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East Carolina University
Plan for Management Flexibility to Appoint and Fix Compensation

In accordance with the University of North Carolina Board of Govemors policy
number 600.3.4, amended July 12, 2002 (Attachment 4), East Carolina University
(ECU), a Special Constituent Institution of the University of North Carolina,
respectfully submits the following plan for management to appoint and fix
compensation. The Board of Governors delegates to the Board of Trustees the
authority to appoint and fix compensation for tier I senior academic and
administrative officer (SAAQ) positions (Attachment B). Authority to appoint and
fix compensation for tier Il SAAO, EPA Research and Instructional, and faculty has
previously been delegated to the chancellor and/or his designee.

Institutional Plan for Management Flexibility for Personnel Appointments

Policy 600.3.4 requires that ECU establish or have in place the following nine items
denoted in italics:

la. Policies and procedures for the recruitment and selection of Senior Academic
and Administrative Officers.

Please see Attachment C-7, which is the ECU policy for the recruitment and
selection of faculty members and EPA administrators that includes SAAQO’s.
This policy includes the following provisions:

When a vacancy opens

Content of the advertisement
Receiving applications

The screening process

Search committees
Requirements for advertisements
Selection

For Tier I SAAQ positions, once selected, the chancellor will recommend
appointment and compensation to the Board of Trustees for approval (sce
Attachment C-2),

1. A campus policy for promotion and tenure that complies with the Code of the
University of North Carolina, current federal law, provides for the periodic
pre-tenure review, tenure and promotion review at multiple levels, and clear
requirements for promotion and conferral of permanent tenure.

The policies for promotion and tenure are outlined in Appendices C and D
{Attachment D) of the ECU Faculty Manual. These policies require that unit
administrators complete pre-employment discussions of the faculty evaluation



process. These policies also require that unit administrators complete annual
progress-toward-tenure evaluations of probationary term faculty members in
consultation with unit personnel committees. Promotion and/or tenure
recommendations are initiated by the unit committees and forwarded to the
unit administrator, who then forwards the recommendations to the next higher
administrator with the unit administrator's concurnrence or non-concurrence.
These recommendations continue using this process until reaching the
chancellor. The promotion and tenure policies are developed by the Faculty
Govemance Committee for approval by the Faculty Senate, the Chancellor,
the Board of Trustees, and the Office of the President. '

The requirements for promotion and tenure are also outlined in Appendices-C
and D of the Faculty Manual. These requirements are developed by the
Faculty Governance Committee for approval by the Faculty Senate, the
Chancellor, and the Board of Trustees. Evaluation criteria for promotion and
tenure are specified in the unit codes of schools and departments. These
criteria must be consistent with the requirements outlined in Appendix C
and/or D of the Faculty Manual.

The policy for the Cumulative Review of Permanently Tenured Faculty (post-
tenure review) is outlined in Appendix B (Attachment E) of the ECU Faculty

Manual.

Please note that the complete ECU Faculty Manual located at the web address

http://www.ecu.edu/fsonline/FacultyManual2/contents.htm and/or the

referenced appendices address the following:

» Compliance with federal retirement law

= Definition of role and responsibilities of reviewing agencies at all
levels: departmental, college, and university

» Uniform file for submission of portfolio for review process: personal
statement, CV, external/internal letters, teaching portfolio, recorded
votes, copies of publications or record of creative works

» Standardization of CV

= Schedule for the process distributed well in advance to provide timely
notice to faculty

* Role of external letters in review process

» Definition of the balance of teaching, research, and professional
service

* Process of informing the faculty member of results

* Process of governing review of faculty with joint appointments

» Relationship between letter of offer and subsequent expectations for
tenure and promotion

»  Workshops and mentoring process for faculty to gain information

» Hiring faculty and/or administrators with tenure in academic
department



* (Qrievance and appeal process
»* Post-tenure review process

2. A schedule and process of periodic review of promotion and tenure policies
and a process for amending promotion and tenure policies that includes
review by the Office of the President.

The promotion and tenure procedures are decentralized with promotion and
tenure committees operating at the unit level. The unit codes containing the
unit promotion and tenure policies and procedures are on a schedule to be
reviewed every five years. The unit policies and procedures must be in
compliance with the promotion and tenure policies and procedures of East
Carolina University that are in Appendix D of the Faculty Manual. Changes
made to the unit codes are recommended to the Unit Code Screening
Committee. Those changes approved by the Unit Code Screening Committee
are recommended to the Faculty Senate and the Chancellor for approval.

The current version of Appendix D of the Faculty Manual was adopted in
September 1995, Changes and additions to Appendix D are made on an as
needed basis. For example, the Faculty Governance Committee
recommended changes that took effect at the beginning of the 2001-2002
academic year. Additional recommendations for changing promotion and
tenure procedures have been approved and became effective for the 2002-
2003 academic year. All changes made to Appendix D are recommended by
the Faculty Governance Committee for approval by the Faculty Senate, the
Chancellor, the Board of Trustees, and the Office of the President. In addition
to formal changes, when a question about the meaning of a phrase, policy, or
procedure arises, there is a formal process for making interpretations and
clarifications of Appendix D. The process starts with the Chair of the Faculty
and the Provost who will make a tentative joint interpretation. This joint
interpretation goes to the Faculty Govemance Committee, the Faculty Senate,
and the Chancellor for approval. Interpretations are included as footnotes in
the Faculty Manual. See Attachment D for examples.

Permanently tenured faculty undergo cumulative review (post-tenure review)
every five years. ECU's Policy for Cumulative Review of Permanently
Tenured Faculty will be reviewed every five years to determine the
effectiveness of this policy and make changes as necessary.

3. Salary ranges, based on relevant data, for senior academic and administrative
officer positions that are not included in the annual Board of Governors’

study.

In accordance with UNC policy, the Board of Governors establishes Vice
Chancellor salary ranges annually. Salary ranges for senior academic and
administrative officer positions not included in the annual Board of

Ll



Govemors’ study (Attachment F including CUPA-HR Survey ranges) will be
based on East Carolina University’s peer institutions as approved by the
Board of Governors (Attachment G) or, as necessary and appropriate, the
Annual Administrative Compensation Survey compiled by the College and
University Professional Association for Human Resources (CUPA-HR) and
other anrual data reports derived from professional associations such as the
Association of Academic Health Centers. The ranges will be recommended
by the Chancellor and approved by the Board of Trustees beginning in the
2002-2003 fiscal year. Our goal, based on the availability of funding, is to
establish a structure whereby the minimum of the ranges will be established at
60% of the 80 percentile, and the maximum of the ranges will be established
at 112% of the 80" percentile. The Chancellor is delegated authority to
appoint and fix salary compensation for senior academic and administrative
officer positions not included in the annual Board of Governors’ study.

New salary ranges are annually developed for the following positions:

Dean: School of Art
College of Arts and Sciences
School of Allied Health Sciences
School of Business
School of Communication and Computer Science
School of Education
School of Health and Human Performance
School of Human Environmental Sciences
School of Industry and Technology
School of Medicine |
School of Music
School of Nursing
School of Social Work and Criminal Justice Studies
Graduate School
Undergraduate Studies

Director, Academic Library Services
Director, Health Sciences Library
Executive Assistant to the Chancellor
University Attorney

4. Evidence of comprehensive salary studies that establish salary ranges for the
tenured faculty within different disciplines based on relevant data.

ECU annually conducts and participates in several salary studies. Each spring
an analysis of existing salary ranges within the various academic units is
conducted. The data are analyzed by academic rank, gender, race, and length
of service. The focus of the report is to inform unit heads of the existing
ranges. The report provides data on each person’s salary, the mean for the



rank, unit as a whole, dollar deviations from the mean, and statistical standard
deviations. Unit heads are to use this information in making salary reviews
and recommendations. The report does not include any performance
evaluation component; therefore it should be used as one factor in making
future salary recommendations, but not necessarily the overriding one. The
university also participates in a variety of peer institution and unit-based peer
salary studies. These external studies help units understand their
competitiveness in setting beginning salary rates for the recruitment of new
faculty and to indicate disciplinary shortfalls that need addressing from
institutional funds beyond those available to individual units.

Historically, such salary studies have not been used to establish maximum
salary rates. Beginning with Spring 2002, however, salary ranges from these
various sources will be set for each discipline as a means of gauging
institutional competitiveness.

ECU uses data from such sources as the following to establish salary ranges
for tenured faculty:

American Assembly of Collegiate Schools of Business
Association of Academic Health Centers

Association of American Medical Colleges

American Association of University Professors
CUPA-HR National Faculty Salary Survey

Based on relevant data derived from all approved sources, the chancellor is
granted delegated authority to:

a. Establish salary ranges within different disciplines based on relevant
data, and fix the compensation for faculty with permanent tenure.

b. Appoint and fix compensation for faculty awarded the designation of
Distinguished Professors.

. Policies governing the compensation of faculty and non-faculty EPA (exempt
from the State Personnel Act) from non-state sources such as grants,
endowment funds, practice plan funds, etc.

Please see Attachment H, ECU’s Salary Policies and Procedures for faculty
and EPA professional staff. Also note, Attachment 7 details the ECU Clinical
Faculty Compensation Plan. In accordance with the authority delegated to
him by the Board of Trustees, the chancellor may award compensation from
non-state sources consistent with policies established by the Board of

(Governors.
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6. Policies governing any non-salary compensation of faculty and non-faculty
EPA.

ECU has formalized a policy (Attachment J), adopted by separate motion of
the ECU Board of Trustees, regarding the non-salary compensation of faculty

and non-faculty EPA employees.

