghern Association
of Colleges and Schools, as a Level VI General postsecondary institution. For information on the
accreditation status of the university, contact:

Commission on Colleges

Southern Association of Colleges and Schools
1866 Southerhane, Decatur, Georgia 3003897
(406) 6794500

or visit their website abttp://www.sacscoc.org

For more detailed information, visit the website of the UH Offfcstitutional Research at
http://www.uh.edu/irbr the UH Division of Finance's website 8atutorily Required Reports at
http:/Mmww.uh.edu/finance/StateReport/state reportl.html
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Office of Equal Opportunity Services

Discrimination and HarassmentPolicy

The University of Houston is committed to providing equality of treatment and opportunity in an
environment that appreciates and respects the diversity of the community it Sdmwes.
Universityis committed to the concept of eqeshploymenbpportunity as a necessary element

of an employment process based onifjelated factors and without regard to protected class
status such as agagce, colordisability, religion, national orig, veteran's status, genetic
information, orsex (including pregnancy), except where such distinction is required by law.
Discrimination against any individuad any of these protected classifications with regard to
recruitment, appointment, benefitgining, promotion, retentiomliscipline, termination or any
other aspect of the terms, conditions and/or privileges of employment is prohibited.

Inquiries and/or complaints regarding tnaversitys affirmative action/equal opportunity
policies maybe directed to the Office of Equal Opportunity Seeg, which houses the
universitys designated Title IX Coordinator, ADA Coordinator, Section 504 Coordinator, Title
VI Coordinator, Texas Educational Opportunity Plan Coordinator, and the Equal Employment
and Education Opportunity Compliance Officer.

The following is the official University of Houstdaqual Educational and Employment
Opportunity Nordiscriminationstatement and should be used iruallversitypublications:

Statement of Nondiscrimin ation

The University of Houston provides equal treatment and opportunity to all persons without regard to
race, color, religion, national origin, sex, age, disability, veteran staggenetic informatiorexcept

where such distinction is required by la¥dditionally, theuniversityprohibits discrimination in all
aspects of employment on the basis of sexual orientation, gender identity or gender expression.

For more information regardinghe Discrimination and Harassmepblicy, pleasevisit the
Office of Equal Opportunity Services websitétp://www.uh.edu/legadffairs,equatopportunity
or call 7137438835

SexualMisconduct Policy

Sexual misconduct is a broad teemcompassing a range of roonsensual sexual activity or
unwelcome behavior of a sexual nature. The term includes sexual harassment, nonconsensual
sexual contact, sexual assault, sexual exploitation, stalking, dating violence and domestic
violence. The&Jni ver si tyds Sexual Mi sconduct Policy
conduct and establishes a procedural mechanism for processing complaints of sexual
misconduct.

For more informatiorregarding theSexuaMisconduct Policyplease visithe Office of
Equal Opportunity Servicasebsite atttp://www.uh.edu/legaffairs/equaiopportunity or
call 7137438835

Duty to Act and Report

In accordance with both the Discrimination atarassment and Sexual Misconduct policy, a duty
to act is imposed on all persons to take reasoraadulerecessary action to prevantawful
discrimination and harassment and for responding promptly and thorouginly such claims.

UH Faculty Handbook:February 2016 Page3l


http://www.uh.edu/legal-affairs/affirmative-action/index.php
http://www.uh.edu/legal-affairs/equal-opportunity

Upon learning direcyl or indirectly ofconduct or behavior that mighitolate said policies, all

persons shall report the conduct or behavior to the Equal Opportunity Coordinator for advice and
assistance on addressing the matter. A person who fails to act may be foweltmladed this

Policy, even if the underlying event does not constitute unlawful discrimination or harassment.

Sanction of Faculty for Violating Equal Opportunity Policy

If the Office of Equal Opportunity Services finds a violation of either the Distation and
Harassment or the Sexual Misconduct policy against a faculty member, it will recommend
appropriate university actiorAny sanction imposed on the faculty member will be determined by
and implemented by the appropriate administrator aftesuitation with the Office of Equal
Opportunity Services and consistent with this faculty handbéglpeals/Grievances relating to
sanctions assessed by the appropriate administrator must be addressedherstagitard faculty
grievance procedure as dié¢d inthis faculty handbook(Seepagesd1-83.)

Accommodation for Faculty

It is the policy of theuniversitythat all qualified employees with disabilities are afforded equal
employment opportunity in compliance with federal and state lawsuiikersity, in keeping with
its values and goals, provides reasonable workplace accommodations to employees with
disabilities.

In order to request a workplace accommodation, the employee must contautérsityd s
Americans with Disabilities ActADA) Coardinator in the Office of Equal Opportunity Services.
The ADA Coordinator can be reached by telephone at (71388383, by email ateog@uh.eduor
by visiting 153 Student Service Center 2.

To begin the process, the employee must obtain and tresreafhplete &equest for
Workplace Accommodationform and then submit a copy of the completed form to his/her
supervisor and the original of the completed form to the ADA Coordinato

Employees who have been granted a reasonable workplace accommodation must maintain the
universitt s st andards of performance, attendance a
empl oyeebs department or unit.

For more information regardinthe Reaonable Workplace Accommodation for Employees
with DisabilitiesPolicy, seeMAPP 02.07.0%lease visit the Office of Equal Opportunity Services
websiteat http://www.uh.edu/legadffairs/equalopportunity/or call 7137438835

Reporting/Investigating Fraudulent Acts
(System Administrative Memorandum 01.C.04)

When suspected fraudulent activities are olesby an employee (including a student
employee), the employee must immediately make a report to the proper authority as follows:

1 If the employee wishes to make an anonymous report, he/she may contact the State
Audi tor s Of fi c-80TXSADT (1-806-892-8348)er viaittthe 1
website ahttp://www.sao.state.tx.usAnonymous reports can also be made via the web
at http://www.mysafecampus.camnby calling 2800-716-9007.

1 If the employee does natish to remain anonymous, the employee should notify his/her
supervisor, the Chief Audit Executive or the CEO (or designee). If the suspect is a senior
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manager, administrator or executive, the employee should notify the Chief Audit
Executive.

1 If the enployee notifies his/her supervisor (or higher authority), the supervisor (or higher
authority) must immediately direct the report to the CEO (or designee) or the Chief Audit
Executive.

The reporting employee will refrain from further examination ofiticédent, confrontation of
the alleged violator, or further discussion of the incident with anyone other than the reporting

empl oyeeds supervisor, the CEO (or designee)
enforcement.

MySafeCampus

Theuniversityusesthe MySafeCampus program, an online and/or telephone hotline, for university
employees t@nonymouslyeport fraud and nenompliance with external rules and regulations,
including harassment, theft, substance abuse, unsafe conditions, and more. ifdéshayken 24

hours a day, seven days a week. Individuals who use My Safe Campus may choose to remain
anonymous. To report fraud or roampliance, call 800-716-9007 or go to
http://www.mysafecampus.com

Some faculty concerns may be more appropriately addressed through the Office of the
Ombudspersoror standard facultgrievance procedures

Protection for Whistleblowers

The | aw known as t grahibitd Mathliationtagas$t publiovemploydes who
report official wrongdoing. The act states t
or terminate the employment of, or take other adverse personnel action against, a public employee
whoin good faith reports a violation of law by the employing governmental entity or another public
empl oyee to an appropriate | aw enforcement au

In the event that a faculty member believes they are being retbéigainst for reporting, in
good faith, the unlawful acts and/or practices by a state employee, s/he should report such acts to
the appropriate administrative superior.

For more information, contact the Office of Equal Opportunity Services/43883b,
eosinfo@uh.edu, or visit the websitehtp://www.uh.edu/legahffairs/equal
opportunityindex.php

Responsibility for enforcing the policies and procedures inRacuilty Handbook unless
otherwise stated, belongs to the President of the University.

Ombudsperson

The Ombudsperson is a neutral and impartial University of Houston employee whose major
responsibility is to act asresource founiversityfaculty and staff mmbers regarding issues and
concerns related to their employment with améversity.

As a neutral and impartiahiversityemployee, the Ombudsperson is not an advocate for any
individual or theuniversity, but rather, is an informational source facutty and staff members.
The Ombudsperson will assist faculty and staff members in accessing and interprietemsgjty
policies and procedures, including those of specific colleges and departments. The Ombudsperson
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will aid in answering facultyand staf me mber s® questi ons and conce
options for the resolution of their concerns or complaints (grievances) that are available to them.

When appropriate, and upon request by the aggrieved faculty or staff member, the
Ombudsperson nyaassist as a neutral third party in the resolution of faculty or staff concerns or
complaints. When agreed upon by all parties involved in a dispute, the Ombudsperson will
organize and facilitate a meeting and discussion between the parties and aetiaal person to
assist the parties in coming to a resolution of the issue without the need to proceed with the informal
or formal grievance processes. The Ombudsperson will not impose his or her own judgment of the
issues for that of the parties andl weep all matters confidential to the extent allowed by law.

The Ombudsperson will not participate in the formal grievance process, engage in
administrative decisions, provide | egal advic
grievance.

The Ombudsperson will periodically revidie patterns of grievances, anil provide
appropriate suggestions and recommendations to the President and Provost with regeedsioy
policies and procedures that could reduce or eliminate regugriavances, or enhance the
efficiency of the grievance process.

The Ombudsperson may be contacted by calling7AB2417 or email at
ombudsperson@uh.edWisit the website dittp://www.uh.edu/ombuds/
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Shared Governance

The faculty governance structure provides the framework for an active partnership between faculty
and administration in formulating recommendations and policies affecting the academic community.
Composed of the Faculty Senate and standing committees, the faculty governance structure
establishes forums for internal discussion, proposes policies related to faculty concerns, gathers and
disseminates information of interest to the faculty, and prowdasulty voice to the external

community. Staff support is provided to the Faculty Senate by the Provost and to the standing
committees by the senior administrator to whom they report.

Faculty Senate

The members of the Faculty Senate are electedebfatulty members of their respective colleges
according to their bylaws. The Faculty Senate operates under its own constitution. The Faculty
Senate considers and makes recommendations to the President of the University of Houston and
other senior admistrators on matters of interest to the entire faculty. The Provost, as the
university's chief academic officer, or his/her designees attends regular meetings of the Senate.

For more information, see Appendix A: Faculty Senate Constit(pages220-229);
Appendix B: Research and Scholarship Committee Bylpaggs230-234); Appendix C:
Undergraduate Committee Bylawsa@es235-239); and Appendix D: Graduate and Professional
Studies Committee Bylawp@ges240-243).

University Standing Committees
Definition

Each university standing committee has a specific charge; meets on a regular, ongoing basis over a
period of more than one year; and has as its appointing officer an administrator at the level of Vice
President or higher. Standing Committeaesavisory to their appointing officer.

Procedure

A. Each committee shall elect its chair annually (from its membership), and that individual shall be
a student, staff, faculty member or librarian below the rank of dean. Each committee and
council shd elect its chair for the coming year at the last meeting of the current academic year.

B. No committee member shall have a designate serving in his/her place unless approved by the
committee and also by the appropriate nominating body.

C. Committee chas shall make every effort to schedule committee meetings at times when all
members can attend. Written notices of scheduled meetings shall be circulated to all committee
members, the Faculty Senate, the Staff Council, the Student Government Assauiatithe,
appropriateuniversityoffices as far in advance of the meeting as possible.

D. At the first meeting of the year, each committee shall be given a statement of its duties,
responsibilities, and issues for consideration.

E. Each committee shalubmit in writing formal actions such as policy recommendations and
decisions. They shall be distributed to the deans, the President of the Faculty Senate, the
President of the Staff Council, the President of the Student Government Association, and the
appopriate administrative offices.
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F. Each standing committee is required to prepare an annual written report at the end of each
academic year. This report shall be sent by the committee chair to the Faculty tBeriatizf
Council, the Student Governmehssociation, the Office of the President, @idice of the
Provost and other relevambiversityadministrators. This report shall include the following:
major activities and recommendations of the committee during the year, an indication of how
muchfaculty input was involved for each, and the outcome.

G. There should be regular contact between the committee chairs and theirueiatesity
offices in order to communicate recommendations and specific actions under consideration.

H. Committees sHameet at least twice a semester.

|. Extended oregular absences ofcammittee member shall be communicated by the chair to the
appropriate nominating body. The latter and/or the chair will ask such members to resign and
communicate that request topappriate campus offices. Replacement members shall be
nominated and appointed in accordance with the usual procedures.

J. The authority to alter the composition or charge of a committee rests with the appointing officer
of theuniversity Any such changeasnust be preceded by consultation among the members of
the committee involved, the appointing official, and the Faculty Governance Committee of the
Faculty Senate.

K. Tocreate a standing committee, a recommendation is brought Fa¢héty Governance
Commiteeof the Faculty Senate that includes: the proposed name of the committee and the
administrator/s to be involved; the proposed composition of the body; a solid indication of
scopel e.g., both a general statement and some examples; and a recommangied ch
including the main point/s or purpose of the committee. Adwilty Governance Committee
will consult with the appointing officer to discuss the recommendations and formalize the
details.

All faculty members are nominated by the Faculty Senatdtly@g@avernance Committee and
appointed by the President or the Vice President in whose area the committeEniakscception is
the Grievance Committee, which is elected by the faculty through univeiisiéyballoting,

For charges to standing comnaés, please consult the offices to which they report.

Office of the President

Athletics Advisory Committee
Sexual Harassment/Sexual Assault Board
Title IX Grievance Committee

Office of the Senior Vice President for Academic Affairs and Provost

Grievane Committee

Health Professions Advisory Committee

International Students Advisoyommittee

Library Committee

Promotion and Tenure Committee

Scholarship and Financial Aid Advisory Committee
StudentLearningAbroad Scholarship Selection Committee
Teaching Kcellence Award SelectionCommittee
Undergraduate Admissions Revienwd AppealsCommittee
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Office of the ExecutiveVice President for Administration and Finance

Bookstore Advisory Committee

Food Serviceddvisory Committee

Human ResourcesFringe Benets Committee
Safety and Security Advisoi§ommittee
Sustainability Task Force

Transportation and Parking Advisory Board
University Traffic Court

Office of the Vice President for Researcland Technology Transfer
UH System Intellectual Property Committgetp://www.uh.edu/research/intellectyaioperty)

Office of the Vice President for Student Affairs

A. D. Bruce Religion Center Policy Board

Campus Recreation Advisory Committee

Certer for Students with DiSABILITIES Advisory Board
Chi | dr e n &enteLAehdsory Board

Health Center Policy Board

StudentHousingand Residential Lif€ommittee
Student Center Policy Board

Student Fees Advisory Committee
StudentMediaCommittee

University Hearing Board

Other University Governance Bodies
University of Houston Alumni Association

TheUniversity ofHouston AlumniAssociation(UHAA) is a collaboration between the University

of Houston and The University of Houston Alumni Associationrieation,a non-profit dedicated

to connecting alumni, faculty, stafindstudentgo the University of Houstoandto each other.

With over5,000 LifeMembers, UHAA is governed by 20-member boardf directors UHAA

offices are located in the Athlei/Alumni Center, adjacent to HofheiRavilion Annual

membership dues are no longer required to be a member. Life Membership continues and will be
the focus for growth.

UHAA fulfills its mission of serving and supporting thaiversityand its alumnin a variety
of meaningful ways, including providing student scholarships, legislative advocacy efforts,
faculty/staff awards, athletic support, print and electronic communications, and a broad network
of collegebased, arebased, and special intereshetituent groupsWith programming serving
the over 250,000 graduates of UH, as well as former students and alumni of certification
programs, UHAA is the brand for all alumni relations programs administered by both UH and
UHAAF. UHAA also encourages falty and staff to take part in any of the over 35 constituent
groups that support UH with programming and scholarstipsulty members amways
encouragedo get involvedn any UHAA programsandof course, to join the Association as well.

More information is available albttp://www.houstonalumni.com
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Staff Council

Staff Council, the elected shared governance body for University of Houston staff, works hard to
represent and promote the interests afff sto improve the campus community, and make staff
contributions to the campus community more visible. Among its many accomplishments, Staff
Council organizes the annual Cougar First Impressions, -@&y@vent to welcome students to

the campus eachlfaa Sock and Blanket Drive to benefit local charities; and the Spring Egg Hunt
to entertain the children of UH faculty and staff.

More information is available dittp://www.uh.edu/scThe Staff Handbook may be foluat
http://www.uh.edu/admin/hr/HRFORMS/staffhandbook.pdf

Student Government Association

The Student Government Association (SGA) is the student organization elected by the giudents
represent the University of Houston student body. As such, SGA is committed to understanding the
needs of students and to ensuring their future at the University of Houston is bright.

Through continuous interaction among students, faculty, and &dration, the University of
Houston Student Government Association helps to ensure that a positive university experience is
maintained for all parties concerned. In addition, SGA influencesriversitys decisioamaking
process by serving as a liaisoetween the students and governing bodies such as the UH
administration, UH system regents, and the Texas State Legislature.

More informationis availabk athttp://www.uh.edu/.sgaThe Student Handboaokay be
foundat http://publications.uh.edu/index.php?catoid=17

University Coordinating Commission

The University Coordinating Commission (UCC) has been created to coordinate and expedite
communications among faculty, staff, students, anditiversitys administrabn in regard to the
processes involved with policy and procedures development at the University of Houston.

The UCC will not create policy, but rather will serve to facilitate discussion among existing
policy-forming groups. The UCC will seek to fossgronger connections between all governance
groups; facilitate needed input into the development of policies and procedures; and help to
broaden campus governance, making it a more transparent process to all potdfettyl
parties.

More informatia is availabk athttp://www.uh.edu/ucc/

Advisory Committees to the Executive Vice President for Administration and Finance

Building Coordinator Advisory Committee
Campus Facilities Planning Committee
Capital Planmg and Renewal Committee
Human Resources Advisory Committee
Systemwide Art Acquisition Committee
Tuition and Fee Advisory Committee

UH Master Planning Committee

UHS Housing Initiative Committee
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Decisionmaking Cycle

Wherever possible, newly approvedlipies and procedures shall be implemented at the start of the
academic year, using August 1 as the effective start date. Proposed new policies and procedures or
proposed changes to existing policies and procedures normally shall be reviewed andddiscusse

with a cutoff date of May 31 for approval. If the necessity arises for implementation of a policy
during the offcycle, such implementation should be justified to the affected constituencies as an
interim policy by the decisiommaker.

College and Depatment Bylaws
Each ollege anddepartmenshould have a set of approved bylaws that at a minicantain
definitions of the various classes of benefits eligible faculty members;

rules regarding the voting rights for each class of faculty members shoingsretention,
promotion, curricular revisions, and other faculty matters;

rules regarding the participation of each class of faculty member on committees and task forces;

procedures for the selection, tenure, review, and retentidepafrtmenthars (See
http://www.uh.edu/provost/fac/Policy chairs.hfmhddeans;

rules regarding the timing of and criteria for calling regular faculty meetings;

the selection process, compositiorspensibilities, and list of departmental and college standing
committees;

the faculty role in promotion, tenure, and ptesture review;
the criteria and procedures for promotion and tenure;
the procedures for adjudicating faculty and staff grievances;

procedures for identifying faculty roles in the determination of planning and budgets for
departments ancblleges;

procedures tdetermine and specify selection for membership on governance groups at the
department, college, and university levels;

procedures by whiclibylaws would be reviewed and amended,;

a statement that faculty are responsible for developing the curriculum and determining its
effectiveness within each department and college;

a statement that faculty idefytthe standards for studemtimissions, grading, and candidacy for
graduate and undergraduate study;

delineation of faculty responsibilities in the areas of work load and space allocation;

delineation for opportunities of leadership development among faculty administchtors and
potential faculty administratgrand

accreditation for professional schools and colleges beyond SACS should involve the broadest
cross section of faculty in the process.

College and department bylaws should be available online for accessibility.
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University Policies and Procedures
Definition

A policy is a statement of principles and values that guide institutional activities. Effective policies
are flexible, coordinated, comprehensive, ethical, and clear. A procedure is a defined course of
estaltished methods used to achieve an objective. To achieve their goals, units within the university
establish policies and procedures, many of which affect faculty.

This section clarifies the types of policies governing faculty roles at the Universityustdh.
It also describes procedures for amending the policies should they not meet the characteristics of
effective policies described elsewhere in this handbook.

Administrative Policies

Administrative policies may be proposed by any individualroton campus and are approved by
the Executive Vice President for Administration and Finance, who is responsible for seeking the
President's approval. Frequently, Administrative Policies are developed in response to a State of
Texas lawlegal opinionor sgecific changes in the universityAdministrative Policies are published

in the University of Houston Manual of Administrative Policies and ProcedMi&BP) available
onlineat http://www.uh.edu/af/universityservices/policies/mapp/index.Hmocedures for

amending the MAPP are describedMAPP 01.01.01 Faculty travel, payment of human subjects,
and consulting are examples of Administrative Policies that relate to faculty roles and are
summarized in th€aculty Handbook

Academic Policies

Because of their adamic role, policies related to faculty roles such as hiring, workload, evaluation,
and promotion, are considered Academic Policies at the University of Houston. Such policies are
frequently reviewed by faculty governance bodies and the Provost's @ffissure due process and
academic excellence. The Provost is responsible for all academic policies on campus and, therefore,
makes the final decision on all universityde academic policies before seeking the President's
approval.

Amending Policies Regeding Faculty Roles

Any member of the University of Houston community may suggest a change in Academic Policies
on Faculty Roles. Because of its leadership position, the Faculty Senate frequently recommends
policy changes to the Provost. The Grievantd Rromotion and Tenure Committees also

recommend changes when the lack of policies or their unintended consequences impinge on faculty
rights or due process. At times the Provost may establish a Task Force or assign a staff member to
study an issue andake policy recommendations.

To be included in th€aculty Handbookthe Provost will review proposed policies or
amendments, revise the recommendations, if necessary, and forward them to the Handbook
Committee. The policies will be reviewed by theuli¢ governance bodies represented by the
Handbook Committee members. (Please see section Guidelines for RevisioRaxftite
Handbook page218). Should the faculty committees suggest substantive changes; the Provost will
review those recommendatiobsfore submitting the final policy to the President for approval.

After consultation with the appropriate faculty governance bodies, the Provost may also establish
policies to meet a specific need. The Provost will distribute new and amended policeefatmulty
through the deansThe policy will appear in the Handbook as approved by the President.