7. Documentation that the campus has not had audit findings related to
personnel practices, salary or payroll for the previous three years or evidence
that any findings have been remedied,

Please see Attachment K, a letter from Brenda Mills, ECU Internal Auditor
that certifies that the Office of State Auditor has not cited ECU for any audit
findings related to personnel practices, salary or payroll for the last three
years.

8. Evidence of appropriate accountability for the authority granted pursuant to
this policy by the Board of Trustees to the chancellor.

To ensure proper oversight and accountability, the chancellor will provide
annually, at the May meeting of the ECU Board of Trustees, an appropriate
summary report of personnel actions taken under this delegation of authority
for the current academic year.
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600.3.4
Adopted 01/11/02
Amended 47/12/02

GRANTING OF MANAGEMENT FLEXTBILITY TO APPOINT AND FIX COMPENSATION

A, Purpose

eneral Statutes of North Carolina and in an effort to

Pursuant to the provisions of Chapter 116 of the G
the Board of Governors hereby delegates to the

enhance the administrative efficiency of the University,
Boards of Trustees for institutions designated as Special Responsibility Constituent Institutions with

management flexibility the authority to administer personnel actions as described in this policy. The
authority granted by the Board of Governors is subject to the Code of the University of North Carolina,
policies of the Board of Governors and all applicable federal and state laws, policies, regulations, and
rules. This provision requires each Special Responsibility Constituent Institution to comply with, along
with other rules, all rules and reguiations concerning equal employment opportunity, to act in
recognition of funding availability and constraints within each institution’s budget, and to take into
account the actions of the Govemnor, the Office of State Budget and Management, and the General

Assembly.

B. Institutional Plans For Management Flexibility For Personnel Appointments

The Board of Governors shall review and approve plans for management flexibility for personnel
appointments. Upon approval the Board of Trustees of a Special Responsibility Constituent Institution'
shall have the authority delegated by this policy. An institutional plan shall include the foliowing:

e recruitment and selection of senior academic and

tion and tenure “that complies with the
nt federal law, provides for periodic
levels, and provides clear requirements

1. Policies and procedures for th
administrative officers. A campus policy for promo
Code of the University of North Carolina and curre
pre-tenure, tenure and promotion review at multiple
for promotion and the conferral of permanent tenure.
2. A schedule and process for periodic review of promotion and tenure policies and a

process for amending promotion and tenure policies that includes a review by the Office of

the President.

vant data, for vice chancellors, provosts, deans, and other

3. Salary ranges, based on rele
3 hat are not included in the annual Board of Governors’

similarly situated administrators
study establishing salary ranges.

4. Evidence of comprehensive salary studies that establish salary ranges for tenured faculty
alavant data.*

within different disciplines based on rele

' In order for an institution to have management flexibility for personnel appointments, the institution must be
designated and maintain the status of a Special Responsibility Constituent Institution.

2 As applied to the Nerth Carolina School of the Arts, the terms “tenure policy” or “palicy for promotion and tenure,”
as used herein, refer to the institution’s policy govemning the appointment of faculty. :

3 This would include directors of major administrative, educational, research, and public service activities.

* When used in this policy, the phrase “relevant data” indicates that the institutiorshall draw comparisons to peer
institutions as approved by the Board of Governars. Data from peer institutions will be used when available exceptin

An Equal Opportunity/Affirmative Action Employer
' Page 1 of |



5. Policies governing the compensation of faculty and non-faculty EPA (exempt from the
State Personnel Act) from non-state sources such as grants, endowment funds, practice plan

funds, etc.

6. Policies governing any non-salary compensation of faculty and non-faculty EPA.

7 Documentation that the campus has not had audit findings related to personnel practices,
salary or payroll for the previous three years or evidence that any findings have been

remedied.

8. Evidence of appropriate accountability procedures in the event that the Board of
Trustees delegates the authority granted pursuant to this policy to the chancellor.

Delegation of Authority to Boards of Trustees of Institutions With Management

Flexibility
]. Simultaneous with approval by the Board of Governors of an institution’s plan for

management flexibility in personnel, the Board of Trustees of an institution with

management flexibility is delegated the authority, which it may not delegate until further

action by the Board of Governors, to’

- a. Upon recommendation of the chancellor, appoint® and fix the salary and
non- _

~ salary compensation’ for all vice chancellors and senior academic an
administrative officers (as defined in Section L.A. of policy 300.1.1 titled
«Senior Academic and Administrative Officers”) for which the Board of
Governors establishies salary ranges. Any salary set by the Board of
Trustees shall be established consistent with the salary ranges and the
policies of the Board of Governors and the regulations and guidelines
established by the Office of the President. Once appointed, ail vice
chancellors and senior academic and administrative officers will be
responsible to the chancellor or the chancellor’s designee and will serve at

the pleasure of the chancellor.

b. Upon recommendation of the chancellor, establish salary ranges for deans and
other similarly situated administrators that are not included in the annual Board
of Governors® study establishing salary ranges. These salary ranges must be
based upon available relevant data.

instances i

n which a campus can demonstrate legitimate labor market differences that justify the use of a supplemental

or alternative set of peer institutions.
Governors to the Boards of

The delegation authorized by this policy is in addition to the delegation by the Board of

Trustees contained in the Appendix to the Code of th
For the purpose of this policy the term “appoint” mean

e University of North Carolina.
hs the initial appointment, reappointment, or an appointment

that constitutes a promotion or a significant change in position responsibilities. )
1 Institution to “fix

Throughout this policy,
the compensation™ of employees are subject to
the Board of Governors, guidelines and regulations established by

policies and procedures.

all actions of a Board of Trustees of a Special Responsibility Constituen
the limitations contained in Section D of this policy, the policies of
the Office of the President, and institutional plans,

An Equal Opportunity/Affirmative Action Employer
8



¢. Upon recommendation of the chancellor, to review and approve

“retreat rights” of vice chancellors and provosts. (“Retreat rights ?
describes the conditions of employment should the administrator leave
his/her position and generally applies to those administrators with

tenured faculty positions.)

Upon recommendation of the chancellor and consistent with the approved

tenure
policies and regulations of each institution, confer permanent tenure.

2. Simultaneous with approval by the Board of Governors of an institution’s plan for

management flexibili
with the approved tenure policies and regulation

ty in personnel, upon recommendation of the chancellor and consistent
s of each institution, the Board of Trustees is

delegated the authority set forth below. Any of the authority set forth below may be delegated

- to the chancellor.

a. - Establish salary ranges within different disciplines based on relevant data, and

fix
the compensation for faculty with permanent tenure;

Appoint and fix the compensation for faculty awarded the designation of
Distinguished Professors.

Appoint and fix salary and non-salary compensation of deans and other

similarly .
situated administrators that are not included in the annual Board of

Governors’ study establishing salary ranges. These salary ranges must
be based upon available relevant data. The compensation shall be
consistent with established ranges, equity studies, and relevant policies,

regulations, and guidelines.

Award compensation from non-state sources consistent with policies
established by the Board of Governors.

3. The Board of Trustees of each institution with management flexibility:

a. Shall, prior to the effective date of implementation, file with the Office of the

President the salary ranges and relevant documentation for the administrators

for whom the campus has authority for setting ranges or salaries. Such

atn 8

documentation shall be based oz relevant data.

Shall provide an annual summary to the Board of Governpors on personnel
actions covered by this delegation. That annual report shall include information
regarding:

i The EPA appointments of all:
a. vice chancellors and provosts

¥ See footnote 4.

An Equal Opportunity/Affirmative Action Employer
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b. senior academic and administrative officers for which the Board of
Governors establishes salary ranges
¢. deans, and other similarly-situated administrators

i. The conferral of tenure;

iii. The salary and non-salary compensation for all positions listed

in
subpart C.(3)(b)(i) above; .
iv. The most recent analysis of equity issues relevant to the
employment of faculty and administrators;
Audit findings related to weaknesses in the internal control
structure, deficiencies in the accounting records, and
noncompliance with rules and regulations or any other Instances
where significant findings are identified. The report should
specifically detail any findings regarding personnel practices,
salary or payroll for the previous year and remedial action
taken in response to audit findings.

Shall submit to the Board of Governors for review, at least 30 days prior to a

c.
regularly scheduled meeting, all new or modified compensation policies and
salary ranges established for faculty with permanent tenure and senior academic
and administrative officer positions.

D. Responsibility of the Board of Governors and the President

1. In consultation with the President, the Board of Governors shall:

Issue a resolution each year interpreting legislative action regarding salaries.
Annually set salary ranges for chancellors, vice chancellors, and members of
the Office of the President senior staff. These ranges will be based upon

relevant available data.

d.

b. Establish the salary range of any new vice chancellors. Any significant changes
in the organizational structure of a constituent institution, such as re-
organization resulting in the creation of a new vice-chancellor, dean or
equivalent administrative position, shall be approved by the President.

c. Annually review the salaries set by the medical schools at the University of
North Carolina at Chapel Hill and East Carolina University to ensure that the
salaries are coordinated and are consistent with relevant data in a national

medical labor market.

d. Review and approve proposed salary increases in instances in which the salary
of any employee exempt from the State Personnel Act or faculty member
exceeds the established salary range or exceeds by fifteen percent or more the
salary in effect at the end of the last fiscal year.’

? Except to current employees appointed to a new position after a competitive process or to current
employees promoted to higher rank consistent with campus policies or conversion from nine (9) months to

a longer annual term.

An Equal Opportunity/Affirmative Action Employer
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Establish chancellors’ salaries and. salaries of the President’s senior staff based
on recommendations from the President.

f. Provide periodic faculty salary studies based on peer data,
Approve contracts for the chancellors and the President.

h. Consistent with the Board of Governor’s responsibility for ensuring
accountability, conduct performance audits on policies, practices, and other
matters related to Management Flexibility implementation and operation at
constituent institutions to which this flexibility has been granted.

futions with management flexibility the President and
ilities and authority as set forth in the
for Special Responsibility Constituent

2. For institutions designated as insti
the Board of Governors shall have the same responsib

policy on Selection Criteria and Operating Guidelines
Institations. '
e Committee of the Board of Governors reserves the right to

withdraw the granting of management flexibility to any institation that does not adhere to
the policies and procedures set forth in this policy. Should this occur, the Board of
Governors will notify the institution of the discrepancies, and if they are not adequately
addressed, in the judgment of the Board of Governors, then the management flexibility shall
be withdrawn. This will mean another review process will have to be conducted and

flexibility reinstated under the original procedure.

3. The Personnel and Tenur

E. Implementation of the Delegated Authority

1. Special Responsibility Constituent Institutions seeking to obtain management flexibility
may submiit a plan to the Senior Vice President for Academic Affairs for review and
approval by the Board of Governors or the Personnel and Tenure Committee of the Board

on any date after March 1, 2002.

until the date set upon the

2. The delegation authorized by this policy is not effective
for personnel appointments.

approval of the institution’s plan for management flexibility

3 The Personnel and Tenure Committee of the Board of Governors is hereby authorized to
approve plans submiried by a Special Responsibility Constituent institution and to grant
management flexibility for personnel appointments. The committee shall report to the Board
of Governors, prior to the effective date of the delegation, those institutions approved for
manigeiment flexibility for personnel appoinuments by the Committee.

10 Gee §600.3.1 of the University of North Carolina Policy Manual and in particular §600.3.1.A.2.
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Attachment B

Definition of Senior Academic and Administrative Officers

The positions commonly referred to as tier I senior academic and administrative
officer positions (SAAQ) are defined in Board of Governors regulations 300.1.1, LA,
as amended June 8, 2001, which states in pertinent part that these positions are: -

«....the vice chancellors, provosts, and deans of constituent institutions, and the
directors of major administrative, educational, research and public services activities
of the constituent institutions designated by the Board of Governors.”

These positions at ECU are:

The Vice Chancellors:

Academic Affairs and Provost

Administration and Finance

Health Sciences

Institutional Advancement

Research, Economic Development and Community Engagement

Student Life

The Deans:

School of Art

College of Arts and Sciences

School of Allied Health Sciences

School of Business

Schoo! of Communication and Computer Science
School of Education _
School of Health and Human Performance
School of Human Environmental Sciences
School of Industry and Technology

School of Medicine

School of Music

School of Nursing

School of Social Work and Criminal Justice Studies
(Graduate School

Undergraduate Studies

And Other Designated Positions:

University Attomey

Director, Health Sciences Library
Director, Academic Library Services
Executive Assistant to the Chancellor
Director of Athletics *

* The Director of Athletics is govemned by a separate employment contract.

12



The positions commonly referred to as tier II SAAO positions are defined in Board of
Govemors regulations 300.1.1, I B, which states in pertinent part that these positions are:

« associate and assistant vice chancellors; associate and assistant deans; and other
administrative positions within the constituent institutions.. 7

There are approximately 120 tier II positions at ECU. Delegated authority to appoint and
fix compensation for tier II positions has previously been delegated to the Chancellor.

Currently, the establishment of a new SAAO position (tier [ and tier II) must be
recommended by the Office of the President’s Human Resource Advisory Board for
EPA Personnel and approved by the President. ECU’s Department of Human
Resources, Classification and Compensation unit is responsible for coordinating this
effort with the HRAB-EPA in establishing new positions at ECU.

13
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Aftacfnﬁent* C-1

GUIDELINES FOR RECRUITMENT AND SELECTION OF
FACULTY MEMBERS AND EPA ADMINISTRATORS
(Revised 08/19/2002)

RESPONSIBILITY FOR IMPLEMENTATION:

The Govemnor of the State of North Carolina has overriding responsibility for the State's
equal employment opportunity policies and programs. The Governor to each University
Chancellor delegates the responsibility for the actual development and implementation of
individual equal employment opportunity/ affirmative action plans and programs.

The Chancellor of the University has the ultimate responsibility for implementation of the
University's Equal Employment Opportunity Policy. The coordination of responsibilities
for the implementation of the policy has been assigned to Taffye Benson Clayton,
Assistant to the Chancellor/EEO Officer, who has the full support of executive
management. An Associate EEO officer assists her.

Duties of the EEO Officer are as follows:
The Assistant to the Chancellot/EEO Officer shall be responsible for:

1. interacting with management and employees to interpret and apply all Federal and
State policies, regulations, and guidelines that involve discrimination in
employment on the basis of race, color, national origin, religion, creed, sex, age,
veteran status or disability;

2. analyzing work force utilization data for development of the affirmative action
plan;

3. effectively communicating the ECU policy to all University employees and
applicants for employment and the general public;

4. writing, with input from line administration, the Affirmative Action Plan
including policy statements, strategies for overcoming the under utilization of
protected group workers in the organization's work force, affirmative action
support programs, and audit measures;

5. analyzing data on employment practices to monitor and evaluate the effectiveness
of the EEO/AA program, identifying areas where further action is needed, and
advising management of the program's impact and effectiveness on University
work force demographics;

6. providing confidential counseling to employees and management in matters
involving EEO/AA concems Or problems and investigating complaints alleging
discrimination as soon as they come to the University’s attention;

7. providing for and/or coordinating special emphasis programs (intemally or in
cooperation with State Personnel) to allow for employee and management input,
training, and -assistance in program development and implementation;

8. circulating current EEO/AA information throughout the University;

9. serving as a liaison between the university and enforcement agencies; and

14



Attachment C-1
10. investigates complaints when made at the campus level.

East Carolina University's Affirmative Action Plan delineates specific procedures for
recruitment and selection of faculty and EPA administrators. These procedures are
designed to insure that women and minority candidates are attracted to the applicant pool
and considered for our faculty positions. The following is a step-by-step guide to assist
you in carrying out these procedures and meeting the requirements. The EEO Officer
must approve each stage of the recruitment and selection process for EPA faculty and
administrators. The EEO Officers are available at any time during the search to provide
technical assistance to search cormmittees.

UNDER WHAT CIRCUMSTANCES DO THESE PROCEDURES APPLY?

These procedures apply to hiring for any EPA position. Such positions include EPA
administrators (e.g., Directors or Vice Chancellors) and EPA teaching faculty positions in
both tenure track and fixed term categories. They also include EPA non-teaching
positions such as Research Associates.

The procedures apply to hiring for any position, which involves greater than 50% time.
If a position involves less than 50% time, no search is required. We have generally
interpreted the hiring of a faculty member full time for one semester as a 50%
commitment for which no search is required. However, if an individual is hired for one
semester full time without a search, he or she cannot be extended for another semester
without an appropriate search being conducted.

These procedures also apply when you intend to recruit and select a candidate from
within the University rather than from outside. Such an "internal" search can be
conducted in a shorter time period; the same requirements, however, must be met.

TECHNICAL ASSISTANCE / TRAINING:

The EEO Officers are available at any point once the search is undertaken to meet with
the chairperson or the entire committee. These meetings provide an opportunity to offer
technical assistance and encouragement and to assist the committee members in thinking
of strategies to generate minority and female applicants.

In addition, the EEO Office is currently developing two initiatives to provide technical
assistance, training and support to search committees. The first initiative is an
instructional video that will provide comprehensive step-by-step procedures in a media
format to be provided to the search committee for viewing at the onset of the process.
During Summer 2002, the EEO Office will implement a second initiative by beginning
routine meetings with all personnel representatives in the divisions of Academic Affairs
and Health Sciences, as well as those personnel representatives from every other division
on campus. The purpose of these meetings will be to create a context in which personnel

15



P&taci:mént C-1

representatives can rneet and receive valuable information and engage in communication
around EEO/search issues to include general EEO recruitment guidelines and the more
advanced technical inquiries that routinely surface relative to these EPA searches.

SEARCH COMMITTEES:

The search committee composition and appointment process for EPA faculty and EPA
administrators is quite different.

EPA Faculty:

There is no single comprehensive policy for appointing individuals to serve on search
committees to fill teaching or research faculty positions. Some unit codes include
procedures and guidelines for appointing search committees. Department representatives
should consult the Chair of the Faculty regarding specific guidelines for appointing
search committees for faculty appointments. Generally, the search comrmittees are
charged with recruiting a qualified pool of candidates for the position. The search
committees and the academic unit administrators participate in the interview process, and
the search committees forward a recommendation to the unit personnel committees. The
unit personnel committee then reviews the candidates and forwards the recommendation
to the unit administrator. Additional information regarding the selection and appointment
of new faculty members may be found in the Faculty Manual, Appendices C and D

(attachment D).

EPA Administrators:
Specific guidelines for convening a search committee for the appointment of

administrative officials (excluding the Chancellor, Vice Chancellors, Director of
Athletics, and their assistants) can be found in the Faculty Manual, Appendix L
(Attachment L).