UH Faculty Handbook:February 2016 Page40


http://www.uh.edu/af/universityservices/policies/mapp/index.htm
http://www.uh.edu/af/universityservices/policies/mapp/index.htm
http://www.uh.edu/af/universityservices/policies/mapp/01/010101.pdf

Academic Personnel Policies and Procedures

Academic Freedom
(UHS Board of Regentsolicy 21.03

To establish and clarify the rights and responsibilities of the faculty pursuant to academic freedom,
the University of Houston System Board of Regents adopts the following policy:

A. The faculty member is entitled to full freedamresearch and in the publication of the results,
subject to the adequate performance of the faculty member's other academic duties; but research
for pecuniary return should be based upon an understanding with the authorities of the
component university.

B. The faculty member is entitled to freedom in the classroom in discussing the subject matter, but
the faculty member should be careful not to introduce into the teaching controversial matter
which has no close relation to the subject.

C. The facultymember is a citizen, a member of a learned profession, and an officer of an
educational institution. When speaking or writing as a citizen, the faculty member shall be free
from institutional censorship or discipline, but the faculty member's speciéibpasithe
community imposes special obligations. As a person of learning and an educational officer, the
faculty member should remember that the public may judge the profession and the institution by
the faculty member's utterances. Hence, the faouttyber should at all times strive for
accuracy, exercise appropriate restraint, show respect for the opinions of others, and make every
effort to indicate that the faculty member is not speaking for the institution.

Expectations of Faculty with Teaching Rsponsibilities

Faculty should be prompt in meeting their classes as scheduled, be available at designated times for
appointments with students and keep such appointments, be well prepared for classes and other
meetings, and perform grading duties faahd promptly. Final examinations will only be given

during finals week or as otherwise scheduled byQfiee o the UniversityRegistrafOUR).

The general content of a course or academic program should be described with reasonable
accuracy in catalagand other written documents available to students. The content, objectives, and
standards for evaluation (including the importance assigned to various factors considered in the
academic evaluation) in a course should be stated in writing and givendiutients at the first or
second class meeting. All academic evaluations should be based on professional judgment,
consistent with relevant standards of the profession, with achievement being compared with goals,
objectives, and other factors as may ha@en previously communicated in writing by the faculty
member.

The limits of assistance permitted between and among students in a course assignment or
academic evaluation should be stated in writing by the faculty member with reasonable clarity and
spedficity at the first or second class meeting or in advance of an assignment or academic
evaluation.

Factors such as race, color, religion, sex, age, national origin, disability, veteran status, sexual
orientation, gender identity or expression, politaffiliation, and activities or personal relationships
otherwise unrelated to the class or course structure may not be considered in matters of academic
evaluation, academic assignments, or classroom procedures.

Sexual harassment of students is prabdi For more information s&ascrimination and
HarassmeniPolicy and Sexual Misconduct Poligyage31.
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Faculty Appointments
Definitions

As mandated by Boangblicy 21.06 the University of Houston has established the following
definitions and conditions:

A. Appointment is defined as the employment of an individual in a given capacity for a specified
time period at a stated salary. Faculty appointments are made follprmicedures that have
been developed at the university and which have been approved by the Chancellor.
Appointment letters must be approved by Academic Affairs (AA) and Human Resources (HR)
and must follow standard forms as adopted by AA and HR. Prnmoeal of the Chief
Academic Officer (Provost) is required before any faculty appointment with tenure can be
made. In addition, no person shall be appointed to the position of Dean or equivalent or Vice
President or equivalent without prior consultatiathwhe Chancellor and in accordance with
Board of RegentBolicy 57.10 No administrator may be given faculty status or tenure without
a review and positive recommendation frima academic unit involved.

B. Term: Appointments begin on or aboome week prior to the beginning of the fall semester
and end within one week of spring commencement or as otherwise defined in the appointment
letter.

C. Designations of Faculty Posions/Titles:

1. Tenure Track Positions:The following ranks are considered part of the tenure track:
instructor (except as noted below), assistant professor, associate professor, and professor.

a. Instructor is normally a tenure track position;$pecial circumstances the President
may waive the inclusion of an instructor in tenure track status, by written mutual
consent.

b. Assistant professoris normally a probationary rank although in special cases, the
President may request that tenure be de@ito an assistant professor.

c. Associate professorsnay be appointed with tenure or, alternatively, may be required to
serve a probationary period not to exceed four years before tenure is awarded.

d. Professorsare usually appointed with tenure, Iny be required to serve a
probationary period not to exceed four years, which shall be stated in the appointment
letter.

2. Non-tenure Track Positions:The University of Houston may choose to utilize other
faculty titles to convey certain meanings sfiedo the university. All such titles must be
filed with the Office of the Provost.

The several designations used at the University of Houston are listed and defined below:

a. Lecturer: The term "lecturer" designates persons assigned to teach oreee
specific courses. Appointment is for a semester or an academic year, although a shorter
appointment is possible under unusual circumstances.

b. Instructor: Normally, a fulttime position.

c. Adjunct Faculty: The adjunct faculty will consistfanembers with the following titles:
adjunct assistant professor, adjunct associate professor, and adjunct professor. The term
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"adjunct" is used for persons who have a primary employment responsibility outside the
university or in a different departmentthe university, and who bring some specific
professional expertise to the academic program

d. Visiting Faculty: The visiting faculty will consist of members with the following titles:
visiting assistant professor, visiting associate professouiaitithg professor. The term
"visiting" is used for persons who assume a teaching responsibility at the University of
Houston for a specified period. Visiting faculty are usually appointed for either a
semester or an academic year. This designatioan@xceptional basis, may be used
for persons who do not yet hold the terminal degree and who may be assigned to a
tenure track position upon receipt of the terminal degree.

e. Research Faculty: The research faculty will consist of members with thifaing
titles: research assistant professor, research associate professor, research professor,
research scientist, and senior research scientist. Individuals at the research assistant,
associate, and professor levels will have research experience atigepcemparable to
that of tenure track faculty members at the equivalent level. Research scientists should
have similar qualifications with the exception that their experience and responsibilities
may have been focused on the use of advanced instrumoerdatechnology. Research
faculty are typically externally funded and will not be paid from the state budget.

f. Clinical Faculty: Clinical faculty appointments are ndé@nure track appointments
which may be assigned the ranks clinical instructorical assistant professor, clinical
associate professor, and clinical professor. Such appointments are outside the
University of Houston tenure system and are governed by policies of the respective
colleges which must be approved by the Senior Viceidtmesfor Academic Affairs.

g. Instructional Faculty: Instructional faculty appointments are A@mure track
appointments which may be assigned the ranks instructional assistant professor,
instructional associate professor, and instructional profeSah appointments are
outside the University of Houston tenure system and are governed by policies of the
respective colleges which must be approved by the Senior Vice Prdsidanademic
Affairs. Instructional faculty may be expected to teach digt@utication courses either
faceto-face or at offcampus sites, using instructional technology.

h. Part-time Faculty: A parttime faculty member is one who is employed less than full
time and who does not hold a tenured or tenure track appointmenpo3sibility of
reappointment is contingent upon the required approvals, the availability of funding,
satisfactory annual review by the department or college, and a continued need for the
position within the department or college.

Credentials of those ggn adjunct and visiting appointments must conform to those
criteria applied to regular faculty appointments. Instructional time served as a lecturer or as
adjunct, clinical, research or visiting faculty does not count toward tenure. Such
appointments & subject to annual review, and determination of whether continuation is
recommended.

The faculty status of persons who are not holders of standard faculty titles listed above,
either tenured or tenure track, shall be determined in accordance wittedofiegvs. Such
by-laws must conform to University of Houston policy, must be approved by the Senior
Vice Presidenfor Academic Affairs and must be filed in the Office of the Provost.
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3. Joint Appointments: When a faculty member holds a joint appoiett in two or
more academic uni& the universityit must be clearly indicated at the time of the
appointment in which academic unit the faculty member holds tenure or is on the tenure
track and which, therefore, shall bear the primary responsifalitgvaluation and
recommendation. In such cases the appointment letter must also stipulate the division of
responsibility and the weight assigned to such responsibilities in the review for tenure,
promotion, and merit salary increases.

D. Separationis defined as termination of employment with the university. Three distinct modes
of separation other than retirement are recognized:

1. Resignationis voluntary termination of employment by an employee.

2. Non-reappointmentrefers to a situation in vikh a nontenured faculty member et
offered the next successigppointment at the end of a stated employrpenibd.

For more information, see Nenenewal of Appointment of a Tenure Traeculty
Member, pages465.

3. Dismissalis severance froramployment due to adequate cause, financial exigency, medical
reasons, or the discontinuance of academic programs. Dismissal shall not be used to
restrain faculty members in their exercise of academic freedom. When dismissal involves a
tenured faculty rmmber, consultation witthe Chancelloy the Provosand University Legal
Counsekhall be made prior to any official action. Subject to final approval by the Board of
Regents, the Chancellor has the authority to dismiss faculty upon the recommendaton of
President after full and appropriate university due process. (See Board of FReents
21.07)

For reasons for dismissal, see pa@és37.

E. Tenureis defined ashte right to continuous employment. It is awarded by the Chancellor
based upon the authority delegated by the Board of Regents and upon the recommendation of
the President after the appropriate review processes have been followed. Tenure is awarded on
thebasis of teaching, research, and service excellence to date, consistent with the mission of the
university, and a high degree of confidence in the continuation and enhancement of this
performance for the benefit of the university. Recommendations faretshall be made once
each year to be effective at the beginning of the succeeding academic year. Tenure can only be
revoked due to dismissal for cause, financial exigency, the elimination of programs, medical
reasons, retirement, or resignation. Teddeeulty members shall be afforded every
opportunity to be placed in other related faculty assignments when the existence of a financial
exigency or the elimination of a program may necessitate the elimination of tenured faculty
members' positions. Teraushall be specific to the University of Houston System component
recommending tenure and never applies to administrative appointments.

F. Promotion is defined as advancement to a higher rank or title based on merit or evidence of
excellence in the perforance of job responsibilities. Promotions are subject to the approval of
the Chancellor and the Board of Regents upon recommendation of the President.
Recommendations for promotion shall be made no more than once each year, to be effective at
the begining of the succeeding academic year.
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Distinguished and Named Professors

The University of Houston has a large and growing number of distinguished and named
professorships. These professorships serve both to recognize outstanding members of the faculty
and to assist thaniversity in creating and sustaining nationally and internationally recognized
programs. Each distinguished or named professorship carries with it academic honor and
recognition and conveys an important representation afrtiversityitself. Theuniversity ensures

that each individual holding one of these distinguished and named chairs is an exemplary member of
his or her discipline.

The type of distinguished or named professorship and the source of endowment support affect
the proedure by which a distinguished/named professorship is awarded. All appointments are
subject to the approval of the Dean and the Provost. A faculty member may hold only one endowed
or named professorship or chair at any one time.

Positions supported withcollege foundation funds(not endowej

Recommendations for appointments to professorships that are within a specific college and are not
supported by endowment funds are made according to college guidelines and approved by the
Dean and the Provost.

Postions within a specific colleggreferred to as professors, chairs, or scholars, according to the
language of the endowment agreement or university naming convéntions

Recommendations for appointments to endowed professorships within a particularar@lege
made by a committee of endowed professors/chairs/scholars and/or senior faculty, according to
college guidelines.

Positions at the university level

A committee comprised of five members appointed byPtiogost, with at least one member from

a deparnent or college in which the candidate will be active, will review the credentials of the
candidate and report its recommendation tdfoeost. The dean of the college in which the

candidate will be employed r t he d e awuwllPresendthescichg ieae e 6s cr edent
committee and respond to questions.

In the case of a candidate who is being hired from outside the university and who holds an
endowed professorship at a peer institution, the dean may request fPravtist waive the
commitee review and grant approval foll owing a
gualifications.

Nomination procedures for Moores Professors will be announced each fall semester. The
Moores Selection Committee will be appointed by the provost.

Standards fa Distinguished and Named Professors

Normally nominees for distinguished and named professorships are expected to show evidence of
the following academic qualifications:

A. The nominee has a reputation that is national and international in scope sedftcheor
creative activity that has been original, seminal, and influential.

B. The nominee has materially affected undergraduate and/or graduate education.
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C. The nominee is a strong citizen of the discipline and of the university.
Exceptions to thesequirements may occur to meet specifications of endowment agreements.
Nomination files must include the following:

1. Letter of nomination providing justification for the appointment, including concordance
with the conditions of the endowment documents.

2. Letter of transmittal from the department chair, explaining the value of the appointment
to the department and providing an independent evaluation of the nominee.

3. Letter of transmittal from the dean, explaining the value of the appointment to the college
and addressing the standards listed above, particularly the influence and value of the
nomi needs work and its place in the disci

4. The candidatebds current curriculum vitae

5. Three to five ext er nmnendatiormBecauseexiegnalh | et t ¢
reference letters are part of the documentation required for employment, separate letters
for the distinguished professorship are not required. (A summary of the credentials of
each referee must be provided.)

Terms and Revieve of Distinguished and Named Professors

Distinguished and named professors at the University of Houston shall normally have a term of
five years subject to revocation for cause. Those who indicate that they wish to continue shall be
reviewed during thefth year. Reviews will normally be necompetitive, and renewal will be

based on continuing research or creative activity, teaching excellence, and service to the
discipline, the department, the college, and the university.
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Emeritus Status

The following establishes general University of Houston System guidelines for the development of
individual university policies and procedures for determining emeritus eligibility, privileges, and
responsibilities.

A. The titles "emeritus” and "emerita” will be cenfed only upon those retired tenured facatg
librarians including those on Voluntary Modification of Employment (VMOE), who have made
a significant contribution to the university through a long and distinguished record of
scholarship, teaching, and/®ervice.

B. In addition to the title Professor Emeritaisd Librarian Emerityghe university will recognize
the titles Chancellor Emeritus, President Emeritus, and Senior Vice President Emeritus, as
recommended by the Board of Regents.

C. While eachuniversity will formulate its own nomination procedures, all nominations should
originate at the departmental or division level and should be based upon the recommendation of
colleagues in the department, division, college, or administrative office.

D. All emeritus appointments are subject to approval by the Board of Regents upon
recommendation by the Chancellor/President. Approval by the Regents will normally occur in
the spring of each year.

E. In addition to library, email account, and parking prieijes, emeritus faculgnd librarians
should receive invitations to and announcements of appropriate university and System functions
and should be listed in appropriate catalogs and directories. Each university will determine any
additional courtesies qrivileges to be accorded emeritus facaby librarians

Emeritus facultyand librariansare expected to remain willing to assist and advise the System or
university as requested, particularly in their areas of competence.
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Eligibility for Employment

Nepotism Policy
(UHS Board of RegentBolicy57.07)

Relatives of members of the Board shall not be employed by the System unless the employment
took place at least one year priorthe appointment of the Board member. Relatives of other
System employees shall not be employed by the System in positions where the employee has the
official authority to hire or recommend or approve the hiring, salary, or promotions of the relative.
Relatives shall not be employed in the supervisaiyordinate relationship even if it results from
marriage after the employment relationship was formed. The provisions of this policy apply to all
System programs regardless of funding source.

For additonal information, see Board of Regertslicy 57.07 Nepotism
http://www.uhsystem.edu/boamd-regents/policies/index.phBee also SAM 02.A.21 Nepotism at
http://www.uh.edu/af/universityservices/policies/sam/2HumanResources/2A21.pdf

Employment of Non-citizens

Federal laws prohibit the employment of any #i$. citizen who is naauthorized to work in the
United States by the U.S. Citizenship and Immigration Services of the U.S. Department of
Homeland Security. All employment offers are contingent upon the applicant's ability to
demonstrate identity and proof of eligibility to vikan the U.S. Current faculty whose employment
authorizations have an expiration date must present documerngeifyeemployment

authorization on or before the expiration date. Alhenan Resourcd3epartment is the official
signatory authority for Aemploymentrelated petitions submitted to the U.S. Citizenship and
Immigration Services, as well as labor certification applications submitted Refretment of
Labor.

For additional information: Human Resources Customer Service Centei7 4313938, or
visit the website dtttp://www.uh.edu/humaresources/

Primary Spoken Language of Teaching Personnel

In accordance with the Texas Education Caeetion 51.91,7the University of Houston affirms

that all courses offered for credit (with the exception of foreign languages and bilingual education)
will be taught by faculty/teaching personnel who are proficient in tbkespEnglish language. To
ensure full compliance with this policy, the University of Houston requires that all persons who are
employed as faculty/teaching personnel-sieiflare that English is or is not their primary language
prior to the beginning oheir instructional assignments. Faculty members whose primary language
is not English shall be screened for English language competence.

This proficiency requirement may be satisfied by one of the following criteria:

1. Completion of baccalaureategtee requirements at a regionally accredited U.S. institution
or an institution in Australia, Canada, New Zealand, South Africa, or the United Kingdom at
which English is the medium of instruction.

2. A score of 23 (out of 30) on the Speaking sectiomeffOEFLIBT or a minimum score of
50 on the Test of Spoken English (TSE), 50 on the Spoken Proficiency English Assessment
Kit (SPEAK) Test, or 17 (out of 25) on the Foreign Service Institute (FSI) Oral Interview.
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Test Registration Information:

a. TOEHR -IBT examinees can register onlinehétp://www.ets.org/toefl The UH Test
Center number is 7514.

b. SPEAK test is administered by University Testing Services in Room 204 Student
Service Center 1. Registratimavailable online dtttps://testing.las.uh.edu/

Seehttp://www.uh.edu/admissions/apply/international/admissigiteria/english
proficieng/-toefl/ for additional information on proficiency requirements and testing.

Criminal Background Checks

The university is committed to providing a sexand safeenvironment Pursuant t&6AM
02.A.37, criminal background checks will be conducted for new hires and current employees
who apply for and are hired tovacanposition. SeeSAM 02.A.37.
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Faculty Position Approval and Search Procedures

The establishment of faculty and librarian lines is the responsibility of the Provost. Responsibility
for appointments to the faculty rests primarily with the departmenthrendollege with the

concurrence of the Provost. Appointments to-testure track positions follow regular

departmental, college, and campus procedures. Appointments of tenure track faculty and continuing
appointment librarians are made according totemiprocedures approved by the Provost.

Subject to approval by the Dean and Provost and within departmental budgeting constraints, the
departmental search committee will initiate open searches, will review all applications, and will
recommend a candidaseibject to departmental procedures. The department chair shall forward the
recommendation to the dean of the college. Upon approval of the dean, a request to make an
employment offer will be forwarded to the Provost for approval. This request wilbiexcl
appropriate documentation as specified by the Provost. If the search process is postponed, the
college shall immediately notify the Provodo position is official until approved by the Provost

In those instances where the appointee is ta filistinguished or named chair, or is to serve as
department chair or head, there will be prior consultation with the Provost as to the conditions and
nature of the search.

In all appointments to the faculty, there must be assurance of complianceenatfirtinative
action and equal employment policies and procedures of the university.

Affirmative Action Procedures on Search Committees

The Office ofEqual Opportunity Servicas charged with monitoring the search process for all
tenured/tenurérackfaculty, librarian, andipper leveldministrative positions. The Office of the
Provost, in conjunction with the Office &qual Opportunity Servicedeveloped procedures to
assist all search committees i n immativeAcionni ng ¢
Program.

The Office ofEqual Opportunity Servicasill work with the search committee to develop
appropriate screening procedures, write and place advertisements, monitor the applicant pool at
different stages of the search process, sstggeerviewing techniques, and process the faculty
folder at the conclusion of the search.

Membership of the search committees should reflect diversity in gender, race, and ethnicity. At
its first meeting a representative of the Officdegiual Opportuity Servicesvill review and clarify
the appropriate procedures with the committee, assuring that the search meets the needs of the
university as well as those of the department or unit.

For further information call the Equal Opportunity Services Offitk3-743-8835,
eosinfo@uh.edwor visit the website dtttp://www.uh.edu/legaaffairs/affirmativeaction/index.php
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Moving and Relocation Expenses

Payment of expenses for transportation of household goods and personal effects of new University
of Houston faculty and exempt staff may be authorized from university funds within the limitations
and restrictions as provided within thlnual of Administrative Policies and Procedures 02.02.05:
Moving and Relocation Expenses.

Related questions should be directed to the College or Division Business Administrator or the
Tax Department/13-743-8710, or readMAPP 02.02.0%t
http://www.uh.edu/af/universityservices/policies/mapp/02/0202Q5.pdf

Personnel Records

The ofiicial personnel fileof each faculty member of the University of Houston is generally an open
record and is located in thduman ResourcedBe par t ment . Requests for
file shall be made in writing to tHexecutive Directofor HumanResources or designee

For more information call Human Resources Customer Service Center431388 see
MAPP 02.05.01or visit the website dittp:/www.uh.eddiumanresources

Policies and Procedures Governing Specific Faculty Groups

Administrators with Faculty Rank

When the principal candidate for an administrative position with faculty rank is chosen and is

made an offer, the chair of the Search Committee forwards the candidate's vita and letters of
recommendation to the department to which the faculty member will be assigned. The department
will conduct a review of the candidate utilizing the same procedymglicable to faculty

candidates for determining appointment, rank, and tenure status.

The department chair forwards the results of the departmental review and vote to the dean,
who follows normal college procedures for faculty appointment. Theskrads the college
recommendation with the supporting materials to the Provost.

The Provost conducts an independent review, with the advice of the University Promotion and
Tenure Advisory Committee, if so desired. The Provost then makes a final recdatioe and
provides a justification to the Chancellor/President. The Chancellor/President reviews those
recommendations and makes the tenure decision and recommends a faculty rank to the Board of
Regents.

If the administrator under review is replagian administrator in the approval process, the
current administrator shall recuse him/herself from the review. A representative, who is a member
of or familiar with that unit, will conduct the review for that level.

Research Faculty

A. Definition

The research faculty will consist of members with the following titles: research assistant
professor, research associate professor, research professor; research scientist, and senior
research scientist. Individuals at each level will have research expernd prestige
comparable to that of a regular faculty member at the equivalent level. Research faculty are
typically externally funded and will not be paid from the state teaching budget. This
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designation, on an exceptional basis, may be used feomewho do not yet hold the terminal
degree.

B. Qualifications for Appointment
The Ph.D. degree or equivalent is required for all individuals appointed as research faculty.

C. Appointment Procedure

Appointment of research faculty will be the respibility of the dean of the college, with
approval of the Provost, based upon the recommendation of the individual department. The
recommending dean will indicate the space, staff support, and equipment needs of the
individual to be appointed and how figeneeds are to be accommodated within the context of
existing or projected resources. The specific offer, and all related conditions, shall be the
responsibility of the college, department and faculty sponsor. These conditions may vary
significantly degnding on the funding source which supports the research faculty member.

D. Duration and Nature of Appointment

Appointments normally will be yearly, but shorter appointments are possible. All appointments
of research faculty are ndganure track appotments, and service in this rank shall not be
counted towards tenure at the University of Houston.