Most of the senior administrative, research and instructional positions have
responsibilities that impact many areas on campus. Thus, representatives from
departments that will be routinely working with the new incumbent hired into a vacancy
should be invited to serve on a search committee. Women and minorities should be
represented on the search committee, as appropriate. Staff from the department in which
the new employee will work may be included on the search committee; however, it is
recommended that the hiring authority should not be a member of this committee. The
hiring authority will designate one of the search committee members to serve as chair of
the committee. On average, 3 to 5 people are sufficient for most search committees;
however, larger numbers may be appropriate when filling positions that have significant
campus impact. Please keep in mind the larger the committee the greater the logistical
challenges in meeting and scheduling interviews. As a result, larger committees tend to
extend the time frame for completing the search.

WHEN A VACANCY OPENS:
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At the onset, when a position becomes available, a search committee is formed.
Although the University does not have a requirement that search committees be used for
hiring in every vacancy, the use of search committees is the general practice. In each
case, an effort should be made to include minorities and women on the search committee.

At the convening of the search committee, it is extremely important to begin preparation
of the Academic Position Vacancy Notice. To do this, you must make certain decisions
such as the desired qualifications of the successful candidates and the responsibilities of
the position you seek to fill.

You also must specify the date the search will open and for what length of time you wili
accept applications. On the form you may specify a “cut-off date" after which you will
accept no more applications. Or, instead, you may specify a date on which screening will
begin. This means that on that date you will begin the screening and interviewing
process, although you continue to accept applications until someone is hired. In either
event, the minimum time period for accepting applications in the case of teaching faculty
is sixty days. For non-teaching faculty (e.g., research associates or EPA administrators)
the minimum is thirty days. For "internal searches" the minimum time is also thirty days.
Begin counting the days from the time an announcement of your position will appear in
some type of advertisement.

Once the form is complete, have it signed by the chair or appropriate administrator and
forward it to the Equal Employment Opportunity Office (by campus mail: 104 Spilman,
or fax: 328-0110). If you have any questions regarding this process, please call Sheniqua
Reid at 328-6804. Here the vacancy will be logged and numbered. A copy of the
approved Vacancy Notice will be returned to you.

REQUIREMENTS FOR ADVERTISEMENTS:

Preparation of the position vacancy notice is an important aspect of the recruitment
process. All positions for which we recruit applicants must be advertised. Word-of-
mouth recruitment alone does not satisfy the requirements of the Affirmative Action Plan
because word-of-mouth recruitment has traditionally resulted in exclusion of minorities
and women from consideration for positions.

The vacancy must be advertised in at least one, but preferably two professional
publications of the appropriate discipline. The Chronicle of Higher Education is an
effective advertising medium for the faculty positions and may be considered in your
advertising efforts. If the discipline or professional association has a minority or
women's caucus, send the advertisement to this group. Send your advertisement to those
schools with programs in the discipline in which you are searching, Finally, if someone
in the unit is attending a professional meeting in the discipline, ask this person to recruit
for the position at the meeting.
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The Equal Employment Opportunity Office will also post the vacancy on the ECU Home
Page. (http://www.ecu.edu/eeo/epa.htm)

Do conduct word-of-mouth recruitment as well. In particular, call your colleagues to
request the names of possible minority and female candidates.

Finally, if recruitment is to be limited to candidates internal to the university, state statute
requires that you post notice of the position vacancy within the umit itself.

You can fax or e-mail a copy of your advertisement to the Chronicle of Higher
Education, Black Issues in Higher Education, or other publications Most publications
require you to write a cover letter specifying in which issues you want your
advertisement to appear, what format you desire (e.g., block format), and the name of the
individual to whom the bill should be sent. It is also a good idea to request that you be
telephoned after the fax is sent to confirm that it was received. Fax both the cover letter

and the advertisement itself.

CONTENT OF THE ADVERTISEMENT:

_ In addition to a statement concerning the nature of the job vacancy, advemsements
should include the following information:

e astatement that current references must be provided on request.

¢ astatement that ECU is an Equal Opportunity/Affirmative Action University and
accommodates individuals with disabilities.

s the cut-off or screening date. -

e the following statement: "Proper documentation of identity and employability
required at the time of employment.”

RECEIVING APPLICATIONS:

When an application is received, please acknowledge its receipt and forward a copy of
the Applicant Data Form to the applicant. This form should be completed by the
applicant and returned directly to the Equal Employment Opportunity Office. The EEO
Office will monitor the return rate of applicant data forms per position vacancy and
engage in vigorous follow-up with search committees to insure that a form for each
candidate is submitted. The reason for collecting these data is that we must report
annually on the distribution of our applications by race and sex for all EPA positions.
Without this form, we have no mechanism to compile such a report. If the candidate does
not submit an applicant data form to our office, his/her applicant file is considered
incomplete. However, failure to submit an Applicant Data Form will not eliminate an
applicant from consideration for a position.

THE SCREENING PROCESS:
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In order to evaluate candidates in a consistent manner, a candidate rating sheet should be
prepared at the time the position vacancy notice is prepared. This rating sheet should be
numerical and allow you to rate the qualifications of each applicant against those
qualifications desired for the position.

Once the deadline for accepting applications or the date for screening has arrived, use the
rating sheet to give each applicant a score. Then select those applicants to be
interviewed, based on the scores.

The EEO Officers are available at this point to help the committee plan the interviews
and provide appropriate cautions about equitable interviewing to include guidance
consistent with the various EEQ/AA laws, policies and regulations. Reference materials
are also available to help committees understand the difference between proper and
improper inquiries of all interviewees and specific information regarding interviewing an
applicant with a disability. L

Complete the EPA Screening Report and forward it to the EEO Office for approval and
signature by the EEO Officer. Screening reports must be approved and signed before
candidates are scheduled for interviews. This process is necessary to ensure that EEO
policy has been followed in the identification of candidates to be interviewed. In this
way possible issues can be identified prior to scheduling candidates for interview. On
this form you must list the steps you have taken to recruit applicants. Then list each
applicant by name and note whether the applicant has a terminal degree or not. If you
intend to interview the person, write "yes" in the appropriate space. If you have decided
not to interview, write "no", and indicate briefty the job-related reason for this decision.

Standard searches should seek to interview a minimum of two candidates per vacancy.

Forward the Screening Report to the Equal Opportunity Programs Office via fax, e-mail,
or campus mail. Here it will be reviewed to make certain the search has attracted an '
appropriate number of female and minority applicants and that the reasons for elimination
from consideration of applicants are appropriate.

A copy of the form signed by the EEO Officer will be retumed to you, and at this point
you may begin the interview process. In addition, the “Interviewing an Applicant with a
Disability” document can be found in the Affirmative Action Plan and provides guidance
to departments and search committees. Specifically, this document provides some
information about appropriate and inappropriate inquiries in interviews with applicants
who have disabilities.

SELECTION:
Once you have completed the interviews, you are ready to select an applicant to whom a

contingent offer will be made. Complete the Compliance Report at this time. This form
asks you to list your first choice for the position. You may specify a second choice, if
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you wish. It also asks, on Page 2, that you name those minority and female applicants
who were interviewed, but not selected, and the reason why each was eliminated from
consideration.

Have the form signed by the appropriate administrator and send it to the Equal
Employment Opportunity Office. Here it will be reviewed to be certain that the final
selection process conforms to procedures outlined in the East Carolina University
Affirmative Action Plan. Once a Compliance report has been signed by the EEO Officer
and a copy sent to you, you are ready to make recommendation for a contingent job offer
pending Board of Governors and/or Board of Trustees approval when required.
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East Carolina University’s Delegation of Authority Summary

The Board of Trustees retains authority to:

Upon recommendation of the chancellor, appoint and fix the salary and
non-salary compensation for all vice chancellors and senior academic and
administrative officers for which the Board of Governors establishes
salary ranges. Any salary set by the Board of Trustees shall be established
consistent with the salary ranges and the policies of the Board of |
Governors and the regulations and guidelines established by the Office of
the President. Once appointed, all vice chancellors and senior academic
and administrative officers will be responsible to the chancellor and will
serve at the pleasure of the chancellor.

Upon recommendation of the chancellor, establish salary ranges for deans
and other similarly situated administrators that are not included in the '
annual Board of Governors’ study establishing salary ranges. These salary
ranges must be based upon available relevant data.

Upon recommendation of the chancellor, to review and approve “retreat
rights” of vice chancellors and provosts. (“Retreat rights” describes the
conditions of employment should the administrator leave his/her position
and generally applies to those administrators with tenured faculty
positions.)

Upon recommendation of the chancellor and consistent with approved
tenure policies and regulations of East Carolina University, confer
permanent tenure.

Upon the recommendation of the chancellor, the Board of Trustees may
grant certain non-salary compensation to faculty and non-faculty EPA
employees above the routine fringe benefits offered to all EPA employees.

The Board of Trustees hereby'delegates authority to the chancellor to:

a.

b,

Establish salary ranges within different disciplines based on relevant data,

and fix the compensation for faculty with permanent tenure.
Appoint and fix the compensation for faculty awarded the designation of

Distinguished Professors. ‘ :
Appoint and fix salary and non-salary compensation of deans and other
similariy situated administrators that are not included in the annual Board
of Governor’s study establishing salary ranges. These salary ranges must
be based upon relevant data from peer institutions, where available. The
compensation fixed by the chancellor shall be consistent with established
ranges, equity studies, and relevant policies, regulations, and guidelines.
Award compensation from non-state sources consistent with policies
established by the Board of Governors. :
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Approval Authority for Personnel Appointments, Promotions, and Compensation Actions
Involving ECU Positions Exempt From the State Personnel Act (EPA)

Position Type
SAAO T SAAOQTITF
Facunlty EPA Non- Chancellor Vice Dean & (Assor, & Asst.
ACTION#** Faculty Chancelior SAAOI Viee Chancellor,
(including EPA &Provost | positionsfor | Afsoc & Asst.
Instructional which the Dean, ctc.)
and EPA BOG does
Research) nof establish
salary
ranges
For information on the approval authority required to establish various types of EPA positions, refer to
Establish or designate an “Positions Exempt from the State Personnel Act: Approval Authority and Submission Process ta Estabtish and
EPA position Diesignate EPA Positions™
Appointment Chancellor * Chanesllor® Hoard of Board of Chancellor* Chancellor®
Governors Troglees®
Temporary appointment Chancellor® Chenceltor® President Chancellor® | Chancellor® Chancellor®
{(including interim} -
Promotion 1o position type Chancellor® Chencellor® Board of Roard of Chancetlor’ Chancellor®
{see abuve) Govermors Trusiees?
Tenure Board of Nia NA N/A N/A NiA
Trustees*
Salaty inerease < 15% * Chancellor® Chancellor® Board of Board of Chaneellor® Chancellor®
- Annual Adjustments Govemors Trustees**
-Mid-year adjustment Chaneellor® Chaneellor® Hoard of Board of Chaneellor® Chancellor®
Govenors Trustees™
Salary increase > 15% over Board of Board of Board of Board of Board of Board of
pravious 6/30 salg[f {annual Govemors Govemnors Governors Gavemors Governors Governots
or mid-yeer)
Temporary Chencellor’ Chancellot® Board of Board of Chancellor® Chancellor®
supolement/stipend Governors Trustees*!
Separatlon & Retre hts Chancellor® Chancellor’ Board of Board of Changetlar® Chanceltor®
{conversion from Governors! Trustees*
administrator to fculty) Board of
Trustees
MNon-Selary compensation Chancellor Chancellor Pregident Board of Chanceftor Changellor
Trostess®
% Boards of Trustees may not delsgate the authority for these actions.

“*NQTE: Any of the above actions delegated to the Chancellor and from the Chancellor to the appropriate vice chancellor, may not be
delegated below the level of vice chancellor,

1 As defined by UNC Policy 300.1.1, Section LA.
7 a5 defined by UNC Palicy 300.1.1, Section LB.
3Approval authortity is the same regardless of soutce of funding (i.c. state and non-state funds).
¢ Increases that cause salares to exceed the salary ranges established by the Board of Governors require prior

approval by the Board of Govemors.
5 Delegated to the Chancellor by the Board of Trustees under Management Flexibility.
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PERSONNEL POLICIES AND PROCEDURES FOR THE FACULTY OF EAST CAROLINA UNIVERSITY!

. Selection and Appointment of New Faculty
A. Determination of Number and Nature of Positions
Needed allocation of positions is the prerogative of the vice chancellor for academic affairs, the vice chancellor for health
sciences and dean of the School of Medicine, and the vice chancellor for student life, as appropriate.

The unit administrator is responsible for recommending through administrative channels to the vice chancelior for
academic affairs, the vice chancellor for health sciences and dean of the School of Medicine, or the vice chancellor for -
student life the number and nature of positions needed to carry on the functions of the unit.

The unit administrator, in keeping with the misston of the unit and the institutional context, shall follow the provisions of
the unit code in making recommendations concerning the number and nature of positions needed.

B. Selection Procedure
The unit adminisirator shall notify the unit personnel commitiee of the number and nature of positions allocated to the
unit. The actual seleclion process must then proceed in accordance with Appendix D, Tenure and Promotion Policies and
Procedures and Part Vi, Genaral Personne! information, the most recently revised Affirmative Action Plan, and applicable

unit code provisions.

C. General Criteria2
For appointment, as well as reappointment and promotion, the faculty member is evaluated on potential or achievements
in:
« Teaching
s Creative Aclivity/Research
« Service io the university, the profession, and the community. East Carolina University recognizes the pnimary
importance of teaching.

1. Teaching
East Carolina University expects each member of the faculty to have knowledge of subject matter commensurate

with one's teaching assignment, to matntain awareness of developments in one's discipline, and to communicate to
students one's knowledge of and interest in the disciptine. The facuity member will encourage students in
responsible and careful inquiry, in appreciation of the interrelation of various disciplines, and in recognition of the
uses of leaming and the value of the educated mind. Teaching includes activities and responsibilities beyond the
classroom setting, e.g., advisement: mentoring; laboratory supervision; clinical rounds by a physician/professor
accompanied by students; the direction of research projects and papers, dissertations, and theses; and other
contacts and relationships outside the classroom. (Facuity Senate Resolution #37-43, December 1997)

2. Creative Activity/Research
East Carofina University encourages and supports the continuing efforts of faculty to develop a deeper appreciation
of the importance of professional competency acquired through scholarship, research, and other creative activities
appropriate to one's discipfine. A faculty member's research and crealive activities shall reflect the high professional
standards incumbent upon those who enjoy full academic freedom; such activities must be measured by standards
of guality, not merely by guantity.

3. Service
East Carolina University considers service to the university, the academic profession, and the community as an

important aspect ¢f academic performance. (See Section Hl.)

D. Specific Criteria for Appointment

Among the many qualifications which may be considered when making appointments, the following are essential:

instructor - Evidence of character traits which contribute decidediy to the professional advancement of the well-trained
person; evidence of 8 sound ecucationai backgreund for the specific position, inciuding as a minimum the master's
degree or equivalent as evaluated by the académic unit and affirmed by the appointing officer; and evidence of
teaching capacity.

Assistant Professor - Qualifications of the previous rank; an appropniate terminal degree, as evaluated by the academic
unit and affirmed by the appointing officer and the profession concemed; evidence of potential for continued

TFor policies and procedures dealing with persons on fixed term appointment, ECU Facully Manual, Appendix D.

2These critenia are not designed to be used for persons with adminfstrative rank to evaluate their administrative service. Criteria
for that purpose shall be developed by proper administrative authority.
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professional growth which shall be in part measured by teaching effectiveness, creative aclivity/research; and
membership in professional organizations. '

Associate Professor - Qualifications of the previous ranks; evidence of teaching effectiveness; a record of creative or
research activity resuiting in publication or comparable productivity, a record of participation in organizations;
effective service on academic and/or administrative committees, and a record of effective service to the profession.

Professor - Cualifications of the previous ranks; an established record of excellence in teaching; a record of significant
publication or creative activity, or research aclivity; and a record of significant service to the profession, such as
contributions to the development of public forums, institutes, continuing education projects, and patient services;
consuilting in the private and public sectors; and a record of significant contribution as a member of academic and/or
administrative committees. {Faculty Senate Resolution #99-7, March 1999)

Notwithstanding any previous statement that has appeared herein, compstence for appointment to a specific rank may be

attested to by advanced study, culminating in appropriate graduate degrees, or by extensive work experience in the

teaching fields or in a professional practice which is demonstrably of highest quality.

E. Initial Appointment
Appointment to the faculty is made by the chancellor or his/her designee.3 Criteria for evaluation of faculty performance

shall be provided in writing and discussed before initial employment. A record of this discussion shall be placed in the
_faculty member's personnel file. Any action conferring permanant tenure with the initial appointment requires approval of
the board of trustees, The initial contract shall be signed by the chancellor, or his designee,
and the appointee. This contract shall be ac panied by and elaborated on by & letter signed by the chancellor, or his

designee, and a letter signed by the unit administrator.

The chancellor's lstter shall specify rank or title; salary; length of appointment; and tenure status, whether fixed term,
probationary term appointment, or appointrment with permanent tenure (ECU Facuity Manual, Appendix D). The unit
administrator's letter shall establish the specific conditions of employment.

Il. Assignments
A. Assignment of Teaching Responsibilities
Prior lo making final faculty assignments and at least two weeks prior to the beginning of each semester, the unit
administrator shall apprise each unit faculty member, in writing, of the duties and responsibilities in teaching, after
soliciting faculty teaching preferences. If changes in a faculty member's assignment become necessary, the faculty
member shall be notified of such changes prior to the effective date of the amended assignment.

B. Assignment of Released Time
Faculty members who are o be granted released time from teaching shall be informed in writing of the purpose of the

reduced teaching assignment.

ti. Evaluation
Each faculty member with a probationary term appointment and each pamanently tenured faculty member shall receive

annually an evaluation of hisfher performance from the unit administrator which shall be based upon current academic year
data, except that data from the pravious year's sprin semester survey of student apinion of teaching may be utilized when
current spring semester survey data are unavailable®. This annual evaluation shall:

s be inwriting;

« siate the percentage of salary increment available 1o the unit to be recommended by the unit administrator for the

faculty being evaluated;
« be discussed with the faculty member prior to being sent fo any other administrator or placed in the faculty member's

personnei file; in the case of faculty members with probationary period appointments, a record of this discussion shall be

placed in the faculty member's personnel file; and
» shall be signed and dated by the unit administrator and the facutty member, who may attach to the evaluation a concise
comment regarding the evaluation. The signature of the faculty member signifies that the faculty member has read, but

does not necessarily concur in, the evaluation.

The unit administrator shall forward to each faculty member a copy of that member's annual evaluation within ten days after
completing the evaluations of unit members.

3Reference to the chancellor's designee shall include and be limited to the vice chancellor of academic affairs, vice chancelior for
student life, or the vice chancellor for health sciences.