E. Research Privileges and Responsibilities

Research faculty members will conduct research under the same policies followed by regular
faculty members. &search faculty may submit proposals as principal investigators. This will
require approval by the usual university authorities.

F. Teaching and Related Obligations

Research faculty will not have specific teaching or related obligations as a cootlitiesr
appointment; however, they may teach not more than one course a year. Research faculty who
are assigned to teach must be certified as proficient in the spoken English language prior to the
beginning of their instructional assignment. They maysadthe university community as

requested and may from time to time give lectures in their area of specialization. The research
professor may serve as aa&dvisor with a regular tenured faculty member to graduate students
working toward an advanced degr Research faculty may serve on (but not chair) thesis and
dissertation committees at the option of individual colleges, but they may not constitute the
majority of the committee. Such activities will be considered outside the research faculty's
normalscope of employment.

G. General Privileges

Research faculty will have the same general privileges as regular faculty and will receive a
faculty identification card. These privileges include library, computer, athletic, and parking
privileges.

H. Academic Privileges

If specified in the bylaws of individual academic units, research faculty may participate in
departmental, college, or university affairs. However, research faculty may not constitute a
voting majority on any department or college coittee or in any department. Participation
will be regulated by guidelines established by individual colleges and departments and
approved by the Provost. These guidelines apply to all individuals with research faculty
appointments in the relevant acadenmit. Research faculty are not eligible to apply as
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principal investigators for the various internal grant programs. Research faculty are allowed to
submit as canvestigators for the Grants to Enhance and Advance Research (GEAR) Program.
To the extat that research faculty have academic privileges, they shall be governed by the
same regulations as regular faculty members as outlined Fathudty Handbook

.  Promotion

Research faculty members are eligible for promotion within their researchaarakresult of a
formal review procedure. This procedure must be stipulated by each college and must include
review at the department and college level with approval of the Provost. Specific criteria for
appointment at each rank must be developedertttiege policy.

J. Compensation

Salaries for research professors will be set by the same procedures used during the annual
budget cycle for regular faculty depending on the availability of funding. Research faculty will
be considered for salary ir@ses in accordance with the university's guidelines for persons
classified as faculty.

K. Exceptions
Any exception to the policy requires the approval of the Provost.

Clinical Faculty

A. Definition

Clinical faculty appointments are nd@nure traclappointments that may be assigned the ranks
clinical assistant professor, clinical associate professor, and clinical profSssbr.
appointmentareoutside theéJniversityof Houston tenure system.

B. Qualifications for Appointment

Individuals at eat academic rank will have experience and qualifications comparable to that of
regular faculty members at the equivalent level. Clinical faculty must be primarily engaged in
client or fieldbased educational programs. Each college that has clinicalyfaélliin its

policy statement, specify the appropriate degree required for appointment as clinical faculty and
any additional licensing or accreditation requirements that are necessary.

C. Appointment Procedure

Appointment of clinical faculty, includopthe specific offer and all related conditions, will be

the responsibility of the dean of the college with approval of the Provost, based upon the
recommendation of the individual department which will house the clinical faculty member.
The recommendindean will indicate the space, staff support, and equipment needs of the
individual to be appointed and how these needs are to be accommodated within the context of
existing or projected resources. Each college that chooses to use clinical faculty relogt dev
policy document that contains a justification for the use of clinical faculty and specifies policy
governing clinical faculty appointments in the college. Each college policy must also specify
the duties and responsibilities of clinical facultythie college. This policy must be approved

by the Provost.

D. Duration and Nature of Appointment

All appointments of clinical faculty are nganure track and may not be converted into tenure
track positions. Clinical faculty will not be consideredtiemure; and instructional time served
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in any clinical faculty position shall not be counted toward tenure. Appointments are typically

for one academic year, although a shorter appointment is possible, and appointments will be
evaluated annually. Clinitéaculty should not expect continued employment beyond the

period specified in the appointment letter. Duties and responsibilities of clinical faculty will be
in accordance with the coll egeds Clinical F
approved in advance by the dean and Provost.

E. General Privileges

Clinical faculty will have the same general privileges as regular faculty except as noted in this
document and college documents and will receive faculty identification cards. Tividsggs
include library, computer, athletic, and parking privileges.

F. Academic Privileges

If individual academic units approve, clinical faculty may participate in departmental and
college affairs. Clinical faculty may serve on (but not chair)isheesd dissertation committees
at the option ofheindividual college, but they may not constitute the majority of the
committee.

Participation in departmental and college affairs will be regulated by guidelines established
by the individual collegerad approved by the Provost. To the extent that clinical faculty have
academic privileges, they shall be governed by the same regulations as regular faculty members
as outlined in th&aculty Handbook

G. Promotion

Clinical faculty members are eligibfer promotion within the clinical rank as a result of a

formal review procedure. This procedure must be stipulated by each college and must include
review at the department and college level with the approval of the Provost. Specific criteria
for appoinment at each rank must be described in the college policy.

H. Compensation

Clinical faculty who will be reappointed for the next academic year will be considered for
salary increases in accordance with the university's guidelines for persons clasdiéiedlty.

. Restrictions

College policies must specify limitations on the number of clinical faculty in the college. Each
college/school may have no fewer than 75 percent of it$ifiod equivalent faculty in
tenured/tenurgrack positions, unless proposal for modification is approved by a majority of
the full-time, tenured/tenurrack faculty. No college/school may hire clinical faculty until a
college policy on clinical faculty has been developed and approved by the Provost.

J. Exceptions
Any exception to this policy requires the approval of the Provost.
Instructional Faculty

A. Definition

Instructional faculty appointments are Ai@mure track appointments which may be assigned the
ranks instructional assistant professor, instructiasabciate professor, and instructional
professor. Such appointments are outside the University of Houston tenure system.
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Instructional faculty may be expected to teach distance education courses eithefdaeeat
off-campus sites, using instructionechnology or instructional TVas well as ortampus
courses.

B. Qualifications for Appointment

Individuals at each academic rank will have experience and qualifications comparable to that of
regular faculty members at the equivalent level. Instrnal faculty must be primarily engaged

in classroom instruction or similar activities. Each college that has instructional faculty will, in
its policy statement, specify the appropriate degree required for appointing such faculty and any
additional liceasing or accreditation requirements that are necessary.

C. Appointment Procedure

Appointment of instructional faculty, including the specific offer and all related conditions, will
be the responsibility of the dean of the college, with approval d?rineost, based upon the
recommendation of the individual department that will support that person. Each college that
chooses to use instructional faculty must develop a policy document that contains a justification
for the use of instructional faculty @specifies policy governing instructional faculty
appointments in the college. Each college policy must also specify the duties and
responsibilities of such faculty in the college. This policy must be approved by the Provost.

D. Duration and Nature of Appointment

All appointments of instructional faculty are ntamure track and may not be converted into

tenure track positions. Time served in any instructional faculty position shall not be counted
toward tenure. Appointments are typically for @mademic year, although either a shorter
appointment or a twelve month appointment is possible, depending on the needs of the program
and the availability of funding. Appointments will be evaluated annually. Instructional faculty
should not expect contired employment beyond the period specified in the appointment letter.
Exceptions to this provision must be approved in advance by the dean and Provost.

E. General Privileges

Instructional faculty will have the privileges described in college gmegl These privileges
include access to the library, computing, athletic facilities, identification cards, and parking.

F. Academic Privileges

If individual academic units approve by so indicating in their policies for instructional faculty,
instructional faculty may participate in departmental and college affairs.

Participation in departmental and college affairs will be regulated by guidelines established
by the individual college and approved by the Provost. Instructional faculty are noedingibl
someuniversitywide internal grant programs.

G. Promotion

Instructional faculty members may be eligible for promotion within the instructional track as a
result of a formal review procedure. Any such procedure must be stipulated by eacharallege
must include review at the department and college level with the approval of the Provost.
Specific criteria for appointment at each rank must be described in the college policy.
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H. Compensation

Instructional faculty who will be reappointed fine next academic year may be considered for
salary increases in accordance with the uni\

I. Restrictions

No college may hire instructional faculty until a college policy on instructional fabak been
developed and approved by the Provost. College policies must specify limitations on the
number of instructional faculty in the college. Each college may have no fewer than 75 percent
of its full-time equivalent faculty in tenured/tenttrack positions, unless a proposal for
modification is approved by a majority of the ftilhe, tenured/tenurtrack faculty.

J. Exceptions

Any exception to this policy requires the written approval of the Provost.
Librarians

Librarians who have facultstatus have the same rights and protections, and are subject to the same
responsibilities as other faculty, as delineated in this Handbook. For specific policies governing
librarians, see thBylaws of the Librarians of the University of Houston

Part-Time Faculty

The University of Houston System recognizes that the community of Houston has a number of
outstanding professionals representing a number of disciplines. It recognizes also that the
appointment of such persons on a selective basis asrpaficulty members can serve to enrich
academic programs throughout the institution. This policy, therefore, is designed to support such
selective appointments, to ensure that quality standards are maintained, and to ensure that such part
time faculty membes are provided adequate orientation, supervision and assessment of

performance.

Graduate Student Assistantships

The full policy statement regarding graduate assistantships may be foun@irathate and
Professional Studies Catal@ghttp://www.uh.edu/graduateatalog The Graduate and
Professional Studies Committee regularly updates the assistantship policies to reflect current

practice and HR regulations. Please refer to that document ofters #eeibnding document for
students.

Definitions

1. Graduatestudent assistantare graduate students in good standing enrolledifod in a
graduate program who hold an appointment requiring the performance of such duties as
classroom instructiorgcademic advising, reading papers and examinations, supervision, or
research. There are five graduate student appointment categories, encompassing the
position of Teaching Fellows, Teaching Assistants, Instructional Assistants, Research
Assistants, and &duate Assistants.

a. Teaching fellowgTF) have direct student contact in a formal instructional setting and
are charged with the primary responsibility for teaching a course for credit under the
direct supervision of a faculty member experienced irtieghehing discipline, with
regular inservice training and planned and periodic evaluations. Teaching fellows are
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listed as the instructor of record. Appointments at this level normally imply advanced
academic status and substantial prior college oreusity experience. For SACS
compliance, TFs should possess at | east
18 graduate semester hours in the teaching discipline. Graduate students employed as
TFs are not allowed to be instructors of record tmrrses that carry graduate credit.
Examples of duties may include, but are not limited to: classroom/laboratory teaching;
recitations, lectures, developing syllabi and lesson plans; holding office hours;
consulting on group projects, counseling studentsying; and leading student tours

and field trips.

b. Teaching assistantéTA) are graduate students who have direct student contact in a
formal instructional setting but who do not have primary responsibility for teaching a
course for credit; theygor f or m under the instructordés d
general assistance to the instructional process. Teaching assistants may not be listed as
instructor of record though they may lecture.

c. Instructional assistantglA) are graduate studentgho do not have direct instructional
duties but assist employing departments with academic courses, programs, projects, or
other activities in support of the instructional process.

d. Research assistan{RRA) are graduate students who are engaged @arels activities,
including but not limited to work in the laboratory or computer work that support the
research mission of the employing unit. Please note that students employed in this
category are considered péirhe staff employees under the univergiersonnel system
and are thus not eligible for the same benefits as students employed in the TA, TF, and
IA categories.

e. Graduate Assistants(GA) andGraduate Assistants Norexempt(GA-NE) are
graduate students whose responsibilities may be adraiistin nature or consist of
other activities that do not generally fit within the RA, TF, TA, or IA job
responsibilities The Graduate Assistant N&xempt is an hourly position. Students
employed in this category are considered-tiaré staff employes under the university
personnel system and are thus @l@ible for thesame benefits as students employed in
the TA, TF, and |IA categories.

NOTE: The Academic Support Assistant (ASA) title is only to be used for

undergraduate students. ASA are avgptl by academic support prografashether in

an academic or administrative unit) whose primary duties involve either training or
tutoring UH students enrolled in academic degree programs or research activities

under the direction of a faculty memberirrast s r el ated to the stu
degree programGraduate students may not be hired as Academic Support Assistants.

2. Mandatory Employment Discrimination Training

All Texas State agencies are required to provide employment discriminationgrain
employees.The University of Houston is a State agency, and graduate students who are
employed by UH in graduate student appointment categories (TA, TF, IA, RA, and GA NE)
must undergo such trainingsraduate and Professional student employees atiend

training classes conducted by the Officdegiual Opportunity Servicesot later than 30 days
after they are hired and attend supplemental training every two years thergaftints

holding graduate appointment titles who attend this traiwitidpe required to sign a
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statement verifying attendance which will be placed in the Graduate Student's personnel file.
Contact thedepartment of majaor theEqual Opportunity Servicdsr more information.

For all policies regarding qualifications for appointment, duration of assignment,
stipends, and conditions of service, please visiGtagluate and Professional Studies
Catalogat http://www.uh.edu/graduateatalog/

Graduate Tuition Fellowship

The purpose of the program is to encourage students to completeoPRIPA degrees in a
timely manner. This program replaces the for8iTF (Doctoral Student Tuition Fellowship)
andGATF (Graduate Assistance Tuition Fellowship) and is to be used to provide fellowships
covering the cost of Hstate tuitiorfor up to nine credit hours per long semesteequests for
GTFin summeiterms will be reviewed on a cabg-case basis and are limit¢o available
funding For further details on GTF procedures andct
standard operating procedure memaép://www.uh.edu/graduatechool/forms/GF_SOP.pdf

Summary of University Graduate Regulations and Policies

The following list of statements is not comprehensive. It represents, however, a brief summary of
regulations and requirements of most critical concern to faculty of graduate stédéetsiled
description of all graduate student policies can be found iGthduate and Professional Studies
Catalogat http://www.uh.edu/graduateatalod.

A. Certain categories of graduate studentsegaired to be enrolled futime (at least 9 semester
credit hours in Fall and Spring semesters). Doctoral students shall not be required to register
for more than nine hours except for the following:

1. Special professional students;

2. Doctoral students ealled in programs with core curricula requiring 12 hours of
organized classes during long semesters; and

3. Doctoral students enrolled in nine credit hours of organized classes who are conducting
research related to their dissertation. Students in thigagtenay be required to
register for up to three hours of research or dissertation for a total of twelve credit
hours during each long term. Students should contact the department of their major to
determine the expected semester credit hour load.

B. Interndional students (or those on thelfor 31 visa) must be enrolled as ftilne students
during fall and spring semesters.

C. A student with a podbaccalaureate status (PB) is not a candidate for a graduate degree. If the
student is accepted as a graduaident, hours taken as a PB may or may not count toward a
graduate degree. It is imperative that PB students check with their intended graduate program
to determine if courses count towards a prospective graduate degree.

D.Students pur s uéemutcanpletaad tequiretents withig five years after the
date of first enrollment.

E. Students who enroll as doctoral candidates must complete their degree requirements within ten
years of the date of first enrollment with a doctoral degree objectiiterd=80 comply will
result in the candidate being ineligible for that doctoral degree.
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F. Doctoral students must be continuously enrolled in each long semester unless they have
aleave of absend@s approved by the dean of their college). A doctoral stuateron
campus, and who is not using University resources, may be permitted under certain
circumstances, to carry a reduced course load.

G. All doctoral students who accumulate more than nimate doctoral semester credit hours at
any Texas public instition of higher education will be charged the nonresident tuition rates
irrespective of student residency status or any appointment, fellowship, or other circumstance
that would normally entitle them to resident tuition rates.

H. Doctoral students in theiast semester are only required to enroll for the number of hours
appropriate to their course of study, but not less than three hours.

I. A graduate student may be employed in a graduate student appointment for no more than six
long semesters (3years)ywhiled assi fi ed as a mastero6s studel
semesters (5 years) while classified as a doctoral student. The total number of semesters a
studentmay be employed in a graduate student appointment is twelve semesters (6 years)
assuming the staht has pursued both the masters and doctoral degrees at the University of
Houston.

J. Inorder to hold a graduate student appointment, students must be hired by the University to
hold the appointment, maintain a GPA of 3.0, be enrolledifuk, and be igood academic
standing.

K. In order to serve as classroom instructors or in other roles that require communicating with
students in spoken English (Teaching fellow, Teaching Assistant, Instructional Assistant),
graduate applicants must demonstrate profigidrycpassing the Test of Spoken English
(TSE), the Spoken Proficiency English Assessment Kit (SPEAK) with a score of at least 50, or
other approved assessments.

L. A minimum grade point average (GPA) of 3.00 (B) for all graduate courses attempted is
requiredfor all graduate degree programs at the University of Houston. Failure to maintain a
3.00 GPA may result in a warning, probation, suspension, loss of financial support, or
dismissal. Students with a conditional admission status must earn a minimum GRA of
during the first 12 hours of graduate level course work attempted at the University of Houston.

M. Each program/department/college has specific requirements for the preparation of the thesis or
dissertation. It is the responsibility of the student tmwbinformation from the department or
college regarding these specific requirements.
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Promotion and Tenure

These policies relate to the renewal orsnenewal of appointments of all tenure track faculty and to
promotion actions for all tenure track atethured faculty memberg:or the most up to date
informationor modifications to this policy sdstp://www.uh.edu/provost/facultsesources/fac
guidelinesdocsforms/.

General Overview Policies

The primary responsibility for faculty review lies within the candidate's department and college. It
is, therefore, critical that the departments and colleges set their own criteria and quality standards.
The promotio and tenure policies are designed to assure that high standards are maintained and
that due process is followed. Due process consists of two elenkénrsts facultymemberdhave

the right toeasily access the department and college guidelines eleatligniApproved college

and departmergromotionand tenureuidelines should be posted on the college and respective
departmental websites for ready acceSscond, candidates for promotion have the right to be
heard, to clarify vagueness, and/or carfactual errors before any recommendation is forwarded

to the next level of reviewThese rights extend to all levels of review prior to a final decision

being made by the Provodt.should be noted that a faculty request for an extension of the
probatonary periodsee section4.4and4$)houl d not reflect negatiywv
review for tenure.

The University of Houston policies are guided by principles delineated by the American
Association of University Professors (AAUP is onlindntip://www.aaup.org/aaup To assure
an equitable review, the following policies must be followed at each level and incorporated into
departmental and college policies:

A. Promotion and/or tenure review is a pemriew process. For that reason, only tenured faculty
should vote on tenure decisions; only professors should review and vote on applications for
promotion to professor. Exceptions must be stated in the appropriate policies that apply at the
departmentabr college levels.

B. Committee recommendations must be based on written tenure and promotion criteria and
standards that have been previously approved by the Provost.

C. Committee recommendations must include the name, rank, and title of each methber of
review committee. Faculty who vote on a ca
candidate a second time at a higher level.

D. Committee deliberations shall be conducted in confidence and the committee's findings shared
in writing with theapplicantandthe appropriate administrator.

E. Department chaifdepartment headmd deans conduct independent reviews and make written
recommendations based on an examination of all portfolio materials, including external letters
of review and commigéte findinggseeExternal Reviewsection)

F. Each subsequent review body is responsible for considanithglocumentingny procedural
problems it identifies in the prior review and for making every effort to correct any errors
caused by those problems.

G. Applicants are entitled to a reconsideration of the Chad'se p ar t méean's, énd a d 6 s
Provost'snitial negative recommendations. Further, applicants are entitled to reconsideration
of negative recommendations by the department, college awersity promotion and tenure
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committees.Reconsiderations are limited to errors of fact and procedDtleer avenues of
appeal may be available pursuant to department and/or college bylaws.

H. Candidates may update their portfolios before the matamalsent to the next level.

I. After the Provost's final decision, applicants may initiate a grievance within 30 calendar days
of receipt of the Provost's letter.

Criteria and Standards for Promotion and Tenure
University Criteria

The basic criteria ahstandards of the University of Houston reflect a commitment to academic
excellence. Itis the expectation that faculty members shall meet the highest standards of their
disciplines within the domains of scholarshigachingand service. Specificallgll candidates

for tenure and/opromotion are to demonstrate their effectivenesscheslars antdeachers and that
they have advanced knowledge or creativity in their respective disciplim@sy@made

significant creative contributions in their acaderaieas. This should be substantiated by
appropriate publications, reviewed presentations or other appropriate publicly available
communication®r works Service may involve contributions to departmental and college efforts,
to campuswide activities oto external professionastate, national and/or fedemabanizations

and the community

Criteria by Rank

Promotion to associate professor with tenure requires that faculty members have made high
quality contributions to knowledge as a result of teelrolarly and/or creative achievements, that
they are effective teachers, and they have demonstrated an appropriate level ofldesrece.
should be evidence of regional, national or
achievements and abilityThe evaluations of the candidates' portfolios are conductézhbyed

peers in the department and/or college with input from external revie{8asExternal Reviews
section) The evaluation must find that the candidate has demonstrated a commiteeaddmic
excellence and that there is reasonable expectation that the candidate will meet the standard for
promotion to professor in due course.

Promotion to the rank of professor requires:s
that have had scholarly or creative impact beyond the universitgere should be evidence of
national or international recogni The applicaioh t h e
portfolio will document a record of accomplishments in scholarshipieityateaching, and
service responsibilities that are distinguished by quality and significance over time.

Departmental/CollegeCriteria

Departments and/or colleges are responsible for the application of the criteria and standards for
promotion and terme, consistent with prevailing standards of excellence in their own disciplines.
Departmentatriteria and standards musst be reviewed and approved by thean before final
approval by théffice of the Provost anthendistributed by the collegend/or department to its
faculty. At the request of the Provost, departments and colleges will review their promotion and
tenure guidelines every five years. Any changes require approval of the Provost before
implementation. In addition to being accessithrough the Provost P&T website, approved
college and department promotion and tenure guidelines should be posted on the respective
college and departmental websites for ready access.
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Tenure

Tenureat the University of Houston is awarded by the Chimicef the University of Houston

System and President of the University of Houstiohe normal course of promotion and tenure
review,upon the recommendation of the Provost, under the authority delegated by the Board of
Regents and upon the basis afammmendations initiated by departments and reviewed carefully by
the collegesndthe University Promotion and Tenure Committee. These recommendations result
from an assessment of the individual's achievement and an estimate of future achievement. Itis
awarded on the basis s¢holarshipksearckcreative workteachingand service excellence to date,
consistent with the mission of the university, and implies a high degree of confidence in the
continuation and enhancement of this performance for thefibehthe university. An affirmative
decision represents a positive judgment that the individual has contributed and will contribute to the
development of excellence in the academic programs at the University of Houston, particularly
within the contexbf the individual's college. Recommendations for promotion and tenure shall be
transmitted annually from the Provost to the Chancellor/President, with all supporting
documentation submitted by May 1 of each year and shall be effective at the begirthang of
succeeding academic yedrenure awarded at the University of Houston does not entail tenure at
any other university of the University of Houston System and never applies to administrative
appointments.

Tenure may be granted tenuretrackfaculty members upon the successful completion of a
probationary period at the University of Houstdfith the approval of the Chief Academic Officer
(Provost), new faculty offers of appointment with tenure may be made as provided in System
Administrative Memaandum 06.A.09 Academic Personnel Policies. No person shall be appointed
to the position of Dean or equivalent, or Vice President or equivalent, without prior consultation
with the Chancellor and in accordance with Board of Redewmitsy 57.10Executive Management
Employees. No administrator may be given faculty status or tenure without review by and positive
recommendations from the appropriate committees in the academicvaiveith. Further, as
outlined in section 3.2 of this policy, appointment with tenure requires recommendation by the
University Promotion and Tenure Committee or a subcommittee of the University Promotion and
Tenure CommitteeTenure at the University ofdliston may not be granted or held if tenure is held
simultaneously at another institution. The service of tenured faculty shall be terminated only for
adequate cause, except in cases of financial exigency, discontinuance of programs, medical reasons,
resgnation, or retiremer(see Board of RegenBolicy 21.07Faculty DismissalSAM 06.A.09
Academic Personnel Policies, and current Faculty Handlseekpages 889).

Tenure for Non-citizens

In order to be granted tenure a faculty candidate must either be a citizen of the U.S. or have
permanent residence. In order todoasidered for tenure, ndanured tenurérack faculty who are

not U.S. citizens must have permanent residence by the end of the spring semester prior to the year
in which the tenure review will take place, or must have an approved labor certificatori/E4D
Immigrant Petition for Alien Worker approved by the U.S. Citizenship and Immigration Services
(USCIS), if immigrating via sponsored employment. The probationary period will not be extended

in the event that a faculty member does not have permeesdénce by that time. In the event that

the labor certificationflL40 has been approved, and the adjustment of status or consular immigrant
visa application is pending, the faculty member may be considered for tenure. In the case of faculty
eligible for tenure consideration, tenure, if recommended and approved, will not be granted until
such time that permanent residence has been granted by the USCIS.
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Faculty members who through no fault of their own are unable to obtain approved labor
certificationForm F140 Immigrant Petition at the time of tenure review eligibility and are still
authorized to work in the United States will be eligible for continued employment and advancement
of rank pursuant to the promotion and tenure guidelines as-senoredienuretrack faculty
member, but will not be eligible for the accompanying award of academic tenure until permanent
residency has been established.

If U.S. permanent resident status is denied, the faculty member shall be terminated from the
university athe end of the current academic year in which he/she was notified of denial if at least a
full long semester of the academic year remains, or by the end of the following long semester if less
than a full semester remains in the current academic yearch We&/she was notified of denial, or
until the faculty member is no longer legally authorized to be employed with the university,
whichever occurs sooner. Termination for failure to obtain U.S. permanent resident status shall not
be grievable.

Appointment with Tenure

Usually, faculty hired with tenure are highly sought individuals who have a demonstrated record of
scholarly achievement at the national and international level. Therefore, there is an expedited
process to assist in the tenure request.

A proposed faculty hire with tenure must be reviewed and voted on by the promotion and
tenure committee both in the home department and at the collegeTéngdocumentation along
with appropriate department chair and dean recommendation letters ardesiborthe Provost for
review and recommendation by the full University Promotion and Tenure Committee or a
subcommittee of the University Promotion and Tenure Committee. Additional documentation may
be required by the Provost. The University Promoéiod Tenure Committee or the subcommittee
will then submit a written recommendation to the Provost.

Probationary Period

For nontenured tenure track faculty, theobationary periods defined as the time a faculty

member spends under annual appointnreattenure track position prior to being awarded tenure.
The probationary period for tenure shadrmally not exceed seven academic yediise number of

years and the terms of the probationary period shall be specified in the appointment letter. If a
faculty member begins employment after the beginning of an academic year but prior to the end of
the spring semester of that academic year, either the probationary period for that faculty member
shall be less than seven years, or the faculty member shadlis a noftenure track position for

the remainder of that academic year and shall then have a probationary period of seven years. Up to
three years of prior fullime collegiatelevel teaching at the rank of assistant professor or above may
be creditd to the probationary period. Credit towards the probationary period of an assistant
professor is discouraged since this significantly shortens the length of time the faculty member has
to achieve the researskholarship/creative workeachingand serice accomplishments necessary

to achieve tenure. For probationary appointments the final and mandatory review for tenure shall
take place in the year prior to the final probationary yeay., year six of a seveear probationary
periodor year three o& fouryear probationary periodRequests may be made for early

consideration of promotion and tenufrsupported by the Dean

A leave of absence for childbirth or adoption shall be administered in accordance with the
policy on extension of probationaperiod for childbirth or adoption. Other leaves of absence shall
only be considered as part of the probationary period for tenure if stipulated in a written agreement
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between the faculty member and the dean of the college prior to the leave peritied \ajproval
of the Provost. SeBoard of RegentBolicy 57.06Leaves of Absenc&AM 06.A.09section 2.8,
Faculty Leaves of Absence, and current version of the Faculty Handbd@&awes of Absencsee
page 99

Reviews during Probationary Period

Every tenurdrack faculty willundergo amnnualperformance review conductég the deartment
chair or appropriate administrator committeeaccording to departmental procedures.
Additionally, faculty whose appointment letters state that they have at leastye&probationary
periodprior to being eligible for tenun@ust undergo &horough preenure review.This pretenure
review is in addition to the annual performance review and will be carried out according to
departmental procedure3his pretenurereview normally is conducteduringthe faculty member's
third yearfor thoseon a seven year probationary periothe faculty membearnder pretenure
reviewmust submit a portfolio in accordance with departmental/college policies and criteria for
mandatory tenureeview. An independent review will be conducteylat leasthe dgartmental
Promotion and Tenureommitteeand the departmental chair and include any additional review
levels mandated in detailing the strengths and weaknesses of-teayme review portfolio The
final letters generated as part of the departmenttgmure reviewbecome part ohny subsequent
mandatory tenure revieportfolio.

Non-renewal of Appointment of a Tenure Track Faculty Member

The decision to deny tenure shall be made no later than twelve months prior to the expiration of the
probationay period, except as provided below. Written notice to the tenure track faculty that a
probationary appointment is not to be renewed shall be given to the faculty member by the dean in
advance of the expiration of the appointment, according to the folipsdhedule of datesSee

SAM 06.A.09Academic Personnel Policies.

A. For tenure track faculty in the first academic year of the probationary period, nostéenu
given not later than March 1 that their appointments will end at the conclusion of the current
academic year; or, if a ongar appointment expires during an academic year, at least three
months in advance of its expiration.

B. For tenure track fadty in the second academic year of the probationary period, notice must be
given not later than December 15 of the second academic year of service that their appointments
will end at the conclusion of the current academic year; or, if an initial/eao gpointment
expires during an academic year, at least six months in advance of its expiration.

C. For tenure track faculty in the third or later year of the probationary period, notice must be
given not later than May 31 of the academic year precedingctemic year in which the
appointment is to expire.

The appointment of an untenured tenure track faculty member is governed by the fact that
Texas iws ldm fdtat e. The deci sirountenuredtenuredrack e n e w
faculty menber is not a form of dismissal for cause. Neappointment of a tenure track faculty
member without tenure does not require justification of professional inadequacy nor is the faculty
member affected by the decision entitled to a statement of the regmone/hich the decision for
such action is based. The faculty member may grieve theemawal decision to the Provost if the
faculty member believes the decision to be a violation of the faculty member's contractual rights or
an infringement upon thecercise of rights guaranteed by the laws or the constitution of this state or
of the United States. The grievance must be filed in writing with the Provost withtincalendar
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days of receipt of the notice of noenewal. The faculty member may requeepersonal meeting
with the Provost or may elect to proceed in writing only. The Provost's decision on thenewral
decision is the final institutional step in this matter and shall not be subject to further review.

When abona fidefinancial exigacy or the elimination of a program necessitates the reduction
of the number of tenured faculty members, efforts shall be made to place the faculty members in
other related faculty assignments.

For University of Houston financiaxigencypolicy, seeBoard of Regent®olicy 21.07Faculty
Dismissal SAM 06.A.0%Academic Pesonnel Policies, and the Faculty Handbaokpages 9B3.

Time in Rank
(For a basic definition of these ranks, $ke Faculty Handbookn pages 423.)

A. Assistant professorsshallnormallyserve a probationary period not to exceed seven years.
Promdion to associate professor is concurrent with the award of tenure unless otherwise
stipulated by the Provost due to special circumstanibasing the first year of appointment, a
tenure track faculty member who has not yet been awarded their termiree aalyj be placed
in an instructor positionThe title of instructor at the University of Houston will be in the
tenure track rank with time spent as an instructor counted in the probationary period.
accordance with the terms of the offer lettethéd@ faculty member is awarded his or her
terminal degree as outlined and the appointment is continued, the faculty member will be
moved into an assistant professor position beginning in the fall of the following academic year.
Time spent as an instructonder these circumstances can be counted in the probationary
period. No instructor may be awarded tenudrethose rare circumstances when a faculty
member is appointed as an instructor afsruary Jof a given academic year and a decision is
made noto count the remainder of the academic year in the probationary period, time spent as
an instructor under these circumstances will not be counted in the probationary period.

B. Associate professorgappointed without tenure shall normally serve a probatipperiod not
to exceed four years. Associate Professtag be appointedith tenurein accordance with
applicable university policiesin cases of exceptional merit, the probationary period specified
in the appointment letter may be shortened byPtiesident or designes the request of the
appropriatedean. No specified time in rank is required for promotion from associate to
professor.

C. Professorsappointed witlbuttenureshall normallyserve a probationary perioat to exceed
four years

D. Individuals whose positions are classified as-fihe University of Houstostaff due to the
nature of their administrative role, may negotiate a tenured position during the hiring process.
The normal review process for hiring with tenure must beviad including policies
applicable to administrators with faculty rank, including executive management employees.
Tenure does not exist in any administrative capacity; tenure may only be awarded in
conjunction with faculty rank. No person shall be appedhto the position of dean or
equivalent, or Vice President or equivalent, without prior consultation with the Chancellor and
in accordance with Board of RegeRdicy 57.10andSAM 06.A.09Academic Personnel
Policies. No administrator may be given faculty status or tenure without a review and positive
recommendation frorthe academianit involved

Recommendations for tenure and promotion shall be transmitted annually by April 1 along
with all supporting documentation, from the university Presidents to the Chancellor.
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Extension of Probationary Period for Childbirth or Adoption

An untenured tenurrack faculty member who becomes a parent due to the birth or adoption of a
child and who is responsible for the primary care of that child will be gipen request one year
extension of the probationary period, with atheut aleave of absen¢@pon the approval of the
Provost The faculty member is responsible for notifying his/her Department /Gapartment head

in writing of a request for extension within six months of the birth or adoption of the €bilde
appoved by the Provosthé Department Chaldepartment headill acknowledge the extension of
the probationary period and will inform the faculty member of the revised year of tenure review,
with a copy to the Deaandt he Pr ovost és office.

Unless the fadty member expressly declines the extension in writing at the time the notice is
given, the probationary period will be extended by one y&he extensiomf the probationary
period may occur at most twice (for a total of two years extension), withegéasion occasioned
by the birth or adoption of a child, and by timely notice as defined ali®equests for extensions
of the probationary period normally will not be considered after March 1 of the academic year prior
to the tenure review period.

For purposes of this poli¢y child is newborn or, in the case of adoption, under the age of six.
Also, a tenurdrack faculty member who is responsible for the primary care of the child is one who
is responsible for significant and continuous care obhiser newborn or adopted child. If both
parents are tenwteack faculty members, only one may qualify as the primary caregiver.

If a faculty member takes a leave of absence, this policy shall be applied in conjunction with
relevant leave statutes apdlicies.

Policy on Extension of the Probationary Period for Emergencies

An untenured tenurtrack faculty member has the right to request an extension of the probationary
period because of serious illness, family emergencies or other serious pearsanatances.
Circumstances that may justify an extension include, but are not limited to, serious illness and

i njury, or other serious disruptions or unexp

Requests must be made in writing and submittiin six months after the emergency
circumstances or personal circumstances occur. The request must be forwarded through the
Department Chaidepartment heaand Dean to the Provosthe Provost will inform the dean of
his or her decision and the yadrtenure review.These decisions should be made as soon as
practicable.

Requests for extensions of the probationary period normally will not be considered after
March 1 of the academic year prior to the tenure review period.

This policy does ntoaddress faculty leave, nor does it affect any existing policy or policies
relating to faculty leave.

University of Houston Promotion and Tenure Committee

Twelve colleges are represented on the University Promotion and Tenure Committee, including: the
Gerald D. Hines College of Architecture, the C. T. Bauer College of Business, the College of
Education, the Cullen College of Engineering, the Conrad N. Hilton College of Hotel and

Restaurant Management, the Law Center, the College of Liberal Arts arad Scences, the

College of Natural Sciences and Mathematics, the College of Optometry, the College of Pharmacy,
the College of Technology, and the Graduate College of Social Work. The Provost selects one
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faculty representative from each of the collegaseol on four nominations, two from the Faculty
Governance Committee of the Faculty Senate and two from the Disaninees must be tenured,
with full professors given preferenc®lembers serve thregear terms with approximately otleird
of the memberspidue for replacement annually.

If appointed to an administrative position (such as dean, department chair/department head)
while serving on the University Promotion and Tenure Committee, the member will be replaced at
the appropriate time by the Provost

Faculty who vote on a candidateds file at
at a higher level.
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Promotion and Tenure Guidelines
( Not e: As the Faculty Handbook is revised on
webste athttp://www.uh.edu/provost/fac/faguidelinesdocsforms/promten/index.phgor the
most current information.)

University Procedures for Tenure Reviews

Eachspring, department chairs and deans review faculty appointment letters and inform all faculty
with upcomingmandatorytenure reviews that their applications will be considered during the next
promotion and tenure cycle. The Provost's Office will issuea@mroceduregguidelines, checklist

and timelineby May 1 to all deans, department cha®ctors Before the end of the spring

semester, these administrators should provide the web addresses of the department, college, and
university procedureguicelines and timeline® all candidates for promotion and/or tenure, which
should be accessible on the col.l ege and/ or de

Candidates are encouraged to obtain applicable proceduidslines, and timelinder
departmentalrad collegereviews Proceduresnd the submission procdss university reviews
and for the applicant's portf odrseaurrentversidniofst ed
the Faculty Handbook

Candidatesip for noamandatory reviewnaywithdraw their applications for promotion/tenure
without penalty at any time during the review progassr to the portfolio being transmitted to the
University Promotion and Tenure Committegee section on Procedures for Noandatory
Review. However, when the reviews are mandatory, the withdrawal must be accompanied by a
resignation letteeffective no later than the end of the terminal &t a signeéacultySeparation
Form.

Candidates must be advised of a decision not to award tenure at leastth® prior to the
expiration of the probationary period. After the Provost's final decision, should the candidate
believe that there were serious procedural violations that subsequent reviews failed to correct, the
candidate may file a grievance (gggpendix E or applicable promotion and tenure grievance
procedures in the current version of the Faculty Handbook, and UH G&mienadnce Procedures
in Appendix G or applicable policy/proceduyes

Departmental/College Reviews
Prior to the Review
Time-line for Review

Deadlines for uploading the candpramatioreabds por t
tenuresite, completing the departmental’el committee, chair, collegevel committee and

dean review will be determined within the collegeisTimeline must allow a minimum of 5

working days to allow rebuttal by the candidate of a negative recommendation or to offer new
information at each level of the review process. Colleges must complete their review and submit
the complete portfolio to thuniversity review level by the last day of class of the fall semester

Department

The candidate is responsible for assemblingohfger portfolio(with the exception of
external review lettejsand theruploading all portfolio materialstothe Uniger t y 0 s el ect
promotion and tenure siteCandidates are also responsiblenfi@intaining a copy of all
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portfolio material{See Applicant's Electronic Foldsection) The candidate shouidcludethe
appropriate researtstholarship/creative worlteaching, and service documentation that reflects
his or herachievement the portfolia

The department chair is responsible for requesting external review letters for the promotion
and tenure candidate§See External Reviean pages 77 2).

College

Each college must have written policy statements that govern the promotion and tenure process
at the college level. These policies state criteria for tenure and promotion. College procedures
take precedence over departmental policies. At the requitee Provost, departments and

colleges will review their promotion and tenure guidelines every five years. Any change

requires approval of the Provost before implementation.

During the Review
Department

Departmental review committees are respoedibt reviewing all persons applying for tenure
and promotion in the department and for writinggeommendation letterThe lettemust
address the strengths and weaknesses of the caraidijtestify the recommendation

Department chairs are respzile for reviewing all persons applying for tenure and
promotion in the department and for writing a recommendation letter. The letter must address
the strengths and weaknesses of the candidate and justify the recommendation. Justification for
each recommndation should be clearly and fully stated. Moreover, justifications should address
the merits of each individual case and should not be mere summaries or restatements of earlier
assessments. Department chairs are responsible for conducting an indepmelerand
correction of any errors in the departmental evaluation that were caused by procedural problems
within the committee.

In the event of minitial negative recommendation, candidateay ask for reconsideration
in writing of the committee's alor chair's decisions to rebut statements made or to offer new
informationfor the review. The reconsideration may not question the professional judgment of
thereviewer omreview body. Aftethereconsideration, the review body shall respond in writing
to the candidateThe reviewer or review body may choose to comment on anyniexnation
offered, but is not required to do skb.the recommendation after reconsideration remains
unchanged, the reviewer or review body need not prepare any furtiifezgtisn and may stand
by their initial justification.

The chair $ responsible for ensuring thhe departmentatommittee's votes and their

justification, the chair's decisions, and ar
electronic fdder prior to thecollegelevel review University policy mandates that no
extraneous materials be incl uded colegeldvdi e c anc

review. Examples of extraneous materials include letters of support solicitee bgndidate,
information in the candidate's personnel file, letters from committee members expressing
individual or minority opinions, etc.

The department/ coll ege must maintain a cop
manner.
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College

College review committees are responsible for reviewing all persons applying for promotion and
tenure within the College and for writing@commendation lettefThe letter must address the
strengths and weaknesses of the candidate and justify the rendatror. The college

committee is responsible for correcting any errors in the evaluation that were caused by
procedural problems during previous reviews.

Deans, in consultation with collepgeomotion and tenureommittees, are responsible for
are responsible for reviewing all persons applying for tenure and promotion in the department
and for writing a recommendation lettéfhe letter must address the strengths and weaknesses
of the candidate and justify the recommendatidustification for eachecommendation should
be clearly and fully stated. Moreover, justifications should address the merits of each individual
case and should not be mere summaries or restatements of earlier asse§3aastse
responsible for conducting an independentawthatcorrectsanyerrors in he evaluation that
were causebly procedural problems during previous reviews.

In the event of minitial negative recommendation, candidates memyest in writing
reconsideration of the committee's and/or dean's dasisidhis process is designed for faculty
members to rebut statements made or to offerinfssmation The reconsideration may not
question the professional judgment of teeiewer oreview body. After the reconsideration,
thereviewer omreview bodyshall respond in writingp the candidateThe reviewer or review
body may choose to comment on any nef@rmationoffered, but is not required to do sib.
the recommendation after reconsideration remains unchanged, the reviewer or review body need
not prepare any further justification and may stand by their initial justification.

The dean isesponsible for ensuring thitte committee's votes and their justification, the

dean's decision, and any r ehear ronmagfoldergpriot er s &
to theuniversitylevel review, by the last class day of the fall semester. University policy
mandates that no extraneous materials be inc

theuniversity review Examples of extraneousaterials include letters of support solicited by
the candidate, information in the candidate's personnel file, letters from committee members
expressing individual or minority opinions, etc.

University Reviews

The University Promotion and Tenure Coittee advises the Provost on all promotion and tenure
candidates including those proposed hires with tenureS(akbe06.A.09appointment provisions

and foregoingsection of this policy addressing appointment with tenure). The committee provides
its recommendation, accompanied by the votes and justification to the Provost, who then conducts
an independent review. The Provost may seek additional advice from mehisrber staff,

the dean, or other appropriate persons. The Provost informs each candidate of his/her decision.

In the event of an initial negative recommendation, candidates may ask for reconsideration in
writing of the committee decision to revieasrors of fact or procedure. The reconsideration may
not question the professional judgment of the review body. After the reconsideration, the review
body shall respond in writing to the Provost. The review body may choose to comment on any
newinformaiton offered, but is not required to do so. If the recommendation after reconsideration
remains unchanged, the review body need not prepare any further justification and may stand by
the initial justification.
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After any reconsideration, the Provost mateal recommendations and provides
justifications to the Chancellor/President. The Chancellor/President reviews those
recommendations and makes tenure decisions and recommends promotion actions to the Board of
Regents, which makes the final tenure angfomotion decisions. The promotion and tenure
actions take effect at the beginning of the following academic year.

Procedures for Nonmandatory Reviews

Faculty who would like to be considered for a amandatory promotion should contact the
departmentlgair and the dean's office and obtain a copy of the University Guidelines. The
timelines and procedures are generally the same as for mandatory reviews.

Faculty members undergoing nrorandatory reviews who believe they will be unsuccessful at
the Univesity level may withdraw their applications without penalty at any time during the
departmental and/or college level review process.

External Reviews

The department chair/department head is responsible for requesting external review letters for the
promoton and tenure candidates according to the procedures outlined in the college/department
bylaws for identifying external reviewers. Letters to reviewers should include a brief description of
the candidate's department and its mission. Letters shoulgpasiby a date for return of the

evaluation. Candidates will not be shown or have access to external letters as part of the promotion
and tenure process. The letters to reviewers must include relevant criteria for promotion and/or

tenure (se€riteriabyRanks e ct i on) . The candi datedbds el ectror
to six letters, but no less than three and no more than nine external review letters. ALL external
review |l etters received in respdnisre ttlhe ac alregia

electronic folder. External reviewers should have achieved: national recognition in their field and be
a tenured Associate or Full Professor to be eligible to provide a recommendation letter for

promotion and/or tenure at the Assoeirofessor level; or national or international recognition in

their field and be a Full Professor if providing a letter of recommendation for an Associate Professor
seeking promotion to Full Professor. External reviewers must be scholars who areewdtarurr

former thesis/dissertation advisors;aathors, former students, relatives, former collaborators,

mentors, or close personal friends of the candidate. External reviewers must have demonstrated
expertise or knowl ed g echolanshig. re thepurpose obréview,the c an
candi datebs electronic folder must contain on
paragraph description of the qualifications of each external reviewer (also include name, title, rank,
position, and institutional affiliation), disclosure of any prior relationship between the candidate and
the reviewer that coul dl begpboceravedet ofi mpac
description of the process used for the selection of the extexnelers including a list of the

nominators of outside reviewers. Candidates will not be shown or have access to this information.