4 With respect to Appendix C, Section Ill. Evatuation, “academic units” are defined as: departments described in the codes of
operation of professional schools, the departments in the College of Arts and Sciences, professional schools without depantmients,
Academic Library Services, Health Sciences Library, and any other unils in which faculty evaluations are made. |n the Coliege of
Arts and Sciences and in professional schools whose unil codes describe departmental structures, departmental chairs are the
unit administrators. In schools that do not have departments described in their unit codes, the dean of the school is the unit

administrator.
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The unit administrator's annual performance evaluation of facuity members shall employ the criteria contained in the unit code
approved by the chancelior (ECU Facuity Manual, Appendix L). The evaluation shall be based upon that year's assigned
duties and responsibilities (except, as earlier noted, for the prévious year's Spring semester survey of student opinion) and

shall consider:

1. teaching

The quality of teaching must be evaluated by means of

a. data frdm surveys of student opinion, when such data have been gathered in accordance with established
procedures of the depariment of the university which guarantee the integrity and completeness of said data. As part
of the effort 1o evaiuate the teaching of faculty members, each unit shall either. develop and use its own
instrument(s) as approved by the chancellor to determine student opinion of teaching or utilize the instrument
developed by the Teaching Effectiveness Committee to determine student opinion of teaching.

b. formal methods of peer review, including direct observation of the classroom teaching of new and tenure-track

faculty.
c. procedures provided for in unit codes;
2 research and creative activities;

3, patient care;
4. sarvices rendered on department, school, college, and university commitiees, councils, and senatas; service to

professional organizations; service local, state and national govemments; contributions to the development of public

forums, institutes, continuing education projects, patients services and consulting In the private and public sectors; and
5. other responsibilities as may be appropriate to the assignment.
The relative weight given to teaching, resaarchicrealive activity, and service in personnel decisions shall be determined by
each unit code. In no case, however, shall service be welghed more heavily than either teaching or research/creative activity.

{Faculty Senate Resolution #97-43, December 1997)

Professional Advancement
Promotion is a means through which professional achievement is encouraged, recognized, and rewarded by the university.

Evaluation of faculty for purposes of promotion shall accord with the regulations establishad in accordance with the unit code
and shall employ the criteria contained in the unit code approved by the chancellor (ECU Faculty Manual, Appendix L).
Departments in professional schools may also establish guidelines for evaluation of facuity for promotion consistent with the
criteria in their school's unit code. Specific regulations and criteria govemning evaluation of faculty for purposes of promotion
may vary from unit to unit. As a minimum each unit shall:

»  apply published criteria in teaching and creative activity and service for evaluating faculty for promotion;

« make available procedures which will permit each faculty member to report achievements annually or on a more

frequent basis;
« assure each faculty member the right to discuss one's candidacy with the unit administrator and/or the personnel

committee at any time; and

« notify each faculty member within four days of recsipt of the administration’s call for promotion recommendations.

Upon request by the faculty member, the unit administrator and the unit personnel committee shall evaluate the faculty

member for promotion. Following such evaluation, the unit administrator and the personnel committee shall inform the faculty

member of their respective recommendations. Promotion shall be based primarily upon the faculty member's total
demonstrated professional competence and achievement. Procedures to be followed for promotion are found in ECU Faculty

Manual, Appendix D. Among the many qualifications which may be considared when making recommendations for

promotion, the following are essential:

Assistant Professor - Qualifications necessary to be appointed to the rank of instructor, an appropriate terminal degree, as
evaluated by the academic unil and affirmed by the appropriate administrative officer and the profession concerned; a
racord of progress toward leaching effectiveness; and evidance of a potential for continued professional growth which
shall, inpart, be measured by creative activity/research and membership in professional organizations.

Associale Professor - Qualifications of the previous rank; evidence of teaching effectiveness; a record of creative or research
aclivity resulting in publication or comparable productivity, a record of participation in professional organizations; effective
service on academic angfor adminisirative commitiees, and a record of effective service to the profession.

Profegsor - Qualifications of the previous ranks; an established racord of excellence in teaching; a record of significant
publication, creative activity, or research activity; a record of significant service to the profession, such as contributions to
the development of public forums, institutes, continuing education projects, and patients services; consulting in the
private and public sectors; and a record of significant contribution as a member of academic and/or administrative

committees. (Faculty Senate Resolution #99-7, March 1999)

Promotion usually should be accompanied by a salary increment which shall be separate from any and all other increments to
which the individual may be entitied. Notwithstanding any previous statement that has appeared herein, competence for
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promotion to a specific rank may be atlested to by advanced study, culminating in appropriate gmduate'degrees. or by
extensive work experience in the teaching fields or in a professional practice which is demonstrably of highest quality.

Salary

A. Initial Salary
Initlal salary shalt be based on degree attainment, pertinent experience, professiona! activity, schotarly publication or its

equivalent, and level of responsibility, consideration being given to the salaries of personnel presently in the unit and
salaries within the discipfine in comparable institutions.

B. Determination of Annual Salary Increments
The unit administrator shall recommend annual salary increments 1o appropriate administrative officials in accordance
with requirements imposed by the North Carolina General Assembly, The University of North Carolina Board of
Governors, and the university administration, and shalf employ any additional criteria that have been established in this
appendix, in units codes, or in policies required by unit codes. Basic criteria for assessing merit shall include the degree
of teaching excellence; creative activity and research, service to local, state, and national governments; as well as
contributions to the development of public forums, institules, continuing education projects, and patients’ services. The
unit administrator shall report annually to the unit, in dollar amounts and percentages, the total increment allotted, mean
salary increment, and range in salary increments for the unit. Each faculty member shall be informed by the unit
administrator of any salary increment recommendations made on behalf of the faculty member by the unit administrator.

Faculty Personnel Files
[Please refer to interpretation #190-1 located in the Index of ECU Faculty Manual interpretations at

http:/iwww.ecu.edu/fsonlinefinterpretations.htm.]

North Carolina law defines a personne! file as any information gathered by East Carolina University that relates to an
individual's application, selection or non-selection, promotion, demotion, transfer, ieave, salary, suspension, performance
evaluation, disciplinary action, or fermination of employment, wherever located and in whatever form. A faculty member's
primary personnel file shail reside in the code unit office under the supervision of the code unit administrator. The location
and custodian of other files containing personnel records will be listed in the Personne! File Checklist attached to the inside
cover of the primary personnel file. All evaiuative documents wili be contained in the primary personnel fite. Official copies of
Personnel Action Dossiers shall reside in the primary personnel file. Faculty members are encouraged to examine their
primary personnel file often, subject to certain restrictions of state law. Faculty members may examine other filss containing
personne! records subject to the same restrictions. A faculty member may oblain copies of any materials that are not
restricted by state law in the personnel file and may attach a concise statement in response to any item therein. This concise
statement shall be submitted to the custodian for inclusion as an attachment 1o the spacific document. A person designated
by the faculty member may examine that employee’s personnel file with the writien authorization of the faculty member. No
meteriai obtained from an anonymous source shall be placed in the primary personnel file or any other file containing
personne! records except for data from student opinion surveys. Data from student opinion surveys shall be used in the
annual evaluation and shall be submitted by the authorized surveying agent 1o the facuity member and the unit administrator.
Evaluative materials or summaries thereof prepared by peer commitiees as part of a reqular evajuation system may be placed
in the primary personnel file when signed by a representative of the committee. Faculty members must be made aware within
a reasonable time of any change in their personnel file. The procedures of Arlicle 7 of Chapter 126 of the General Statutes of

North Carolina shall govem matters reiating to personnel files. )
Please see the ECU Faculty Manual, Part V1. for further information on slate statutes and ECU policy conceming faculty

personnel files. (Faculty Senate Resolution #00-12, March 2000}

Amendment Procedure
Amendments to ECU Faculty Manual, Appendix C. Personnel Policies and Procedures may be proposed by any full-time

member of the faculty, by any faculty committee, or by any member of the administration of East Carolina University. The
proposed amendment(s} shall be submitted to the Faculty Senate for consideration and shail be handled as any other item of
legisiation which comes before the senate. Such proposed amendments, if approved by the senate, shall be subrnitted to the

chanceilor, and then to the board of trustees for its approval.

Approved: Faculty Senate Resolution #94-05

18 March 1994
East Carolina University Board of Trustees

Amended: Faculty Senate Resolution #96-4, March 1996

Facuity Senate Resolution #97-20, April 1997
Faculty Senate Resolution #97-43, December 1997
Interpretation made to Section VI, (2-15-90)
Faculty Senate Resolution #99-7, March 1999
Faculty Senate Resolution #00-12, March 2000
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Tenure and Promotion
Policies and Procedures of East Carolina University

Prologue: Academic Freedom

Academic freedom, the set of norms and values that prolects a faculty member's freedom of intellectual expression and inquiry, is
essential to the achievement of knowledge and understanding. East Carolina University supports academic freedom of inquiry,
discourse, teaching, research, and publication for all faculty members. See Part Ill, Academic Freedom of the ECU Faculty
Manual. East Carolina University shall not penalize or discipiine faculty members because of the exercise of academic freedom in
the lawful pursuit of their respective areas of scholarly and professional interest and responsibility.

Tenure

Academic tenure serves to insure academic freedom by guarding faculty members against negative consequences of
expressing unpopular points of view. Academic tenure refers to the conditions and guarantees that apply to a faculty
member's professional employment. Tenure protects a facuity member against involuntary suspension or discharge from
employment or reduction in rank except upon specified grounds and in accordance with the procedures provided in Section
VI. or against termination of employment except as provided for in Section VII. During the term of such guarantees, the
faculty member may be discharged or suspended from employment or diminished in rank only for reasons of incompetence,
neglect of duty, or misconduct of such a nature as to indicate that the individual is unfit to continue as a member of the faculty,
demonstrable, bona fide institutional financial exigency or major curtailment or elimination of a teaching, research, or public
service program. (Faculty Senate Resolution #03-44, pending final approval)

A. Tenure While Under Contract to East Carolina University
A faculty member who does not have permanent tenure has the protection of tenure until the expiration of the faculty
member's employment contract.