In requesting evaluations, the chair/department head should aski¢ineal reviewers

A. What is the nature, if any, obyr professional contact with and knowledge of the candidate?

B.Does the candidateb6s work, taken as a whol e
the discipline?(If applying for tenurethere should be evidence of regional, national or
internati onal recognition of the candidateods
to professor, there should be evidence of n

achievements and ability.)
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C. What is your assessment of the adatk's contributions in the areas of research, scholarship or
other creative activity?

D. Is the candidata scholawhose work is likely tdoecomeknown and respected by leaders in
the field?

E. Does theexternal reviewerecommend promotion and/or tenafethe candidate

Applicant's Portfolio/Electronic Folder

Thorough documentation should be submitted by the candidate as evidence for all items claimed in
the candidate'sviteA candi date checkl i st is available on

A. Face Sieet
This electronic forrmustb e pr epared by the candidate's d
B. Internal Letters

The candi dat e onustieclude any depantment off collegeé eommittee
evaluation reportgenerated during any nanandatory preéenure reviewletters from chair to
dean and dean to Provost, and any appeals letters. University policy mandates that
extraneous letters or materials be inclu¢feeeDuring the Revievgection)

For those coming up for tenure, coptéghe initial letter of ppointment to the university
and the results ainy mandatoryprobationary reviewge.g. third year reviewnust be
included i n the c¢andipdmotioa o professpdocumentatonaf f ol d
previouspromotion or appointment letter mus# included.

C. External Review Letters
SeeExternal Reviewsection.
D. Candidate's Statement

The candidatenustinclude a brief (no more than three pages) statemBme statement may
includeacademic career goals, accomplishments, and directiohgtdioe work. The

candidate may describe how all facets of his/her career form an integrated, successful profile
or the candidate may identify achievements in the areas of teaching, scholarship, and service
separately.

E. Vita

The candidatenustinclude avita that is appropriate for the discipline.

F. Portfolio
The purpose of the portfolio is to provide detailed supporting documentation demonstrating
the current and |ikely future 1 mpact of the
sem ce. The documentation should support the
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The following categories are suggested for candidates to document how they have carried
out the universityoés research/ schol arship/c

1. Research, Scharship, Creative Work

a. Scholarly/Creative Work i Representative Works Include samples of
scholarly/creative products sufficient to demonstrate the scope, quality, and impact of
the candidateds actithec & nhds daandkEcordributiomt b s a

b. Funded Research/Scholarly/Creative Work Grants: The following information
should be included for each grant:

(1) Name of the principal investigator and allinwestigators;

(2) Title of the grant proposal,

(3) Funding agency;

(4) Amount of the grant;

(5) Time period of the grant; and

(6) Candidateds role and contribution.

c. Research Proposals The following information should be included for each proposal:
(1) Name of the principal investigator and allicoestigdors;
(2) Title of the grant proposal;
(3) Funding agency;
(4) Amount requestedand
(5) Candidateds role and contribution

d. Generation of intellectual property: List any patents issued or pending including
patent number, date of filingnd status (provisinal, nonprovisional, issued).

e. Major Work(s) in Progress. The information provided here should comment on the
nature of the work(s) and identify anticipated date of completion.

f. Other Indicators of Scholarly Creative Work: List book reviews, editorial
contributions, citations, research awards, and other indicators of contributions to the
discipline/profession, cited in the format of the discipline's style.

2. Teaching and Student Learning

Documentation in this section inicles evidence of a commitment to teaching and learning,
including:

a. Student Evaluations of Teaching Student evaluation data should include summaries
of teaching evaluations with comparative departmérdbégedata. Teaching
effectiveness ratingssuld include all classes taudht untenured candidates
Candidates for professarustinclude those classes taught in the tast years.
Results should be summarized in a single table that includes evaluations for all courses
taught and informationkeut the instrument's items and response scale. In programs
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where individual classes, small studios, or performances are the norm, special care
should be taken to assure full and comprehensive teaching evaluations.

b. Undergraduate and Graduate Student Mentoring. Thecandidateshould describe
role and duration of mentoring

c. Course and Program Development and/or Revisioninformation about course,
curriculum, and program development can provide evidence of a commitment to
student learning. The camidite's contribution to course development may be
documented with sample course syllabi, teaclgrant proposal abstracts, courseware,
cases and simulations, brief descriptions of student projects, examples of modifications
for Instructional Television dinternet teaching, etc. Evidence of program
development may include student recruitment, advising, and retention; directing
graduate researclmembership on oraimperson of dissertation or thesis committees;
interdisciplinary program development, etc.

d. Other Evidence of Teaching, Student Learning, and the Scholarship of Teaching.
Candidates may submit evidence that they have facilitated students' success. Examples
may include contributions to students who have won awardslicitedletters from
community members who have benefited from student projects or internships, and
other evidence that the candidate contributed to student learning. This section may
also contain evidence of the candidate's commitment to enhancing his/her teaching
ability. Pofessional development activities, scholarly approaches to evaluating
teaching effectiveness, teaching excellence awards, and guest lecturing or team
teaching should also be documented here.

3. Service

The candidate should provide a complete listinthefcategories belowith dates of
service and documentation ggpropriate

a. Service to the Department, College, and UniversityList committee membership,
administrative roles, and other contributions to the university.

b. Service to the Professiomcademic Discipline Describe activities that strengthen
the profession, including leadership in professional organizations.

c. Service to the Community or Public Document public involvement that is related to
the candidate's area of expertise, includipgeches, expert advice to community
organizations, donations of creative or scholarly efforts to public institutions,
consultations with private organizations, etc.

d. Service to State or National Organizations:Document service on expert panels,
advisoryboards or state or federal granting, licensing, or oversight councils, boards, or
committees.

e. Other Contributions: The candidate may provide evidence of other significant
contributions that advance the profession/discipline.
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Grievance in Promotion and Tenure Matters

Beyond the rehearing option noted in the Promotion and Tenure Procddures{ ed on t he
Office website ahttp://www.uh.edu/provost/fdet-guidelinesdocsforms/promten/index.phpthe

faculty membemay haveaccess to collegkevel and universityevel grievance procedures. The
University of Houson Grievance Committegxists as the final faculty body to which appeal hay
made regarding a decision for amnewal of contract of a neienured faculty member. Notice of a
grievance must be made by the faculty member within 30 calendar daysladteas received

official notice that the Provost has recommendedneoiewal of appointment to the
Chancellor/President.

Decisions by faculty bodies and administrators responsible for recommendations not to confer
tenure, not to promote, or not to reamt must meet the following tests:

A. They must not violate the faculty member's academic freedom or punish him/her for exercising
his/her academic freedom, either in the performance of his/her duties or outside the institution.

B. They must not vidte the faculty member's constitutional and legal rights or punish him/her for
exercising them, and must be in compliance with mandated equal opportunity policies.

C. They must not be arbitrary or capricious.
D. They must represent the exercise of preifasal judgment.

Faculty members who wish to invoke a grievance procedure against a negative promotion or
tenure recommendation may do so at the college and/or university level. For details on the general
grievance processge procedures followingAlso, refer to UH General Grievance Procedures in
pagesd1-83.

University of Houston Promotion and Tenure Grievance Procedures

On a promotion or tenure mattie following additional procedures for grievance shall be
followed:

A. In his/her written ppeal or grievance to théniversity of HoustorGrievance Committee, the
faculty member shall set forth in detail the nature of the grievance and shall submit factual
material pertinent to his/her case. By filing, the faculty member consents to thenGeieva
Committee having access to those materials and documentselet¢hrenicdossier it deems
relevant to the proceedings.

B. Should the faculty member allege that there were procedural discrepancies in the process
concerning the promotion and/or tendexision, the&srievance ©@mmittee shall decide
whether or not to recommend reconsideration by the Provost, with the understanding that the
Grievance ©@mmittee shall not substitute its judgment for that of the review bodies. If the
Grievance Committee remmends reconsideration by the Proviasthall indicate in what
respects it believes the initial consideration may have been inadequateGiietvence
Committee decides that adequate consideration has been provided, its decision shall be
consideredihal. AnyGrievance ©@mmittee decision shall be reported in writing and
transmitted promptly to the faculty member, the department chair, the college dean, and the
Provost. In all actions resulting from a recommendation to reconsider, the decision of the
Provost shall be final.
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C. If the faculty member alleges that violations of academic freedom significantly contributed to
a decision not to grant him/her tenure or promotion, the Grievance Committee shall decide
whether or not there should be a formadiieg. If the Grievance Committee decides in favor
of holding a formal hearing, the matter will be heard in the manner set forth below in the
section on "Dismissal of Faculty Members with Tenure and Special or Probationary
Appointments Before the End dfd Specified Term of Appointment,” except that the faculty
member making thgrievanceis responsible for stating the grounds upon which s/he bases
his/her allegations, and that the burden of proof shall rest upon him/her. If the faculty member
succeedsn establishing @arima faciecase, it is incumbent upon those who contributed to the
decision not to tenure or promote him/her to come forwardinitiimationin support of the
decision. If the Grievance Committee decides against holding a formal herohecision
and the reasons therefore shall be stated in writing and transmitted promptly to the faculty
member, the department chair, the college dean, the Provost, and the President.

For additional information: call the Office of the Provost, 842-0550.
Posttenure Performance Review

See Board of RegenBolicy 21.11on Posttenure Performance Review
(http://www.uhsa.uh.edu/boatf-regents/policies/index.php

University of Houston Posttenure Review Policy
Preface

The university recognizes that the quality of the institution is directly dependent upon the quality

of its faculty. The uniersity is therefore committed to providing resources and policies which
support the faculty's own efforts to enhance quality. These commitments are bonds uniting the
university and its faculty in a common objective, the continued pursuit of academieezeell

These efforts to promote academic excellence confirm that the university and faculty remain
accountable and worthy recipients of the public's trust. Several current policies promote these
objectives: (1) departments and colleges undertake higlegtse, national searches and only
outstanding candidates are offered tenure track employment; (2) newly appointed faculty members
undergo a comprehensive third year review; (3) candidates for tenure undergo a rigorous screening
process in their sixth yeaf employment; and (4) departments and colleges also conduct reviews

of faculty members for merit raises. Any time an evaluation results in a finding of incompetence,
neglect of duty or other good cause, the university may initiate action for disrmdsavacation

of tenure.

Tenure serves as the protection for the several facets of academic freedom: of inquiry, of
teaching and of the expression of opinion.

The posttenure review is a performance evaluation process for all tenured fa@rtiperns.
The evaluation is based on a peer review process to confirm that faculty members are meeting the
expectations of their professional or scientific discipline.

UH Performance Evaluation of Tenured Faculty
A. A comprehensive peer review of alllftime faculty is conducted annually at UH.

1. This annual merit review is intended to function as theteaosire review mandated by
statute and Board policy. That is, it shall be a comprehensive performance evaluation,
shall be based on the professal responsibilities of the faculty member in teaching,
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research, service, patient care, and administration, shall include peer review, and shall be
directed towards the professional development of the faculty member, as required by
EducationCode, Setion51.942 .

2. For the vast majority of faculty the result of the relative ratings of the annual merit review
will itself constitute the satisfactory evaluation required for {pestire review. Only when
there is an apparent performance problem filoenannual merit review will the reviewing
body have to proceed to a further evaluation to assess the performance on the basis of the
absolute performance standards established by the unit's tenured faculty. The primary
evaluative period will start witthe materials already assembled and reviewed for the
annual merit review.

B. The evaluation is a "rolling” 36 month one, with a judgment made on the overall preceding 36
months.

The overall judgment of performance based on 36 months protects thg faeoiber
who, for personal or other reasons, may Haaaa period (say a year) of less productive
performance.

C. The evaluation is based on the professional responsibilities of the faculty member, in teaching,
research, service, patient care, and adtration. The tenured faculty of each unit will
establish the performance standard pending approval of the Chair, Dean, and Provost.

1. The tenured faculty members of an academic discipline represent, by the very nature of
their specialized knowledgend skills, the best group to develop standards by which to
judge their colleagues.

2. A faculty member's administrative responsibilities shall be subject to the established annual
review procedures for administrators as codified in Board of Regefd&/8ySystem
Administrative Memoranda, and university policies.

D. The review process shall be directed towards the professional developmentamfuting
member.

Outcomes of Annual Performance Review

A. Satisfactory performance

A faculty member mdse or exceeds the unit level performance standard and remains in the
regular review process with possibility of merit pay raises.

B. Unsatisfactory

A faculty member's overall performance or his/her teaching performance falls below the unit
standards. His establishes teaching as the dominant criterion in the evaluation.

C. Consequences

An initial unsatisfactory rating provides mandatory entrance into a Faculty Development Plan
(FDP). Subsequent unsatisfactory ratings will result in an additional &tDfP other

disciplinary actions, which may include, at the initiatioruniversityadministration, dismissal

for cause under Board of RegeRuslicy 21.07

D. A rating of unstisfactory does not establish a presumption that the faculty member has given
"cause" for dismissal.
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The Posttenure Review Process

A. The tenured faculty members of a department, or in units without departments, shall elect a
committee of tenured facylinembers for the purpose of conducting thep&stire review.

This is an essential peer review step, providing protection against arbitrary and
capricious administrative actions.

B. If a faculty member receives a rating of unsatisfactory, the tdriepartmental faculty will
meet and judge the case unless that faculty member chooses to omit this step. If the faculty
deems the individual's performance unsatisfactory, the faculty member must receive in writing
a statement of the performance deficies which resulted in the rating of unsatisfactory.

C. The unit administrator (Chair or Dean) will work with the faculty member to develop and
monitor the FDP. Such a plan must be approved by the Dean and Provost.

D. The FDP has a maximum duration wbtyears. The faculty member will receive ptestiure
evaluations as normal during the FDP to provide feedback. The committedsnuost
review evaluation determines the outcome of the FDP on the basis of performance at the end
of the process.

E. The conclusion of the initial FDP will result in one of three actions:
1. Performance has improved sufficiently to be considered satisfactory.

2. Performance has improved sufficiently to provide cause for extension of the FDP for an
additional period p to one year.

3. Performance remains unsatisfactory. This will lead to disciplinary action which may
include, at the initiation of university administration, dismissal for cause under Board of
Regents Policy 21.07.

The process described above prosidafficient time for performance changes and
makes it clear that there will be a conclusion to that process.

Reporting Mechanisms

Deans must report annually to the Provost the names of the faculty members who are working on
FDP's, the nature of the da@@ncies, and the outcomes of those plans.

Due Process and Grievance Procedures

A. Faculty members have full access to the university grievance process with respect to their
performance evaluations.

B. A rating of unsatisfactory may be appealed to thenCzal the Provost, with the latter's
decision being final.

C. In accord with state law, a faculty member subject to revocatitenafe andlismissal on the
basis of performance evaluations has the opportunity for referral of the matter tbiacdiog
alternative dispute resolution process.

Information on Board of RegenBoliciesis available ahttp://www.uhsa.uh.edu/boaiaf-
regents/policies/index.php
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Grievances

The grievancg@rocesss intended to provide conflict resolution.

Policy

Consistent witt5BAM 02.A.05 the University of Houston requires that all faculty be treated fairly
and consistently in all matters related to their employment and provides faculty with the right to
express their grievances through informal and formal avenuesliaRetain any form against any
faculty member for presenting a grievance is prohibited and is grievable as well.

This grievance policy applies to all faculty members as wdibesrians of the University of
Houston Libraries. This policy applies taeyrances of any kind not covered by specific
grievance policiegncluding but not limited to, matters of salary, hours and conditions of
employment, promotions, assignment of teaching duties, and allotment of resources and facilities.
The Universityofb ust on Systemb6s I nterim Di S8&M i minat.
01.D.0% and Interim Sexual Misconduct PolicgAM 01.D.09 provide the process for recourse
for faculty who believe they may have been the victim of discrimination or harassment relating to
legally protected classes or status or sexual miscondiet.University Offie of Equal
Opportunity Services is responsible for the investigation and resolution of these complaints.

Procedures

A multilevel procedure for redress of grievance is available to faculty membeigrarians

pursuant to this policy. These procegkinvolve first addressing the grievance through an

informal processlt is expected that the majority of grievances will be resolved at this l&vel.

formal grievance process can then be pursued if the grievance is not resolved informally. Under
theformal process, a faculty member first files the formal grievance with the appropriate party
(dean, college grievance committee, or university grievance committee). Opportunities for appeal
are then available if the faculty member is not satisfied wehdibposition of his/her grievance.

A. Informal Process

A faculty member should first attempt to resolve his/her grievance informally through
discussions with appropriate administrative individuals such as the department chair or the
dean. The Faculty arfstaff Ombudsperson is also a resource for faculty in this informal
process.

B. Formal Process
1. Formal Grievance Initiation

If the informal process does not alleviate the grievance, then the faculty member may
petition the dean for redress of the garce by filing a formal written grievancé. the
grievance is against the chair or if the dean participated in the informal grievance process,
the faculty member should file the formal grievance with the college grievance committee.
If the grievance isgainst the dean, the faculty member should file the grievance with the
University of Houston Grievance Committegll other grievances should be filed with the
dean.

In filing the grievance, the faculty member should submit a written statement to the
dean, college grievance committee, or university grievance committee that includes: the
names of the parties involved in the grievance, specific issues and actions upon which the
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grievance is based, the desired outcome or remedy, and documentationrsgppiort
charges involved in the grievance.

After the grievances filed, the faculty membemaybe accompanied by
representativevho may assist in the presentation of his/her case to the dean, college
grievance committee, or university grievance cattee.

Recommendations/decisions rendered by the dean or the college grievance committee
at this stage shall be in writing, setting forth the recommendations and reasons, and shall
be transmitted promptly to tlggievant andhe persons named as pastie the grievance
(hereafter referred to as "respondent®} indicated irbelow, decisions and reasons of
the University of Houston Grievance Committee shall be transmitted by the Provost to the
faculty memberthe respondent(s), the deéme Univerdly of Houston Grievance
Committee andthe ChancellorPresident.

2. Grievance Decision Appeals

When a grievance is initially filed with the dean, a faculty membercanapgead dean o s
decision at the college or school level and the university levelisiDes in grievances

initially filed with the college grievance committee may be appealed at the university level.
The informatiorbelowaddresses therocedures founiversity levelappeals to the

University of Houston Grievance Committela the presetation of his/her appeal to the

college grievance committee or university grievance committee, the faculty member may

be accompanied by a representative who may assist in the presentation of the appeal.

a. College or Schodlevel Appeal

If the aggrieed person is not satisfied with the disposition of his/her grievance by the
dean and wishes to appeal it, s’The must subméghpealn writing to his/her college
grievance committee within ten working days of notification of the dean's decision. If
no cecision has been rendered within fifteen working days after the grievance is
presented formally to the dean, the aggrieved person must submit the grievance in
writing to his/her college grievance committee within five additional working days (a
total of 20working days from the date tlygievancewasfirst formally filed). If s/he

fails to appeal within the time limits set out above, s¥aeves the right to further
consideration of that grievance.

Each college grievance committee shall consist of at thaee tenured faculty
members, and shall in any case have a majority of tenured faculty members, who shall
be elected by the futime faculty of the college according to its own published
procedures. No member of the administration including deasisias or associate
deans, and department chairs shall be eligible for membership on the committee. The
committee shall establish its own procedures within the limitations established by its
college constitution and bylaws. Committee members will hesextfrom hearing
any grievances in which they were involved at a previous level of review or in which
they have a personal involvement.

Recommendations rendered by the college grievance committee shall be in
writing, setting forth the recommendationslant he commi tt eeds r e as
transmitted promptly to thgrievant and respondent(g)the disputeand the dean

If the dean finds the college grievance committee's recommendation unacceptable
or impossible to implement, s/he must state thigriting and transmit the statement to
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thegrievant respondent(sand to the college grievance committee within ten working
days of that committee's decision.

b. UniversityLevel Appeal

If the aggrieved person is not satisfied with the dispositidnsgher grievance by the
college grievance committee (or the dean's statement of unacceptability or
impossibility) and wishes to appeal it, s/he must submit the grievance within ten
working days of receiving written notification of that college grievasaramittee's
decision (or correspondingly within ten working days of the dean's statement) to the
University of Houston Grievance Committee. If no decision has been rendered by the
college grievance committee withd® calendar dayafter the grievance submitted to

the college committee, the aggrieved faculty member must submit the grievance to the
University Grievance Committee within five additionabrkingdays. When the

college is not the appropriate level for redress, a faculty member may subritiea
grievance directly to the University of Houston Grievance Committee. In all cases the
University of Houston Grievance Committee shall determine whether it is the
appropriate level for redress of the grievance. Committee members will be recused
from hearing any grievances in which they were involved at a previous level of review
or in which they have a personal involvement.

UH General Grievance Procedures
[Note: For grievance procedures related to Promotion and Terae@ag8&3]

The facultymember initiating the grievance (hereafter referred to as "grievant") must file a written
statement of the grievance with the Chair of the University Grievance Committee. The statement of
grievance must contain the following information:

A. The names dhe parties involved in the grievance.

B. Specific issues and actions upon which the grievance is based.
C. The desired outcome or remedy.

D. Documentatiorsupporting all charges involved in the grievance.

Upon receipt of the grievance, the Chaitted Committee forwards a copy of the grievance to
the Provost.

The Grievance Committee shall decide whether or not the evidence submitted in support of the
grievance warrants a detailed investigation or a formal hearing. If the Committee decides against
holding a formal hearing or conducting a detailed investigation, the decision and the reasons thereof
shall be stated in writing and transmitted promptly to the faculty member, the respondent(s) and the
Provost.

If the Grievanc&Committee decides thdié evidence submitted warrants a detailed
investigation or formal hearing, the Chair provides a copy of the grievance and the evidence
submitted in support of the grievance to the respondent(s). Upon receipt of the grievance, the
respondent prepares apesse and submits to the Committee the response and any materials
relevant to the case within a time frame identified by the Committee, but no later than thirty
calendar days from receipt of the grievance.
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The Grievance Committee conducts the detailgdstigation or formal hearing in accordance
with its procedural rules. The investigation or hearing may be conducted by the Committee as a
whole or may be assigned to a subcommittee. All such subcommittees shall be responsible and
report to the Universjtof Houston Grievance Committee. A quorum of the hearing committee is
required during all deliberations.

Any member of the Grievance Committee who is directly involved in the grievance or who has
been a member of a previous committee involved witltéise is not eligible to serve on the hearing
committee.

The hearing committee is responsible for conducting its investigation or hearing in a timely
manner and in accordance with any deadlines established during the formulation of the procedural
rules.

The grievant and respondent may be accompanied by an advocate who may assist the grievant
or respondent in presenting the case or response to the hearing committee. If an advocate is
appearing for any party in the grievance, all parties shall be alltavieave their advocates present
during the hearing. It is the responsibility of the grievant or respondent to communicate with their
advocates about hearing committee proceedings. The proceedings shall be conducted as follows:

A. A formal hearing begis withan introduction by the Chair followed by brief opening
statements by the grievant and the respondent(s). After opening statéheegtigvanis
provided an opportunity to present his/her case, and then the respondent(s) is provided an
opportunty to present his/her cas@he grievant and respondent may request that withesses
give testimony on their behaluring the presentation of their cases. Testimony by additional
witnesses who were not identified prior to the hearing is determined bg#ne@g committee
on a casdy-case basis.

B. If a person is not available to testify, the Chair may request written testimony.

C. Both the grievant and the respondent may present foetiéng ommittee a list of questions
that they would like theommittee to ask thether party during their testimony as cross
examination

D. All testimony given before thieearing ommittee is recorded on audio tape. During the
course of the proceedings, these tapes are placed on file in the officearfray ommittee
member, who will be designated by ttmmmittee. Upon request, copies of these tapels
copies of hearing exhibitgill be made available for review by the grievant, respondent, and
hearing ommittee members.

E. If further investigatioris neededthe hearing committee may request additional documentation
or testimony. All parties will have an opportunity to be present for any additional testimony
and respond to any additional information submitted to the hearing committee by the
committee's speadd time.

Upon completion of all testimony and responses, the hearing committee meets to deliberate.
The hearing committee is responsible for preparing a report of findings and recommendations.

If heard by a subcommittee, the report is first submitteitie Grievance Committee for
approval. The Grievance Committee Chair promptly transmits the report of findings and
recommendations to the Provost with copies to the grievant, respondent, and dean. The report shall
set forth the findings of fact, condions, and recommendations. The complete grievance file and
tapes of the proceedings are also forwarded to the Office &rtdwest, where they are kapt
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accordance with the Record Retention Schedtilee Provost considers the advice of the Grievance
Committeeand makesn independent ruling on the case.

The grievant and/or respondent may, by written reqaeskthe opportunity taneet withthe
Provost. The Provost's decision shall be final. The Provost shall transmit the final decision and the
supporting reasons to the faculty memltbg respondent(sfhhe University of Houston Grievance
Committee, thelean and th€hancellor/President.

Grievances Involving Promotion and Tenure

For Grievance Procedur&lating toPromotion antbr TenureDecidonsseepage83.

Grievance Policy and Procedres for Graduate, Professionabnd Postbaccalaureate Students

The policy below is the universiyide grievance policy as stated in tBeaduate and Professional
Studies Catalogt the beginning of the F&015 semester and is subject to review by the Graduate
and Professional Studies Committee. To ensure you have the most current policy, view the catalog
online athttp://www.uh.edu/graduateatalog/

To ensure that students understand how to pursue a grievance at the University of Houston,
students are encouraged to seek clarification regarding procedures and information for individual
grievance policies through their respective college before initiatongevance. Please refer to the
college Web site grievance policy links below.

C.T. Bauer College of Business

College of Education

College of Liberal Arts and Social Sciences
College of Natural Sciences & Mathematics
College of Optometry

College of Technology

Conrad N. Hilton College

Cullen College of Engineering

Gerald D. Hines College of Architecture
Gradude College of Social Work

Law Center

The following universitywide policy and procedure, for graduate, professional, and post
baccalaureate (PB) students, apply to the redress of grievances concerning academic and
instructional matters and other issues for which there are no other existing grievance procedures.

A. Everyeffort shall be made by the graduate/professional/PB student and the faculty member(s)
involved to settle their differences amicably and informally to redress the grievance. If
appropriate or necessary, the department chair shall participate in thisahé&ffort to
resolve this grievance. Students in colleges and schools where graduate programs are not
administered by a department shall have an alternative person (i.e. Associate Dean, program
director or an appropriate designee) to resolve the grievanc

B. In the event that an informal resolution is not possible, the graduate/professional/ PB student
may petition the department chair or the alternative (Associate Dean, program director or an
appropriate designee) by filing a formal written complaiithin tenworking days after the
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decision is mutually made that the grievance cannot be settled informally. The letter should
provide details regarding the complaint and redress sought. After receipt of the letter, the
department chair or alternative nhusspond in writing within the time specified according to

the department's or programbs established p

C. Inthe event that either the grievant or the respondent is unsatisfied with the outcome of the
departmentalevel process (items A and B above), that party may petition the dean of the
coll ege against which t he ghyfiliegw&oimalerittens hel d
petition. The dean of the college must respond in writing within the specifie@¢iooeding
to the coll egeds established procedures for
must include an explanation for his/her decision.

D. If either the grievant or the respondent is unsatisfied with the outcome of the college level
proaess, that party may file an appeal seeking university level review by the Graduate and
Professional Studies Grievance Committee (GPSGC) which is under the purviewmethe
Provost/Deamnf the GraduateSchool This appeal must be in writing, explainnghe par t y o
position, and filed with th¥ice Provost/Deawnf the GraduateéSchoolwithin 30 calendar days
of the final disposition at the college level. The appeal may designate as respondents any of
the following persons: (i) the college dean or desegmbo issued the decision at the college
l evel; (ii) the department al chair who i ssu
(iii) the original faculty member or committee members giving rise to the grievance. In the
absence of a designatiamly the faculty member or committee members will be respondents.
The appeal must include a concise statement of the outcome desired by the appellant.

Review at the university level shall be for the purpose of determining

(i) Whether the appealingapty was given a reasonable opportunity to be heard at the

depart ment al and college |l evels and (ii) wh
reached. Procedural violations which would not affect the substantive result or are not
substantially prejudial to either party are not grounds for appeal.

Upon receiving a written appeal, thiece Provost/Deanf the GraduateSchoolwill
review the reports from the departmanticollegegrievanceprocesses and will, withiten
working days, determine whethto return the grievance to the department or college, reject
the appeal, or refer the appeal to a committee. IDdendecides to refer the appeal to a
committee, thdeanwill notify the chairperson of the Graduate and Professional Studies
Committee(GPSC), who will appoint a committee (GPSGC) wittegnworking days of
receiving such notification.

The GPSGC will consist of two graduate/professional students and three faculty members,
none of whom will be from the respondent’'s department or @nogr from the department or
program in which the grievant is enrolled. The faculty members will be appointed by the chair
of GPSC on an ad hoc basis. The chair of GPSC will also select the student members from a
pool of graduate students provided byreatthe colleges. The chair of the committee will be
elected by the committee members. All members of the committee will have voting
privileges. The GPSGC will review the appeal file and may also request other documents as it

sees fit.
Within thirty calendar days of being formed, the GPSGC should schedalgpeal
hearing with the iIinterested parties. Thi s

upon written request of a party or upon stipulation of all parties. No record of the heidiring
be required and the deliberations will be completed with reasonable speed. If a recording is
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made (at the discretion of the committee$hould be made available to all parties. Counsel
for each of the parties involved may be present with thaopebut will not be allowed to

speak at the hearing. Expert resources should be available to the committee in an advisory
capacity as needed. The GPSGC will report its recommendations in writingMic¢he
Provost/Dearf the GraduateéSchoolwithin tenworking days of the hearing, who will make a
decision withintenworking days following their receipt. Th&ce Provost/Deanf the
GraduateSchoolwill forward a copy of this decision in writing to the parties, to the dean of
the college in the event tsheis not a party, and to the GPSGC. Any party may file, within
ten working days of notificatiora written appeal of théecisionto the Senior Vice President
for Academic Affairs and Provost. The Prov
decision, presented withihirty working days, will be final.

E. A graduate/professional student with a pending grievance regarding academic issues, if
employed in a graduate student appointment, will retain privileges and salary, subject to a
review ofthe individual situation by the departmemicollege.

*In cases where the college does not have departments, the college level grievance policy and
procedure replaces that of the department or program.

Guidelines for Graduate/Professional/PB Grievance Earings
A. The GPSGC may set timienits for each party to present its case.

B. The GPSGC may request a representative fron
attend as an observer.

C. Notification of the hearing schedule to all parties must be doweiting. Either hand delivery
or certified mail with return receipt requested will be used. The hearing schedule may be
revised by the chairpersontish er di screti on, upon motion of
own motion.

D. Any information providedd the GPSGC by a pantyill be provided by that party to all other
parties priotto or simultaneously with providing it to the GPSGC

See page$60-171 for infractions covered bthe Academic Honesty Policy.

Forthe most currenGrievance Policy and Becedures for Graduate, Professional, and-Post
baccalaureate Studensgethe University of Houston Graduate Catalat)
http://catalog.uh.edu/content.php?catoid=9&navoid=1637&hl=%22grievance%22&
returnto=searchemailthe Graduateschoolat gradschool@uh.eduwor visit the website at
http://www.uh.edu/graduatschool/
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Faculty Dismissal
(UHS Board of RegentBolicy21.07)

Dismissalis the termination of employment of a tenured faculgmber or of a probationary or
nonttenured faculty member before the annual term of appointment has expired.

Each component university through its faculty governance processes shall develop policies and
procedures pertaining to dismissal of faculty mersb&uch policies must be consistent with those
specified herein and must be approved by the Chancellor/President.

Dismissal of a faculty member requires Board action.

Note: Recommendations for faculty dismissal must first be reviewéuehffice ofthe Provost,
which in turn, will submit to the Chancellor/President.

Assurances
University policies and procedures for faculty dismissals must ensure that:
A. The rights of the individual to due process are protected;

B. Dismissal shall not violatithe constitutionally protected rights of an individual and shall not
be used to restrain faculty members in their exercise of academic freedom;

C. Dismissal procedures provide for timely written notice of impending dismissal that specifies
the grounds omwhich dismissal is sought;

D. A faculty member notified of impending dismissal has the option of a hearing before an
impartial faculty tribunal designated by the established procedures of the university; and

E. The burden of proof in dismissal proceedimgsts with the university.

Justifications
Dismissal may be justified by one or more of the following:

A. Adequate Cause Termination for adequate cause may include:

1. grounds related to dishonesty, or to demonstrated professional incompattahing or
research;

2. grounds related to substantial and manifest neglect of professional or academic
responsibilities; or

3. grounds related to actions that would result in a general condemnation of the faculty
member by the U.S. academic community

B. Financial Exigency. Termination of employment may be justified by a demonstrated and
bona fidelmminent financial crisis that threatens the continuation of the academic programs in
their present form, and that cannot be alleviated by other meaesuniversity will develop
criteria and procedures to determine whether a state of financial exigency exists. Standards so
developed will include provisions for faculty involvement in the determination and for a
minimum twelvemonth notice of terminatioaf appointment to tenured faculty. Untenured
faculty will be given notice consistent with the university's-neappointment guidelines.

(See page81-93for the University's Financial Exigency Procedyre.
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C. Medical Reasons.Termination of employmdmmay be justified by clear and convincing
medical evidence that the faculty member cannot fulfill professional and academic obligations,
or the terms and conditions of appointment, with reasonable accommodation.

D. Discontinuance of Academic Programs.Termination of employment may be based on the
discontinuance of an academic program reflecting-lamge judgments concerning the
educational mission of the university. Tenured faculty will be given notice eighteen months
prior to termination of employméwue to discontinuance of academic prograi@se pages
93-95.) Untenured faculty will be given notice consistent with university-reappointment
guidelines. $ee pagd4.)

In the event of dismissal of faculty by reason of financial exigency oomliswiation of
academic programs, the university's administration will make every reasonable effort to place
affected faculty in other positions. A faculty member with tenure will not be dismissed in favor of
retaining a faculty member without tenure gxd@ extraordinary circumstances where a
distortion of the academic program would otherwise result.

Dismissal of Faculty Members with Tenure and Special or Probationary Appointments before
the End of the Specified Term of Appointment

In conformance wittUHS Board of RegentBolicy 21.07 the termination or dismissal of a faculty
member with tenure, or the dismissal of a+t@mured faculty member with a special or

probationary ppointment before the end of the specified term of appointment, may be effected
only for adequate cause or for medical reasons. Tenured demared faculty may be dismissed

in the case of circumstances dudtma fidefinancial exigency or to discomtiance of a program

or academic departmentSde pagd?2 for the definition oterm of appointment In all cases, the
faculty member shall be informed in writing by the Chancellor/President or his/her designee of the
basis for the termination or dismads

Dismissal for Cause

Adequate cause may include those grounds indicated gienyeB6. Dismissal shall not be used
to restrain faculty members in their exercise of academic freedom or other legal rights.

When the decision for termination isdea upon adequate cause, dismissal of the faculty
member shall be preceded by a written statement of charges, framed with reasonable particularity,
from the Chancellor/President or his/her designee, and by the filing of the charges with the
Grievance Comntiiee and the notification in writing to the faculty member against whom the
charges have been filed. A copy of such written charges shall be filed with the dean of the college
or school of the faculty member. The remainder of the dismissal proceedatigseshreceded by
discussions between the faculty member and appropriate college dean and department chair
looking toward a mutual settlement, and an informal inquiry by the Grievance Committee, which
may, failing to effect aesolution advise the Chanlier/Presiden&and the Provosthether in its
opinion dismissal proceedings should be undertaken, without its opinion being binding.

If the Chancellor/President or his/her designee determines to undertake dismissal
proceedings, the proceedings shall beegned by the provisions for Dismissal Hearing
Proceduredelow
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Dismissal Hearing Procedures

If the Provost determines to undertake dismissal proceedings, the proceedings shall be governed by
the following provisions:

A.

The faculty member shalble the right to a hearing beforeaahhocfaculty hearing
committee appointed by, but not from, the Grievance Committee in consultation with the
Chancellor/President. Service of notice of the hearing with the specific charges in writing
shall be made d¢ast 20 working days prior to the hearing.

. Members deemed disqualified for bias or interest may remove themselves from the case, or

may be removed at the request of either party, disqualification to be determined by the
remaining members of the contiee.

. The faculty member may waive a hearing or may respond to the charges in writing at any time

before the hearing. If the faculty member waives a hearing, but denies the charges against
him/her, or asserts that the charges do not support a fintladgquate cause, the hearing
committee shall evaluate all available evidence and rest its recommendation upon the evidence
in the record.

. The hearing committee may hold joint grearing meetings with the parties in order to

simplify the issues, efta stipulations of facts, provide for the exchange of documentary or
other information, and achieve such other appropriatt@aeing objectives as will make the
hearing fair, effective, and expeditious.

The hearing shall be public or private, in ad@nce with the faculty member's wishes. If the
faculty member declines to express a preference, the committee shall exercise its judgment as
to whether the hearing should be public or private.

The burden of proof that adequate cause for terminatidismissal exists rests with the
university.

. During the proceedings the faculty member shall be permitted to have an academic adviser or

counsel of his/her own choice. At the request of either party or the hearing committee, a
representative of an pppriate educational association shall be permitted to attend the
proceedings as an observer.

. An accurate record of the hearing or hearings shall be taken and the official transcript shall be

made available to the faculty member, without cost, afatidty member's request.

The hearing committee shall grant adjournments to enable either party to investigate evidence
about which a valid claim of surprise is made.

The faculty member shall be afforded an opportunity to obtain necessary witaedses
documentary or other evidence. The administration shall cooperate with the hearing
committee in securing witnesses and in making available documentary and other evidence.

Thefaculty member and the dean, department chair, and university offiveiged with the
dismissal proceedings shall have the right to confront and-exasgine all witnesses. Where
those witnesses cannot or will not appear, but the committee determines that the interests of
justice require admission of their statements,dbmmittee shall identify the witnesses,

disclose their statements, and if possible provide for interrogatories.
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L. In the hearing of charges of professional incompetence, the testimony shall include that of
gualified faculty members from this or othasiitutions of higher education.

M. The hearing committee shall not be bound by strict rules of legal evidence, and may admit any
evidence that is of probative value in determining the issues involved. Every reasonable effort
shall be made to obtain tingost reliable evidence available.

N. The findings of fact and the decision of the committee shall be based solely on the hearing
record.

O. Except for such simple announcements as may be required, covering the time of the hearing
and similar matters, plib statements and publicity about the proceedings by either the faculty
member or administrative officers shall be avoided as far as possible until the proceedings
have been completed.

P. Pending a final decision by the hearing committee, the facultybeestall be suspended, or
assigned to other duties in lieu of suspension, only if immediate harm to himself/herself or
others is threatened by his/her continuance. Before suspending a faculty member, and pending
an ultimate determination of his/her sgtbhrough the institution's hearing procedures, the
administration shall consult with the Grievance Committee concerning the propriety, the
length, and other conditions of the suspension. A suspension that is intended to be final is a
dismissal and shalle treated as such. Except in extreme circumstances, the salary of the
faculty member shall be continued during the period of suspension.

Q. If the hearing committee concludes that the case for dismissal has not been justified by the
evidence in the recd, it shall so report to the Chancellor/Presidard the Provostlf the
committee concludes that the case for dismissal has been established, it shall reccmammend
the Chancellor/Presidestther dismissal or, if it believes it more appropriate, eless
academic penalty. In the latter case, it shall provide supporting reasons for its judgheent
Chancellor/President makes a recommendation to the Board of Regents which makes the final
decision.

Disposition of Recommendations of Dismissal Hearing @amittee

On completion of the hearing committee's work:

A. The Chancellor/President, the Provost, and the faculty member shall be notified in writing of
the decision of the ad hoc hearing committee and shall be given a copy of the record of the
hearing.

B. After studying the repodnd recommendation by the Proydabe Chancellor/President shall
submit his/her recommendation to the Board of Regents. If the recommendation differs from
that of the committee, the Chancellor/President shall state hisdsons for disagreement in
writing to the hearing committee and to the faculty member, and shall provide an opportunity
for response before transmitting the case to the Board.

C. If dismissal or other severe sanction is recommended, the ChancellogRteatidll, on
request of the faculty member, transmit the record of the case to the Board of Regents. The
review shall be based on the record of the committee hearing, and the Board shall provide
opportunity forstatements, oral or written or both, by fheulty member and thgerson
initiating the dismissal proceedings or by their representative.
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D. Either the decision of the hearing commitséall be sustained by the Board, or the proceeding
shall be returned to the Chancellor/President, with spahfiections, for reconsideration by
the committee. The committee shall reconsider, taking into account the stated objections and
receiving new evidence if necessary. Thencellor/President shall then forward the results
of the reconsideration, alongtwihis/her own recommendation to the Board of Regents, who,
after study of the reconsideration, shall make the final decision.

Termination Proceedings

If the appointment is terminated for any of the reasses (ustifications, pag&6-87) defined

above the faculty member shall receive salary until the effective date of termination, except in the
case where salary has been discontinued during suspension. On the recommendation of the
faculty hearing committeand review by the Provgghe Chancellor/Rsident, in determining the

date of termination, may take into account the length and quality of service of the faculty member.
Notice of the date of termination shall normally be given in accordance with the following
schedule: at least three monthgh# final decision is reached by March 1 (or three months prior

to the expiration) of the first year of probationary service; at least six months, if the decision is
reached after six months of probationary service, or if the faculty member has tenisre. T
provision for terminal notice of salary need not apply in the event there has been a finding that the
conduct which justified dismissal involved dishonesty in teaching or research, neglect of duty, or
unfitness of the faculty member in his/her profesal capacity as a teacher or researcher, in

which case termination may be immediate and requires no prior notice.

Dismissal for Medical Reasons

Termination of a tenured appointment or of a+temured or special appointment before the end of

the periodof appointment for medical reasons shall be based upon clear and convincing evidence.
The decision to terminate shall be reached only after there has been appropriate consultation and
the faculty member or his/her representative has been informed afdiseobthe proposed action,

and has been afforded an opportunity to present his/her position and to respond to the evidence. If
the faculty member so requests, the evidence shall be reviewed by the Grievance Committee
before a final decision is made hetBoard of Regents on the recommendation of the
Chancellor/President.

Dismissal for Reasons of Financial Exigency or Discontinuance of a Program

When the decision for termination is based upona fidefinancial exigency or discontinuance of

a progranor academic department, faculty members shall be able to have the issues reviewed by
the Grievance Committee, with ultimate review of all controverted issues by the
Chancellor/President. In every case of financial exigency or discontinuance of a program o
academic department, the faculty member concerned shall be given notice as prescribed in
paragraph Hgage92) or paragraph Gpage94). Before terminating an appointment because of

the discontinuance of a program or academic department, the Unieéndibyiston shall make

every effort to place affected faculty members in other suitable positions.

If the faculty member's appointment is terminated before the end of the period of
appointment either because of financial exigency or because of the mlisaaoe of an academic
department, the released faculty member's place shall not be filled by a replacement for at least
three years, unless the faculty member has been offered reappointment and a reasonable time
within which to accept or decline it.
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Financial Exigency Policy
This policy applies only to tenured and tenure track faculty.

A. Definition of Financial Exigency. For the purposes of this policy, a financial exigency is an
actual or impending financial crisis that threatens the survival afrtiversity in its current
structure and which cannot be alleviated by less drastic measures than terminating tenured and
tenure track faculty. Words like "crisis" and "survival" are used to make it clear that an
exigency must involve extremely seriousancial problems, and not merely minor or temporary
budget difficulties. Further, the financial problems must threaten the existence of the entire
university, and not just a part thereof. The definition of financial exigency also embodies its
primary corsequence, the authority to dismiss tenured and tenure track faculty. This is a drastic
step that should be taken only after all reasonable alternatives have been exhausted. The
declaration of an exigency requires that the dismissal of tenured andttacuriaculty is
likely, even if such dismissals are not imminent.

B. Consultation Prior to Declaration of Exigency. When the Chancellor/President believes a
bona fidefinancial exigency exists, s/he shall promptly inform and seek the advice of the
Courtil of Deans and the Faculty Senate. The request for advice shall be accompanied by
written supporting documentation, including detailed financial data. The Faculty Senate shall
promptly inform and seek the advice of the appropriate grangsding theUndergraduate
Committee, the Graduate and Professional Stu@esmittee the Research and Scholarship
Committee and the Student Government Association. Each group will be invited to present its
reactions to the Faculty Senate. The Faculty Senatecandance with its bylaws, will in turn,
provide advice and consultatitmthe Chancellor/Presideand the Provostbout the
declaration of an exigency. Disagreements should be noted by the Faculty Senate, and groups
that disagree with the positions &akby the Faculty Senate can present their views directly to
the Chancellor/Presideand the ProvostThe Chancellor/President will provide advice and
consultation to the Board of Regents.