B. Permanent Tenure

1. Permanent tanure may be conferred only by action of the President and the Board of Governors of the University of
North Carolina, and is always held with reference to employment by East Carolina University rather than to
employment by The University of North Carolina. The conferral of permanent tenure is allowed only as the result of
the processes enunciated in this document.

2. Conferral of permanent tenure shall be based on the faculty member's demonstrated professional competence in
teaching, research and creative activity, and service; a polential for future contributions; and the institution's needs
and resources. While neither teaching nor research and creative activity nor patient care nor service is the sole
measure of a faculty member's competence and contribution, teaching is the first consideration, Permanent tenure is
independent of promotion but sound academic practice supports the concept that an assistant professor eligible for
tenure shouid qualify for promotion to associate professor.

Faculty Appointments
A. General Provisions
1. Categories of Appointments

There are three kinds of faculty appointments:

(a) Fixed-Term Appointments {cf. Special Faculty Appointments, the UNC Code, 604C]. Fixed-term appointees do
not hold professorial ranks, but are appointed with titles such as lecturer, visiting assistant professor, visiting
associate professor, or clinical professor. Fixed-term appointments are without permanent tenure and do not
entitle the faculty member to consideration for reappointment or conferral of permanent tenure. No obligation
exists on the part of East Carolina University to give any notice before a current fixed-term appointment expires
as to whether re-employment will be offered for a succeeding term {except as specified in Section 11.B.1).

{b) Probationary Appointments and Reappointments. Probationary appointments are made at the professorial
ranks of instructor, assistant professor, associate professor, or professor. Probatlonary appointees are entitled
to reappointment reviews and, if reappointed throughout the probationary period, are entitled to a tenure review.
The timing of these reviews is explained below. .

(c} Appointments with Permanent Tenure. Appointments with permanent tenure are continuous until retirement,
resignation, or removal according to the provisions of Section Vlor VIl of this document. Appointments with
permanent tenure may be made at the professorial ranks of assistant professor, associate professor, or
professor.

2. Criteria for Initial Appointment and Reappointment

All appointments, including fixed-term appointments, and all reappointments of candidates to probationary-term

positions shall be based on assessments of candidates’ demonstrated professional competence, potential for future

contributions, and the institution's needs and resources.
3. Terms and Conditions for Appointment and Reappointment

The chancellor of the chancellor's designee’ shall set out in writing, with a copy to the faculty member, the terms and

the conditions of each appoiniment, including fixed-term appointments, and each reappointment. Prior to initial

appointment the unit administrator shall provide a copy of the unit's criteria for evaluating faculty performance to
persons offered a faculty appointment in the unit. Criteria for evaluating facuity performance shall be discussed by

chancellor for health sciences.

. 1F!e:ferences; to the chancellor's designes shall include and be limited to the vice chancellor for academic affairs and the vice
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the unit administrator in a meeting with each fixed-term and probationary-term faculty member at the beginning of the
first term of emptoyment. Criteria for evaluating faculty performance shali te discussed by the unit administrator in a
meeting with each probationary-term facuity member at the beginning of an academic year in which a reappointment
or tenure decision is made. A record of the discussion shall be placed in the faculty member’s personnei file. The
terms shall incorporate by reference agpropriate sections of the Faculty Menual and shall state any conditions placed
on the appointment or reappointment.” The responsibilitgv for initiating the inclusion of special terms and conditions in
documents of appointment is with the unit administrator.” Notice of reappointment or non-reappointment to
probationary-term persons shall be written. The decision not to reappoint probationary term faculty shali not be
based upon (1) the faculty member's exercise of rights guaranieed by either the First Amendment to the Uniled
States Constitution or Article | of the North Carolina Constitution; (2) discrimination based upon the faculty member’s
race, color, national origin, religion, gender, age, sexual orientation, political affiliation, or disability; or (3) personal
malice. {Faculty Senate Resolution #03-37, pending final approval)

4, Continued Availability of Special Funding
The appointment or reappointment of a faculty member to a position funded in whole or in substantial part from
sources other than continuing state budget funds or permanent trust funds shall specify in writing that continuance of
the faculty member's services, whether for a specified term or for permanent tenure, shall be contingent upon
continuing availability of such funds. This contingency shall not be included in a faculty member's contract if the
faculty member held permanent tenure in the institution on July 1, 1975, and the contract was not then contingent
upon the continuing availability of sources other than continuing state budget or permanent trust funds.

5. Notice of Resignation
A fixed-term or probationary-term faculty member should provide the unit adminisirator with 90 days advance notice,
in writing, of resignation from employment. A permanently tenured faculty member should provide the unit
administrator with 120 days advance notice in writing of resignation from employment. In no case should a
resignation occur in mid-semester.

B. Fixed-Term Appointments [cf. Special Faculty Appaintments, The UNC Code, 604C]

These special faculty appointments are without permanent tenure and do not entitle the faculty member to consideration

for reappointment or conferral of permanent tenure. No obligation exists on the part of East Carolina University to give

any notice before a current fixed-term appointment expires as to whether an appointment will be offered for a succeeding

term, except as specified below.

1. Contract and Notice
A contract for a fixed-term appointment shall set forth in writing the beginning and ending dates of the term. This
specification of the length of the appointment constitutes full and timely notice of non-reappointment when the term
expires. The provisions of 604 A and 602(4) of The Code of The University of North Carolina do not apply to these
special faculty appointments. No obligation exists on the part of East Carolina University to give any notice before a
current fixed-term appointment expires as to whether an appointment will be offered for a succeeding term. A second
or subsequent appointment of a fixed-term faculty member does not constiute a reappointment of the faculty
member. Only probationary-term faculty members are entitied to consideration for reappointment. However, if the
fixed-term faculty member, not earlier than 180 calendar days nor later than 90 calendar days before the current
term expires, provides the unit administrator with a written request for an appointment for the foilowing academic
year, the unit administrator shall so notify the chair of the Unit Personnel Committee. Within 30 calendar days of
receiving the request the Personnel Committee and the unit administrator shall notify the faculty member in writing of
their respective recommendations and that any recommendation is subject to the availability of position, funding,
administrative approval, and continued effective performance. The Unit administrator may but is not required to
respond to a written request for an appointment for the following academic year that is received later than 90
calendar days before the current term expires.

2. Fixed-Term Employment Evaluation Policy [cf. Special Faculty Appointments, The UNC Code, 604C]
Any faculty member emptoyed in a fixed term position shall be evaluated annually in accordance with the provisions
of the employment contract. However, a fixed-term faculty member does not have to submit a
Personnel Action Dossier to the Personnel Committee and unit administrator prior to the Personnel Committee and
unit administrator recommending a second or subsequent fixed-term appointment.

2The chanceltor, in consultation with the office of the Facully Senate, is responsible for the publication of the Facuity Manual. The Senate
office shall be responsible for the maintenance of the Facufty Manual. The Faculty Manual shall contain the tenure and personnel policies and
regulations of East Carolina University, including the complete text of Chapter Six of The Code of The Universily of North Carolina. The Facuify
Manual shall be provided to new faculty and changes as they occur shall be distributed to each faculty member.

3With respect to personnel matters relating to Appendix D of the East Carolina University Faculty Manual, academic units are defined as
depariments described in the codes of operation of professional schools, the departments in the College of Arts and Sciences, professional
schools without departments, Academic Library Services, Health Sciences Library, and any other units in which faculty appointments are made. In
the College of Arts and Sciences and in professional schools whase unit codes describe departmental structures, departmental chairs are the unit
administrators. In schools that do not have departments described in their unit codes, the dean of the school is the unit administrator.
Appendix D-4

30



Probationary Appointments

{Please refer to interpretations #196-5 and #196-4 ]

Probationary appointments are made at the professorial ranks of instructor, assistant professor, associate professor, and
professor. Persons appointed as instructors shall not be considered for reappointment with permanent tenure until
promoted to a higher rank. Persons appointed as assistant professors, associate professors, and professors are eligible
for permanent tenure. |n accordance with the UNC Code, 804A1, the faculty member shall be notified not later than
twelve months before the end of the probationary period whether he or she will be recommended for permanent tenure.
A faculty member appointed to an administrative position is eligible for permanent tenure only as a faculty member in one
of the professorial ranks. There is no permanent tenure in an administrative position.

During the second year of continuous service at East Carolina University, no fewer than 180 calendar days of notice of
reappointment or nonreappointment shali be given before the emplayment contract expires. During the third and ali
succeeding years of continuous service, the faculty member shall be glven not fewer than twelve months notice of
reappointment or nonreappointment before the employment contract expires.

1. Probationary Terms

Although the chancelior may recommend that a faculty member be granted permanent tenure at any time, the

normal probationary term for the professorial ranks, as established at the time of initial appointment, shall be as

follows:

(a) Instructor. The rank of instructor is reserved for persons who fack the qualifications for appointment as assistant
professor. Faculty members appainted as instructors are eligible for an initial three-year appointment and one
successive reappointment of two years. Instructors promoted to the rank of agsistant professor no later than the
beginning of the fourth year of employment are eligible for a final two-year probaticnary appointment in the
higher rank. The maximum probationary term is seven years.

(b) Assistant Professor. The maximum probationary term is seven years, consisting of an initial three-year
appointment and two successive two-year appointments.