C. Declaration of Financial Exigency. The decision to declarefimancial exigency may be made
only by the Board of Regents. Before declaring a financial exigency, the Board must meet in
open session to consider the positions of the Chancellor/President and the Faculty Senate. The
declaration of an exigency requird® affirmative vote of the Board according to procedures
established in its bylaws.

D. Consultation during Exigency. After the declaration of an exigency, major steps for dealing
with the financial crisis will be reviewed jointly by the Chancellor/Riexst the Provosand the
Faculty Senate. Proposals to terminate or significantly alter academic programs shall be
submitted for consideration to the existing academic review commityetae
Chancellor/President

E. Plan for Retrenchment. A retrenchnent plan must be approved by the Board of Regents
before actions are taken pursuant to a declaration of financial exigency. Prior to the approval of
a plan, or the amendment of an existing plan, the Board must meet in open session to consider
the positios of the Chancellor/President and the Faculty Senate. Termination of faculty
appointments or major changes in academic programs must conform with the principles
established in the plan, as well as the provisions of this document. The plan may pravide for
termination of tenured faculty in one program while untenured faculty are retained in another
program. Academic considerations will be primary in making program and personnel decisions.
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F. Consideration of Less Drastic Alternatives Prior to Terminaton of Faculty. Prior to issuing

notices of dismissal to tenured and tenure track faculty or canceling academic programs, the
Chancellor/President shall give careful consideration to all reasonable alternatives including but
not limited to the following:

1. An early retirement program.
2. Voluntary leaves of absence or paimbe employment.

3. Transfer of faculty to other positions with the University of Houston for which they are
gualified.

4. Reduction or postponement of ranademic expenses.
5. Saleof assets and other means to increase revenue.

. Order of Termination. Except in extraordinary circumstances where a serious distortion of an
academic program would otherwise result,4t@mure track faculty within a program shall be
terminated beafre any tenure track faculty are terminated, and any untenured faculty within a
program shall be terminated before any tenured faculty are terminated. Where consistent with
the academic needs of the university, preference shall be given to tenureddbbigher rank,

and to more senior faculty within the same rank.

. Termination Notice and Procedure. Termination of tenured faculty and tenure track faculty
with at least eighteen months probationary service requires notice of at least twelve months.
Tenure track faculty in the first year of probationary service will be given notice of termination
at least three months before the end of the academic year. Tenure track faculty in the second
year of probationary service must be given notice of teriioimat least six months before the

end of the academic year. Recommendations for the dismissal of tenured and tenure track
faculty arereviewed by the Provostifeecommendation to and actibg the

Chancellor/President. The final decision is made thghconcurrence of the Board of Regents.

In all cases the administration shall exercise due diligence to ensure that actions taken to give
notice of termination conform to all applicable state and federal laws.

Procedures for Review of Personnel Actios Based on Financial ExigencyAny faculty
member who is given notice of termination or is subject to a personnel action that would be
prohibited in the absence of an exigersgntitled to a hearing before the designated faculty
body specified in the klversity of HoustorFaculty Handbook Among the issues to be
considered by the review panels are:

1. Disagreements concerning the existence and exteriaiafideexigency.
2. Adherence to the plan for retrenchment.

3. Compliance with proceduraéquirements.
4

Improper motives related to academic freedom, race, national origin, religion, age,
handicap, veteran's status, gender, genetic information, sexual orientation, or gender identity
or expression in the dismissal of a faculty member.

Theburden of proof in dismissal proceedings rests with the university. The findings of the
Faculty Senate regarding the existence of a financial exigency may be introduced in review
proceedings.
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J. Policies Related to Financial Exigency.The following poicies will be followed with regard
to tenured and tenure track faculty dismissed due to financial exigency.

1. Job placement services will be provided.

2. Eligibility to participate in state premium sharing and group insurance programs sponsored
by the university will continue at least until the end of the notice period. Eligibility for 18
months of additional coverage is available through Consolidated Omnibus Budget
Reconciliation Act (COBRA) without premium sharing. The individual will pay the full
cost.

3. From the time notice is given until the termination of assigned duties, terminated faculty
members are entitled to enroll in courses for credit without payment of tuition or fees,
provided that the faculty cga) meet fundamental job obligationsd(b) meet the
requirements for admission to the course or program. The provisionkachéy
Handbookregarding "Graduate Work by Faculty" shall not apply.

4. If faculty positions terminated inl@ona fidefinancial exigency become available within
three years of such termination, the university shall offer those positions to qualified faculty
members terminated under the financial exigency. If that faculty member is rehired to
his/her position, s/he will assume the same seniority, including tandreank, as was
previously held to the extent allowed by law.

New academic and administrative appointments will not be made while a financial
exigency is in effect, unless a serious disruption in the academic program would otherwise
result.

K. Termination of Exigency. The declaration of a financial exigency by the Board of Regents
shall be for a specified period of time not to exceed two years, unless extended after compliance
with the same procedures as required for the initial declaration of exig&he Board of
Regents may, by majority vote, terminate a financial exigency at any time. However, nothing in
this section shall imply that notice of dismissal issued to any individual during a period of
declared exigency is automatically withdrawn thveswise invalid.

Policy for the Termination of Faculty Due to the Discontinuance of a Program,
Department, or College for Reasons Other Than Financial Exigency

This policy covers only those situations which involve the termination of tenured andtteckre
faculty because of discontinuance of a program, department, or college (whose creation or initiation
would require approval by the Board of Regents).

A. Procesdor Discontinuance. The recommendation to discontinue a program, department, or
college sall be made by the Chancellor/President on the basis of educational considerations
and only after consultation and review as set forth herein.

B. Consultation Prior to Discontinuance. When the Chancellor/President believes that a
discontinuance which nyanvolve the termination of tenured or tenure track faculty is
necessary, he or she shall inform and seek the advice of the Council of Deans and the Faculty
Senate. The request for advice shall be accompanied by written supporting documentation. The
Faailty Senate shall promptly inform and seek the advice of the appropriate groups including
the Undergraduat€ommittee, the Graduate and Professi@tatliesCommittee the Research
and Scholarship Committethie Staff Council, and the Student Governmergo&gation. Each
group will be invited to present a response to the Faculty Senate. The Faculty Senate will, in
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turn, provide advice and consultation to the Chancellor/Presaeln®®rovost Disagreements
should be noted by the Faculty Senate, and grihgislisagree with the position taken by the
FacultySenate may present their views directlyite Chancellor/Presideand the Provost

C. Declaration of Discontinuance.The decision to discontinue a program, department, or college
may be made only biyhe Board of Regents. A plan, approved through appropriate channels of
consultationwill be presented by the Chancellor/President to the Board of Regents before
action is taken pursuant to discontinuance. Prior to the approval of a plan or the am@fidmen
an existing plan, the Board must meet in open session to consider the position(s) of the
Chancellor/President and the Faculty Senate. Termination of faculty appointments or major
changes in academic programs must conform with principles establistiexiplan, as well as
the provisions of this document. The plan may provide for the termination of tenured faculty in
one program while untenured faculty are retained in another program. Academic considerations
will be primary in making program and pemel decisions. The discontinuance requires the
affirmative vote of the Board according to procedures established in its bylaws.

D. Consultation. After the decision to discontinue, major steps for dealing with the affected
parties will be reviewed jotty by the Chancellor/Presidenhe Provostand the Faculty
Senate.

E. Consideration of Less Drastic Alternatives Prior to Termination of Faculty. Prior to
issuing notices of dismissal to tenured and tenure track faculty or canceling academic programs,
the Chancellor/President shall give careful consideration to all reasonable alternatives, including
but not limited to the following:

1. An early retirement program.
2. Voluntary leaves of absence or paime employment.

3. Transfer of faculty to dter positions within the University of Houston for which they are
qualified.

4. Retraining faculty for positions within the University of Houston.

F. Order of Termination. Except in circumstances where a serious distortion of an academic
program would therwise result, notenure track faculty within a program shall be terminated
before any tenure track faculty are terminated, and untenured faculty within a program shall be
terminated before any tenured faculty are terminated. Where consistent vatad®enic
needs of the university, preference shall be given to tenured faculty of higher rank, and to more
senior faculty within the same rank. Care must be taken to consider the employment of groups
entitled to affirmative action.

G. Termination Notice and Procedure. Termination of tenured faculty and tenure track faculty
with at least eighteen months probationary service requires notice of at least twelve months.
Tenure track faculty in the first year of probationary service must be given noticenofagon
at least three months before the end of the academic year. Tenure track faculty in the second
year of probationary service must be given notice of termination at least six months before the
end of the academic year. Recommendations for thasdiahof tenured and tenure track
faculty arereviewed by the Provostfeecommendation to and actibg the
Chancellor/President. The final decision is made by the Board of Regents. In all cases the
Chancellor/President shall exercise due diligen@nture that actions taken to give notice of
termination conform to all applicable state and federal law.
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H. Procedures for Review of Personnel Actions Based on Discontinuancny faculty
member who is given notice of termination is entitled to a heéafgre the designated faculty
body, as specified in the University of Houstesculty Handbook (see Faculty Senate
Constitution, Bylaw Thirteen, pa@29. Among the issues to be considered by review panels
are:

Disagreements concerning the neediszontinue.
Adherence to the plan to discontinue.
Compliance with procedural requirements.

Improper motives related to academic freedom, race, national origin, religion, age,
handicap, veteran's status, gender, or sexual orientation irsthessl of a faculty
member.

o N PR

The burden of proof in dismissal proceedings rests with the university. The findings of
the Faculty Senate regarding the discontinuance may be introduced in review proceedings.

I. Faculty Dismissal Policies Related to Dismtinuance. The following policies will be
followed with regard to tenured and tenure track faculty dismissed due to discontinuance:

1. Job placement services will be provided.

2. Eligibility to participate in state premium sharing and group insurprmgrams sponsored
by the university will continue at least until the end of the notice period. Eligibility for
eighteen months of additional coverage is available through the Consolidated Omnibus
Budget Reconciliation Act (COBRA) without premium sharinithe individual will pay the
full cost.

3. From the time notice is given until the termination of assigned duties, terminated faculty
members are entitled to enroll in courses for credit without payment of tuition or fees,
provided that the faculty cga) meet fundamental job obligations afiJ meet the
requirements for admission to the course or program. The provisionkachéy
Handbookregarding "Graduate Work by Faculty" shall not apply.

4. Any terminated faculty position advertised or filledhin three years of the date of
termination shall be offered first to the faculty member who previously held that position. If
that faculty member is rehired to his/her position, s/he will assume the same seniority,
including tenure and rank, as wagypusly hedl to the extent allowed by law.

Alterations in Conditions of Employment

Voluntary Modification of Employment (VMOE)

A. Eligibility: Full-time faculty who have reached age 55 and have been enrolled in the Texas
Teacher Retirement System (TR8 in an approved Optional Retirement Program (ORP) for at
leastfive years may be considered for participation.

B. Qualifications: The following qualifications of employment must apply for those faculty
approved for participation in the program:

1. Status as a fulime faculty member shall be relinquished, including tenure rights but not
academic freedom.

2. Teaching and other work assignments may be negotiated on an individual basis, but may not
exceed 49 percent fulime employment (FTE) for thacademic year. Such negotiated
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agreement must be in writing and signed by the faculty member and the Senior Vice
President for Academic Affairs or designee.

3. Compensation to the faculty member during the VMOE period shall be negotiated and
reflect the percent of fultime equivalent status.

4. The eligibility of a participant to receive retirement benefits shall be governed by state laws
and regulations pertaining to such eligibility and, in the case of individuals enrolled in the
Optional Retiremen®rogram, the terms and conditions specified by contractual agreement
of the individual with the particular provider.

C. Benefits: Depending upon space availability and current budgetary considerations at the time
of VMOE approval, the participant may batitled to amenities normally afforded faitine
faculty to include, but not be limited to, office space, library and parking privileges, and clerical
support, authority to be principal investigator on grants, to supervise graduate students and to
serveon and chair thesis and dissertation committees. In addition, the individual shall have the
option to participate in health and life insurance programs to the extent provided by the state or
by the university for retirees. (Information concerning sushrance benefits is available from
theHuman Resourcdsenefits office.) Participation in the Texas Teacher Retirement System,
Optional Retirement Programs, or tax deferred annuities is not available to the faculty member.

D. Duration: A negotiated agrement for VMOE shall be for an initial period of time not to
exceedhreeyearsand may be renewed annually thereafter by mutual agreement.

University of Houston Procedures

A. Applications and recommendations for VMOE should be forwarded from the nhepduthair
to the dean to the Provost no later than four months prior to the effective date that retirement is
to take effect.

B. A faculty member who is accepted in this program will be notified by the dean of such
participation within two months of hisér application. After agreement between the individual
and the university with regard to the VMOE, the faculty member will relinquish his/her tenured
status.

C. Following the VMOE agreement, the university will employ the faculty member at a semester
workload less than half of the normal workload for-fithe faculty. Such agreement initially
shall befor no more than three years, with an annual renewal offteyeafter. At the
beginning of each academic ygdre individual and department chair dkejree, in writing, to
the activities and duties that will constitute the faculty member's workload for the VMOE
agreement.

D. For such reduced workload, and during its continuance, the university will pay the participant a
compensation to be determinasi follows:

For faculty on VMOE during the first year of such reduced workload, the salary of the
participant will be the percentage of the ftithe salary for the academic year equal to the
percentage of the contracted workload. At the option gb#ingcipant, such salary will be paid
in either nine or twelve equal installments. In subsequent years, the salary will be incremented
by an amount not less than that corresponding to anyrstatdated pay increments for all
employees. In addition falty will be considered for merit increments according to college
bylaws from any merit funds allocated by the state or the university.
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E. Failure of the participant to perform duties under the VMOE agreement may be considered a
breach of the agreement.t the end of such academic year, the obligation of the university
under this policy shall be terminated.

If a dispute arises regarding the ability of the faculty member to continue in his/her
capacity under the terms of the agreement, the faculty meagbess (as part of the VMOE
agreement) that the university shall have the right to have the faculty member examined by an
appropriate licensed health care provider of the university's choosing to determine capability.
The physician's findings shall betalmed as a signed written statement, a copy of which is to
be provided to the faculty member and his/her legal counsel if such has been retained. The
statement shall include a determination as to the fithess of the participant to continue to perform
theconditions of the contract and shall be binding on both parties. A period of six months must
elapse before the faculty member can again be examined medically in this regard should s/he be
found able to continue by the examiner.

F. Should state or federlw change or be interpreted to prohibit the purpose of any provision of
this agreement, the participant shall, if s/he chooses, be reinstated by the university to the rank
andsalaryheldatthe date of his/her election to participate in the VMOE progiarthe event
of such reinstatement, however, the participant who had opted for retirement and collected
retirement benefits may not be a member of the Teacher Retirement System of Texas or of the
Optional Retirement Program, except as provided by WWRS or ORP patrticipant who is
reinstated will be subject to all laws and rules governing employment after retir@mkrming
those providing for forfeiture of benefits received for the period during which s/he had returned
to full-time status. Groumsurance benefits under the Employment Retirement System of
Texas will remain at the retiree level should the participant be reinstated to his/her former rank.

G. A participant shall be entitled to all the benefits and amenities as allowed by statel ltow a
which s/he qualifies including participation in retiree medical group and limited life insurance
plans, but excluding participation in TRS, ORP, otherdaferred annuities offered at the
university, and cafeteria plans offered under Section 1#%edhternal Revenue Code.

H. A participant's eligibility to draw retirement benefits from TRS or an ORP contract and his/her
eligibility for membership in TRS or ORP will be governed by the laws and rules governing
such eligibility.

Leaves without Pay

Extended leaves of absence without pay may be granted-tonfalemployees based upon

individual consideration. Normally the purpose of such leaves is to develop or enhance the
individual's total effectiveness to the benefit of the university. Leaitesut pay will be granted

for a maximum of 12 months. However, the Chancellor/President may grant a request for an
extension to allow a faculty member to work for another governmental entity under an interagency
agreement or for educational purposdsxténsion of the leave without pay beyond 12 months

may not include eligibility for extension of benefits; eligibility is subject to verification by Human
Resource8enefits personngl

Other circumstances, such as extended illness or personal reaagradso justify the
granting of extended leave. Leave without pay is not an inherent right but is the prerogative of the
university. The Provost must approve leaves without pay for faculty.

During a period of leave without pay, seniority is not comsd to be interrupted, but
benefits associated with pay status are affected. All group insurance programs exegphiong
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disability and shorterm disability may be continued in force for 12 months (or 24 months if the
leave is for educational purpo¥éy advance payments of full premiums. Ldegn disability

and shorterm disability automatically terminate at the beginning of the leave of absence without
pay. They may be reinstated upon return to an active status without providing evidence of
insurability. Continuation of other group insurance programs beyond 12 (24) months is available
under COBRA provisions only in the event of termination of employment. If the leave without
pay extends beyond 12 months (24 for educational purposes), the eeplay apply to convert
medical, dental, and life programs to individual policies. No prensharing contributions are
provided during a leave without pay. Contributions to flexgpending dependent care accounts
are suspended during a leave withaay.pContributions to flexibkspending health care accounts
are suspended during a leave without pay if the participant has not made a contribution to the
account for the current year. If at least one contribution has been made to a health care account
during the current year, the participant must make the full annual contribution, either from the last
payroll check or through payment by personal check.-ded&rred annuities are suspended unless
provided by another eligible employer. Social Securityecage ceases unless the individual is
employed by another covered employer. Lewaith-pay benefits do not accrue during a period of
leave without pay.

Membership in the Teacher Retirement System or the Optional Retirement Program is
suspended, and cwibutions may not be withdrawn without the action being considered as a
resignation. Under certain circumstances, retirement credit with the Teacher Retirement System
of Texas can be purchased by the employee upon return from leave; these circumstantd® s
investigated by the faculty member before entering upon{e@heut-pay status as prior
approval is required by the Teacher Retirement System of Texas.

Other Temporary Leaves

All absences of members of the faculty shall be reported to themaie department chair, dean,
or director, and on Time and Effort Reports. Absences extending over more than three
consecutive weeks must be reported to the Provost.

Emergency Leave

The university provides emergency leave with pay in the event @th de&thin the immediate

family (bereavement). Immediate family is defined as spouse, children, parents, brothers, sisters,
grandparents, or grandchildren, includingaws. Emergency leave cannot be accumulated.

Length of emergency leave shall be deti@ed at the discretion of the Chancellor/President or
his/her designee. Other reasons besides death of a family member may also be available, at the
discretion of the Chancellor/President, according to state $#8@SAM 02.D.04for more

information.

Jury and Witness Service

No employee shall sustain a loss of regular compensation when called upon for jury duty or to
testify at the order of a court or othgeacy of government or upon the request of the university.
Specific regulations about the compensation for such service and out of town travel expenses may
be obtained from the Human Resources Departntee¢SAM 02.D.04for more information.
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Military Duty

University employees are granted leaves for military duty of three types: National Guaid Duty
leave granted with pay if called by the Governor becatiaea emergency; United States Armed
Force$leave granted without benefits except state service credit when reserves are called to active
duty; Military Reserve Trainirigeave granted with pay up to 15 days per calendar yoze

SAM 02.D.04for moreinformation.

Volunteer Fireman Training

Faculty may be granted paid leave to attend training schools provided by state agencies, up to five
days per calendar year.

Note: Employees cannot charge leave to sick or vacation leave.
SeeingEye Dog Training

Faculty may be granted paid leave of up to ten days per calendar year to attend a training program
to acquaint a blind employee with the see@yg dog to be used Iltlye employee.

For additional information: Human Resourcésistomer Service Center, #¥33-3988§ or
visit the website dtttp://www.uh.eddiumanresources/benefits/leaareformation.

Other Leaves

Leaves of Absence
(For more information, seddHS Board of RegentBolicy 57.09

The Board delegates to the Chancellor/President or his/her desigreghibiety to grant extended

leaves of absence to employees of the System. Leaves may be granted for such purposes as researt
and writing, education, other personal development, or extended iliness, according to System
guidelines. Leaves are awards $pecific periods up to twelve months. Consideration may be

given for renewal.

Leaves of absence for personal reasons may result in an extension of the probationary period.
Seepage66 for the policies on Extension of Probationary Period. Alsqasges 6364 under
Probationary Period.

Faculty Development Leave

As a research university, the University of Houston depends upon the knowledge and skill of its
faculty. To enhance these skills, each college has provisions for faculty development leabes. S
leaves should be arranged in accordance with college leave policies and the Board offRdiggnts
57.06 Leaves of Absenc@and Texas Education Code sections 51108

Faculty development leaves, granted for either one academic yearlalbsalary or for one
long semester at regular salary, provide an opportunity fetifud faculty to improve their
professional effectiveness through research, writing, study,diddrvation, or other suitable
professional activities.

Faculty Development leavegth pay are awarded by the faculty member's colgk

approved by the ProvosEaculty Development leavegth pay are designed for tenured faculty
who have held fultime, tenure track positions at the University of Houston for at least seven years.
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Candidates must present justification for the time ne&alednduct research or carry out
professional development for an extended period.

To apply for aFaculty Develpmentleave with pay, candidates submit their requests to the
deans of their colleges, following college policies. The dean then forwards the request to the
Provost for approval.

Reassignment of Duties
Frequently faculty find external funding fogsearb. Inthe event that any external compensation is
paid by disbursement through the Universityos
paid status with the university, and compensated with third party.fuffisseesearch assignments
are nornally for one semester or one ye&epending on the terms and circumstances of the
external fundingfaculty may request an extension for up to a total of two yelResearch
assignmentand extensions must follow college procedures and then be appyptieel Provost.

Development Leave for Administrators

A faculty member who has held an administrative position with significant administrative duties,

and is returning to a teaching position may be eligible for an academic semester of development
leaveat t he faculty memberds full regular sal ary
teaching effectiveness before assumingtiulle teaching responsibilities. In situations where the

faculty member has held the administrative positionatthiversity of Houston for more than four

years, the development leave may be granted for one year. In accordance with Texas Education
Code § 51.948, eligible administrators may also include department chairs or heads of programs.

The administrator wheeceives Development Leave must return to work at the University of

Houston for the amount of time equal to the leave, or must repay the costs of the leave.

Sick Leave Policy
(System Administrative Memorandum 02.D.01)

Full-time faculty of the Universitpf Houston System shall, without deduction in salary, be entitled
to sick leave subject to the following conditions:

A. A faculty member will begin earning entitlement for paid sick leave on the first day of
employment, and credit for one month's accwidlbe given and posted for each month or each
fraction of a month to that faculty member's leave record on the first day of employment and the
first day of each succeeding month of employment thereafter.

B. The faculty member will accrue sick leaveta rate of eight hours per month of ftithe
employment. Faculty who are employed at least 50% FTE but less than 100% FTE shall accrue
sick leave at a percentage equal to their percentage time employed. Sick leave shall accumulate
with the unused amouf such leave carried forward each month. Sick leave accrual shall
terminate on the last day of duty.

C. Sick leave with pay may be taken when sickness, injury, or pregnancy and confinement
prevents the faculty member's performance of duty, or whefa¢héy member is needed to
care for and assist a member of his/her immediate family who isnihediate familys
defined as those individuals related by kinship, adoption, or marriage or foster children who are
certified by the Department of Protectiand Regulatory Services and who are living in the
same household as the faculty member. If the family member does not reside in the faculty
member's household, use of sick leave is limited to the time necessary to provide care and
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assistance to a spays child or parent of the faculty member who needs such care as a direct
result of a documented medical condition. For the purpose of this policy, parent does not cover
parentsin-law of the employee.

D. An employee who must be absent from duty becatigmess shall notify the appropriate
supervisoor cause the supervisor to be notified of that fact at the earliest praictieal

E. An employee who uses sick leave is required to document his/her absence from work in
accordance with procedures ddished for such documentation by each component.

F. To be eligible for accumulated sick leave with pay during a continuous period of more than
three working days, a faculty member absent due to iliness shall send to the administrative head
of the responible unit a health professional's certificate showing the cause or nature of the
illness, or some other written statement of facts concerning the iliness that is acceptable to the
administrative head. It is within the discretion of the administrative toegajuire
documentation concerning illnesses resulting in absences of three working days or less. Each
component head may delegate this authority to the employee's supervisor.

G. Upon return to duty after sick leave, the faculty member concernedwttiatiut delay,
complete the prescribed application for sick leave and submit it through proper channels to the
appropriate approving authority for consideration. Faculty members must submit prescribed
leave forms for all sick leave if the absence occud@ing the normal workday for regular
employees, even if no classes were missed.

H. The beneficiary or estate of a deceased faculty member is entitled to payment of one half of the
unused sick leave or 336 hours, whichever is less, provided that titty faember had
continuous state employment for at least six months at the time of death.

|. Exceptions to the amount of sick leave a faculty member may take may be authorized by the
Chancellor/President on an individual basis after a review of the rokatparticular case. A
statement of any such authorized exceptions and the reasons for them shall be attached to the
university's timesheet for the payroll period affected by such authorized exceptions. See section
below on Extended llinesses for dédai

J. Faculty members on twelve month appointments shall be covered by the annual leave policies
found in theStaff Handbook

Faculty accumulate eight hours of sick leave per month of teaching. When faculty members or
members of their immediate famibecome ill, faculty must notify the department chair or college
associate dean immediately to make plans to provide substitute instructors or activities for all missed
classes.All faculty are required to record their sick leave in P.A.S.S. and noteotlvs spent away
from campus because of personal or family illnd3gring the academic session, the days spent
away from campus accumulate at eight hours per day, whether a class was held or not.

Interagency Transfer of Sick Leave

A person employed bihe university who previously has been employed by another agency of the
State of Texas, whose employment with the state is uninterrupted, and who is eligible for sick leave
with the University of Houston may transfer to the university accumulated s teedits.

Employees separated from employment with the State under a formal reduction in force policy shall
have their sick leave balance restored if reemployed by the State within twelve months of their
termination. In addition, employees who areasafed for other reasons may also apply to have

their sick leave balance restored if they are reemployed by the State within twelve months of their
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termination, provided that these employees have had a break in service of at least one month since
their dae of termination.

Any person transferring sick leave credits to the university from another state agency under the
terms of these provisions may use these credits at any time after employment subject to the usual
supervisory notification and requiremefis use of sick leave.

It is the responsibility of the new faculty member to secure documentary proof of transfer
credits from former employers. Such documentary proof shall be presented to the Human Resources
within six months of employment.

Sick Leave Pool
(Board of RegentBolicy 57.09

The Board of Regents delegates to the Chancellor/President the authority and responsibility to adopt
and implement a program within thes$sm to allow employees voluntarily to transfer sick leave

time earned by the employee to a sick leave pool, administered by the Chancellor/President or
his/her designee, for the benefit of eligible employees suffering from catastrophic illnesses or
injuries. The Chancellor/President shall not be eligible to participate in the sick leave pool.

The sick leave pool allows salary continuation to an employee who has exhausted all paid leave
time because the employee or a member or the employee's immeidtestperienced a
catastrophic illness or injury. A physi<ciané
day lifetime maximum that may be used in increments of up to 30 days at a time. A new
physiciands st at e me ntregomests Pleate aoteshatlpensons wwleoadlectto t h
use their shorterm disability insurance are not eligible for sick leave pool.

Employees may voluntarily transfer any number of sick leave hours from their personal
accumulation to the sick leave pool kdiscal year.

For additional information: Employee Benefits, Human Resources Customer Service Center,
7137433988 or visit the website attp://www.uh.eddiumanresources/beefits/leave
information/.

Extended llinesses

When faculty members' or their immediate family members' ilinesses require extended time away
from campus, faculty members should make long term arrangements for their students. Students
mustbenotified beforehandwhenevepossibleto makeotherarrangementfor theirappointments,
classes, and research. Department chairs or the associate deans will facilitate these arramgements
addition to informing the faculty member of the pertinent rules regaehitended illnesses

Most of the regulations concerning extended illness are set by state law and must be observed
without deviation. For example, during the academic session, the days spent away from campus
(eight hours per day, whether a class wdd benot) must then be recorded as sick leave taken in
P.A.S.S.

In cases of extended iliness, faculty members use their paid sick leaves at a rate of eight hours
per working day, whether they have classes or not. At the end of the sick leave naguliy
eligible for additional days from the campus sick leave pool and should petition the Benefits Office.
Pool availability will determine acceptance or denial of the petition.
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When all paid leave is exhausted, ill or disabled faculty regyest d eave without Pay for an
additional 12 months, the maximum allowed by the State of Texas. At any time during these leaves,
faculty who regain their health will have the optionreturn to their teaching and research duties.

At the end of the I-PnonthLeave without Pay, faculty members musther return to their
prior positions and fulfill all professorial duties or resign, according to State law. In the event that
they are no longer able to assume their priortfaike roles, faculty members needdiscuss their
future plans with the Benefits Office and department chairs or associate deans.

Several options are open to faculty members whose disability extends beyond the time of their
sick leave and Leave without Pay. The choice depends on thre nathe disability, the length of
service, insurance benefits, and other individual differences. For example, should the disability
allow, faculty members may work pdiine as needed by the department or college. In this case
they only will be eligibé for those benefits given to any pamie faculty member. Faculty with at
least 10 years of service to the University of Houston may take a Disability Retirement. This allows
them to receive paid retirement benefits (health and life insurance buhgoleom Disability or
retirement deductions). Faculty on Disability Retirement are eligible for all other retirement
benefits, including consideration for Emeritus status. These faculty members should speak with
their chairs or associate deans, as tteability Retirement is similar to any voluntary modification
of employment, which is described below.

Faculty members with Long Term Disability (LTD) Insurance may receive compensation under
the conditions of their insurance contract. These paymenigtge at age 65. Faculty may still be
responsible for payment of all or part of their health and life insurance premiums.

Please see the University of Houston System Sick Leave Policy oripag€s.

Family and Medical Leave

The Family and Medicdleave Act of 1993, as amended (FMLA) allows "eligible employees™ to

take jobprotected leave for up to a total of twelve work weeks in a "year" because of the birth of a
child and to care for the newborn child, because of the placement of a child wathylwyee for

adoption or foster care, because the employee is heeded to care for a family member (child, spouse,
or parent) with a "serious health condition", because the employee's own "serious health condition”
makes the employee unable to perform thections of his/her job, or because of any qualifying
exigency arising out of the fact that the employee's spouse, child, or parent is a member of the
National Guard or Reserves on active duty (or has been notified of an impending call or order to
active dity) in support of a contingency operation. "Eligible employees" may takergibcted

|l eave for up to a tot al of 26 work weeks in a
a serious injury or iliness if the employee is the spouse, soightier, or next of kin of the service
member. An "eligible employee” is entitled to a combined total of 26 work weeks of leave for any
qualifying reason during a "year" provided that the employee is entitled to no more than 12 work
weeks of leave that teken for one or more of the reasons in the first sentence of this paragraph. In
certain cases, FMLA leave may be taken on an intermittent basis rather than all at once, or the
employee may work a patitne schedule.

SeeMAPP 02.02.0ht http://www.uh.edu/af/universityservices/policies/mapp/02/020201.pdf
for more information.
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Parental Leave

Employees who are not qualified for Family and Medical Leave are entitled to take up to twelve
weeks of Parental Leave per year for the birth of a child or the adoption or foster care placement of a
child under three years of ageAn eligible employee must use all applicable accrued paid leave
including sick leave while taking parental leave. The use of accrued sick leave is, however,
restricted to those circumstances that would otherwise qualify the employee for sick leave usage
under statéaw and university rules and regulations governing the use of sick (84w 02.D.0).

The university is required to maintain any preexisting health coveragegdhe leave period and

must reinstate the employee to the same or an equivalent position when the leave period is over.

SeeMAPP 02.02.0at http://www.uh.edu/af/universityservices/policies/mapp/02/020202.pdf
for more informatioror contact Employee Benefits, Human Resources Customer Service Center,
7137433988, or visit the websitd attp://www.uh.ediflumanresources/benefits/leave
informatior.

Teaching Relief Program

Eligibility : Full-time tenured or tenusgack faculty who are primary caregivers of a newborn
infant or newly adoptedhild.

Terms: One semester of teaching relief may be provided, in which other duties are to be assigned
instead of teaching dutie§.eaching Relief should not be used for circumstances where use of sick
leave is appropriateThe application must be amved by department chair, dean and Provost or
designegbased on the criteria set out belodnder the terms of this program, the teaching load of

the faculty member in the semester before and after the leave will not be affected by the terms of the
leawe.

Procedure

Application T Faculty member must submit an application at earliest possible date, preferably 6
months in advance of the semester in which teaching relief is requégiplication must include:
1. Arequest establishing the eligibility fdre teaching relief;
2. A sufficiently detailed description of the work to be done in place of the applicant's normal
teaching responsibilities;
3. A defined work product to be advanced,
4. An adequate method for evaluation of the work by the department cliganduring the
semester; and
5. The faculty member teaching load in the semester before and after the leave must be specified.

In the casehat both parents are employed by UH, each may take the teaching relief, either in
consecutive semesters or simuéauasly, as best fits their needs and those of their
department(s).

Approval T Approval is contingent on the following findings:

1. The proposal must be found to be in the bes
instructional program.

2. The instructioal responsibilities of the department or program can be met without the
allocation of additional resources.

3. The department or program will continue to be in compliance with applicable statutes and
policies, including:
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Texas Government Code658.002 Working HoursRequired for Salaried Employees
Texas Government Code658.007 Working Hoursfor Employees of Institutions of
Higher Education

Texas Education Codg51.4021 Report of Irstitutional and Academic Duties

Texas Higher Education Coordinatingdd Faculty Workload Guidelines

Board of RegentBolicy § 21.05 Faculty Workload

UH Academic Workload Policy, established in the UH Faculty Handbook

oo

~®ao0

Approval by AVP/Provost

The chair or dean should submit the application to the AVP/Provost, along with his or her written
review regarding eligibility and approvalpon final reviev, the AVP/Provost will issue a written
decision to the applicant and appropriate dean and/or departmentTiaidecision of the
AVP/Provost is final.
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Professional Responsibilitieand Ethics

Academic Workload
Note: Interim Policy pending Board dtegents approval

University of Houston Policy, Rules and Regulations

To carry out the core mission of the Universiggulty memberengage in a variety of activities
that are traditionally categorized eschingresearctscholarship and service

The discovery andisseminatiorof knowledgethrough research/scholarship, artistic and
scholarly endeavors and service to the collagesersity, community, government agencies and
professional organizations associated with the various university digsptombine with teaching
to fulfill the academiavorkload requirements of facultyindividual faculty member time and effort
within these three categories will vary based upon the expectation, demands anslibéggs
within the academidepartmerg disciplinesandcolleges. The effortindividual faculty direct
towards teaching, research/scholarship and service will also vary with the type of faculty
appointment (tenured, tendti@ck, nontenure track [clinical, instructor, research facylghd
national expectations in the disciplines at research intensive universities. Consistent with the goals
and mission of the Universigf Houston, it is expected that the academic workload of faculty will
be in line with those of other reseaficiensive uiversities.

Regardless of the type of faculty appointment, altiiatle faculty members at the University
of Houston are expected to work a minimum of 40 hours a week during the academic year. To
reflect the diversity and proportion of time spent omvhrious faculty activities and to assisthe t
accountability of individuafaculty workload, activitiesare quantified by work units. Thirty (30)
work units per academic year is the expectaimumfull-time academic workload for each full
time facuty member. Typically these 30 work units are distributed across the fall and spring
semester but could include the summer semester(s) dependent on the needs of individual academic
units. Expectatiomfor faculty workload are based on whether or notfétoellty member holds a
tenured, a tenurgack or nortenure track position.

Tenured or tenurrack faculty members are expected to engadgeaiohing,
research/scholarshgnd service, whereas ntgnure track faculty members are expected to expend
the majority of their effort within the domain in which they were hired (i.e. clinical, instructional or
research activities)ln the case of tenured and tentnack faculty members, total effort (i.e. 100%)
is usually distributed across the three domaintgaching, research/ scholarship, and service as
follows: 40% teaching, 40% research/scholarship, and 20% sefvarenontenure track faculty,
the majority of effort is usually expended within the domain in which they were hired (i.e. clinical,
instructional or research activities) with any remaining effort distributed across the other domains
(as dictated by the needs of the academic unit) as foll8@% primary domain, 20% distributed
across service/research.

Faculty workload expectations are@linked to the degree of differential effort expended by
the faculty member across the three major domdixamples of target woliads for each of the
different types of faculty appointments are listed bel@Were is no expectation that the entire
workload occur only on campus, during business hours or during theweaik
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Workload Matrix Examplesfor Different Typesof Full-Time Faculty Appointments

TargetWork Loadfor a full-time faculty membeis 30 work units (.e. 100% effortjypically
distributedacros<? long semesters.

Type of faculty Teaching Research/| Service Comments
Appointment Units |Scholarship| Units
Units

Exampleof seniorfaculty without significant
Tenuredraculty 12 12 6 externalkesearclsupport

Exampleof seniorfaculty with significant
Tenuredraculty 6 18 6 externakresearctsupport

Exampleof seniorfaculty with significant
TenuredrFaculty 6 12 12 | national,professionabr university service

TenuredFaculty Exampleof seniorfaculty nolonger

21 3 6 significantly engagedn research/scholarshi
Tenuretrack 6 18 6 Exampleof anewly hiredassistanprofessor
Faculty
Dependingnthedisciplineand
Nc_)rr_tenuretrack 24 0 6 college/departmerttylaws,some
Clinical )
research/scholarshipaybeexpected
Non-tenuretrack Dependingnthedisciplineand
. college/departmerttylaws,some
Instructional 24 0 6 )
research/scholarshipaybeexpected
Typically supportedy externalfunding
Non-tenuretrack ( A snoof nte Pepegnding orthediscipline

0 30 0 and college/departmergsearctiaculty may
alsoengagen teachingand service as part ¢
their workload

Researclraculty

Teaching

The dissemination of knowledge is one of the core missions of the University of Houston and
constitutes a major portionoftheacul t yés responsibilities and

While theuniversitydoesnotinsistthateachfaculty membethavethe sameteachingoad,the
faculty averagevithin eachacademiainitis 12 unitsof teachingdistributedacrosswo (2)long
semestersThis effort distribution, when expressed in term of total work units per semester (e.g. 15
work units/long semester), will normally result in tenured or tetnaiek faculty members devoting
six (6) work units/semester (i.e. 40% effort) to teaching activigeg ¢lassroom, laboratory, clinic,
graduate student supervision, etépr nontenure track faculty engaged in the instructional or
clinical domains, this will normally result in the faculty member devoting 12 work units/long
semester (i.e. 80% effort) teaching activities.

The various teaching activities that faculty members can perform as part of their overall
teaching load are described in more detail in the teaching equivalencySatii®i A: Teaching,
see pages 11113).
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Theuniversityadminstrationwill providechairsof individualacademianitstheflexibility to
achievemaximumeffectivenessn teachingeffortsasrelatedto studenenrolimentandto adjust
each individual'snstructionalassignment. New faculty shouldbeinformedatthetime of hire of
thedisciplinespecificteachingworkloadrequirementgassociateavith thedepartmenbr college.

No two colleges at the University of Houston are identical in the mixture and nature of teaching
responsibilities expected of individualculty in order to meet student needs. Each dean should
require direct instructional activities in excess of the university minimum teachiteyvhenever
such duties are necessary to meet the college's obligations to students. Each college margiscipli
area must establish a minimum greater than the university minimum if required to meet the
instructional obligations of the college to students and to operate effectively within the available
level of faculty salary resources. Colleges may, howewase hdditional stipulations so long as
they do not conflict with the general policy.

Work unit guidelines for various teaching activities (e.g., courses, laboratories, clinic
instruction, student mentoring, etc.) are provide8ection A (below)

Research/Scholarship

Thecreationanddisseminatiorof newknowledgeandscholarlywork productss anothercore
mission ofthe Universityof Houston. Dueto thediversityof research/scholarshigithin in the
specialties, disciplineslepartmentandcollegesacrosgheuniversity,it is not possibleto assign
specificwork unitsthatappropriatelyeflectthevaryingamountof effort requiredfor theactivities
listedin Section B (belowattheuniversitylevel. In addition,somedepartmentfieavilyengagedin
graduateeducation, uskboratoryresearctasanimportantandfundamentapartof training
graduatestudents. In thesecasesit maybeappropriatdo classifysomeof theseunitsasteaching
activities. Thereforegach departmemwhairor desgnatedacademiofficer in consulationwith
theirfaculty areresponsibldor determininghefair andequitablework unitsthatarereflectiveof
theindividualseffort andproductivity inthis area. Thesework unitsmustbemadeavailableto the
faculty in thedepartmentandmayincludeitemsnotlistedin Section B (belowjhatareuniqueor
critical to thecollege,academianit,ord i s ci p | i n Eh@eseworkungssustbeconsistent
with theactivitiesexpectef aresearchntensiveuniversity andthe expectation®f tenuretrack
facultyworkingtowardstenure.

Facultywith externalsupportmayusethatsupportto counttowardthe minimal general
workload requiremertty supportinga portionof their salaryfrom externalsources.Any useof
external funds in this manner (i.e. course-buy) must beonsistentvith the policiesof the
grantingagencyandsubjectto theacademial n i neelsandapproval.

Individualsgranteda competitivefaculty developmenkeaveareexpectedo meetthe 30 unit
academiavorkload,butthedistributionof unitswithin thethreecategoriegteaching,
research/scholarshgnd serviceill varydependingnthefocusof thedevelopmenlteave.

Serviceand ProfessionalDevelopment

Facultymembersengagen avarietyof serviceactivitiesthatsupporttheteachingand
research/scholarship missiofhtheuniversityandthatenhancehe educationaleconomicand
culturalvitality of thecity of Houston the stateof Texas and the natiorAs with
research/schotahip,thetime andeffort requiredfor the variousserviceactivitieslistedin Section C
(below)vary acrosghediversityof specialtiesdisciplines, departmentspllegesandprofessional
organizationsvithin theuniversity. Thereforeeachdepartmenthairor designatecicademiofficer
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in consultationwith their faculty areresponsibldor determininghefair andequablevork unit
equivalentghatarereflectiveof theindividualseffort andproductivityin thisarea. These
equivalentsnustbemadeavailableto thefaculty in thedepartment. Thesework unit equivalents
mustbe consistentvith activitiesthatsupportheteachingandresearch/scholarship missiofithe
universityandthatenhancehe educationaleconomicandculturalvitality of the city of Houston the
stateof Texas and the nation.

Accountability and Reporting of Faculty Academic Workload

The regulation and apportion of the academic workload requirement is the responsibility of the
appropriate department chair and college de@he department chair or other designated college
administrator will consult with each full time faculty member annually to review their academic
workload. An individual's fulfillment of the minimum 30 work unit requirement typically

distributed acroswvo (2) semesters will be considered when evaluating merit, promotion and tenure
decisions, as well as in the pdshure review process.

Each department chair and college dean must certify that the duties of each faculty member
meet the minimum workloaksponsibility as outlined in the academic workload policy in the
University of Houston Faculty HandbooKhe chief academic officer shall designate the officer of
the institution who will monitor faculty academic workload and submit the reports toitfe ch
academic officer for approval and comment, as appropriate, prior to submitting the reports to the
University of Houston Board of Regents following the standard reporting format and deadlines as
provided by the Texas Higher Education Coordinating Boaettcordance witlsection 51.402f
the Texas Education Code.

In accordance with Texas Educationde 51.402the University of Houston will file a report
with the board of regents, by department, that details the academic duties and services performed by
each member of the faculty during the nmenth academic year, showing compliance with the
approvel academic workload policy as outlined in the faculty handb@mails of these reporting
requirements are contained in Texas Educdliode 51.402and the Texas Higher Educatio
Coordinating Board Faculty Workload Policy Guidelines for Texas Public Universities (endorsed
July 14, 1978, and updated fall 1992, 1999 and reviewed in 2006).

This academic workload poliayasapproved by the Chancellor or designeeOatober 16,
2015andis pending the approval tiie Universiy of Houston Board of Regent3he new Workload
Policy will be phased in with full compliance by Fall 2016.

The academic workload rules and regulations shall be reported to the Texas Higher Education
Coordinding Board and included in the operating budgets and faculty handbook of each component
university. Changes in the academic workload policy must be approved by the Chancellor or his or
her designee and University of Houston System Board of Regents.

Workl oad Graphic

The Workload Executive Summary Graphic (see below) highlights the great diversity that exists
among faculty contributions.
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The Workload Executive Summary graphic is not designed to be an exhaustive list of all the various
contributions mae by faculty as a whole, but rather it is designed to exemplify how the diverse
duties and responsibilities that a faculty member may perform are interlinked across the three major

domains commonly associated with faculty wéskd (i.e. research/scholaighteaching and
service).
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