(c) Associate Professor. The maximum probationary term is five years, consisting of an initial three-year
appointment followed by a two-year appointment.

(d) Professor. The probationary term is three years, consisting of one three-year appointment. All time served in a
probationary appointment at East Carolina University must be continuous, excluding any leaves of absence as
noted in Section 11.C.3.

2. Reduction of the Normal Probationary Term for Previous Academic Employment

Reduction of the normal probationary term may be granted for previous full-fime facuity employment at the time of

initial appointment as assistant professor, or associate professor. The granting of such reduction shall require the

agreement of the appaintee, a simple majority of the Unit Personnel Committee, the unit administrator, the dean, ang
the appropriate vice chancellor. The maximum reduction at each professorial rank shall be as follows:

{a) For a candidate appointed at the rank of instructor, no reduction is allowed.

{b} For acandidate appointed at the rank of assistant professor, a maximum reduction of three years is allowed.

(c) For a candidate appointed at the rank of associate professor , a maximum reduction of two years is allowed.

(d) Fora candidale appointed at the rank of professor, no reduction is allowed.

3. Extensions of the Probationary Term

Leaves from alt employment obligations which are granted to probationary-term faculty may include extension of the

length of the probationary term. (Leaves of absence narmally should be for not more than two academic years or

oceur more often than once in three years.) Extensions of the probationary term shall be granted only in cases of
severe personal exigency, such as iliness, childbirth, child care, or other compelling personal circumstances, and
shall be limited to a total of no more than two years. Extensions of the probationary term must be expressly stated in
appointment or reappointment documents or added by a written memorandum of amendment by the unit
administrator during the term of an appointment. The probationary term may be extended in increments of one or
more academic years: one year for leaves of one or two semeslers, two years for leaves of three or four semesters.

All such extensions must be approved in writing by the faculty member, the Unit Persannel Committee, the unit

administrator, the dean, the appropriate vice chancellor, and the chancellor or the chancellor's designee. A

probationary-term faculty member who assumes a fuli-time administrative position for one or more semesters may be

granted extensions of the length of the probationary term in the same way.
4, Progress Toward Tenure Letters

Each Spring semester the unit adminisirator, in consultation with the Unit Personnel Committee, will write a progress

toward tenure letter to each faculty member having a probationary appointment. In the event the Unit Personnel

Committee and the unit administrator cannot agree on the contents of the letter, the next higher administrator shall

confer jointly with the Personnel Committee and unit administrator, determine at his or her discretion the content of

the letter, and prepare the progress toward tenure letter. Copies of the progress toward tenure letter will be placed in
the facuity member's personnel file, and a copy wilt be sent to the Unit Personnel Committee and to the next higher
administrative level. The unit administrator will discuss the progress loward tenure letter with the faculty member. In
the event that the faculty member disagrees with the contents of the progress toward tenure letter, it is the
responsibility of the faculty member to make this disagreement known in

writing. Copies of this letter will be placed in the faculty member's personnel file, and a copy will be sent to the Unit

Personnel Commitlee and to the next higher administrative level.

5. Request for Permanent Tenure Prior to the End of the Probationary Term
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During the Spring semester of the academic year, a faculty member who has not completed the probationary term
(see Section 1+.C.1-3) and who requests in writing that consideration be given to conferral of permanent tenure will
be considered for permanent tenure during the Fall semester of the next academic year.
D. Initial Appointment with Permanent Tenure
A faculty member whose initial appointment is to a professorial rank with permanent tenure shall be regarded as having
permanent tenure until retirement, resignation, or removal according 1o the provisions of Sections VI or VI| of this
document.
E. Joint Appointments
Joint appointments are made when faculty members are appointed with responsibilities in more than one unit. The
source of funds for joint appointments may come solely from one unit, or it may come separately from two or more units
to which the faculty member has a joint appointment.

Faculty members who hold joint appointments in more than one unit or center within East Carolina University shall be
assigned to a primary academic unit with a greater than half-time appointment in the primary academic unit. The letter of
appointment will specify the terms of the appointment, will identify the primary academic unit and will reference all units in
which the faculty member holds joint appointments. A single appoiniment letter signed by all supervising administrators
is preferable, but in instances where a jointly appointed faculty member has disparate duties in the various units, a
separate joint appointment letter may be issued by the administrators of the units in which the faculty member holds joint
appointments, provided that a copy of each joint appointment letter is forwarded to the unit administrator(s) of the other
supervising unit(s).

Each appointment letter issued by the primary and joint appointment units wil specify the faculty member's
responsibilities, performance expectations, and compensation, if any, for that department and/or program. Annual,
written evaluations of the facuity member will be prepared by the unit administrator of the faculty member's primary
academic unit, in consultation with the administrator(s) of the unit(s) to which the faculty member is jointly appointed. I
the administrators of the units to which the faculty member is jointly appointed disagree on the annual evaluation, the next
higher administrator to the primary academic unit will arbitrate the disagreement and will write the final annual faculty
evaluation, if agreement cannot be reached among all joint appointment units.

For probationary faculty appointments and permanently tenured faculty appointments, the policies and procedures of the
primary academic unit shall be used for reappointment, tenure, and promotion of the faculty member, as appropriate to
the appointment type. Annual progress toward tenure letters for probationary faculty will be prepared by the unit
administrator of the primary academic unit, in consultation with the administrator(s) of the unit{s) to which the faculty
member is jointly appointed, and in consultation with the Personnel Committee of the primary academic unit. If there is
disagreement on the progress toward tenure letter, the next higher administrator of the primary academic unit wifl confer
with the Personnel Committee of the primary academic unit and with the administrators of the units lo which the faculty
membaer is jointly appointed, determine at his or her discretion the content of the letter, and prepare the progress toward

tenure letter.

For all faculty on joint appointments, annual salary increase recommendations will be made on each funding source of
the appointment according to the guidelines of the units, the Office of the President, and those of the University. If there
is one source of funding, the administrators of the separate portions of the appointment will consult and recommend
together. If there is disagreement, it will be appealed to the next higher administrator of the primary academic unit.

Adl faculty members who hold joint appointments are governed by the ECU Facufty Manual, and all provisions of each
faculty appointment must be consistent with relevant sections of the ECU Facudty Manual.
(Faculty Senate Resolution #02-05, October 2002)

Hl. Promotion
Persons holding the professorial rank of instructor, assistant professor, or associate professor may be promoted to the next
professorial rank. Promotion shall be based primarily on the faculty membei's demonstrated professional competence and
achievement. See Appendix C, Personnel Policies and Procedures for the Faculfty of ECU. Promotion is governed by the
policies and procedures set forth in Section IV, below. During the Spring semester of the academic year, a faculty member
who reguests in writing consideration for gromotion to the next professorial rank shall be considered for promotion during the

Fall semester of the next academic year.

4A faculty member considering such action is encouraged to seek consultation with the Unit Personnel Committee and the unit
administrator. When a faculty member applies for and then withdraws a request for early consideration for permanent tenure, a
copy of all documents submitted to support the request and a record of all decisions by the appropriate committee and any
administrator{s) shall be directly forwarded to the appropriate vice chancellor. Because a faculty member will be considered for
permanent tenure if he or she reaches the end of the probationary term, denials of requests for permanent tenure made before the
end of the probationary term are not subject to appeal.

3 A faculty member considering such action is encouraged to seek consuitation with the Unit Personnel Committee and the
unit administrator. When a faculty member applies for and then withdraws a request for promotion, a copy of all documents
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IV. Procedures for Initiation, Review, and Approval of Appointments, Reappointments, Promotions, and the Conferral of
Permanent Tenure
Recommendations for appointments, reappointments, promotion, and the conferral of permanent tenure to facully are the
responsibility of unit committees and the unit administrator. Evaluation of faculty for appointment, reappointment, promotion,
and the conferral of parmanent tenure shall be initiated by the appropriate unit commitiee on notice from the unit administrator
and higher administrative authority. The appropriate unit committee shall also evaluate faculty for promotion and the early
confarral of permanent tenure at the request of the faculty member. Once the evaluation has been completed, the
committee's recommendation and the recommendation of the unit administrator shall be forwarded to the next higher
administrator above the unit level for initiation of administrative review of the recommendations. The pertinent structures and
processes are set forth in this section.

Desctiption of "voting facuilty”

For the purposes of Section IV, voting faculty members are determined by the permanently tenured faculty of the unit using
the following criteria; [Please refer to interpretations #100-14.]

A voting faculty member of a unit is someone who:

holds a full-time faculty position with East Carolina University and a greater than one/half time position in the unit, and

is either a probationary term (tenure track} faculty member or a permanenty tenured faculty member.

has at least onefhalf of the teaching/research duties normally assigned in the unit, as determined by the permanently
tenured faculty of the unit using standards appropriate to their discipline.

is in at least the twelfth consecutive calendar month of appointment to the faculty as either a probationary term (ienure
track) faculty member or a permanently lenured faculty member.

is not a unit administrator or an Individual with one half or more of his/ner load assigned to administrative duties as
determined by the permanently tenured faculty in consultation with the unit administrator.

or meets the above conditions and is on leave of absence from all university duties but is in attendance at the meeting of
the appropriate committee at the time of the committee’s vote on a personnel action {reappointment, promotion, or tenure
recommendation). (Faculty Senate Resolution #03-30, April 2003, pending final approval)

Unit Committees®
1. Tenure Committee
[Please refer to interpretation #197-7.]
a. Function
The Tenure Committee shall be responsible for making recommendations regarding initial appointments with
permanent tenure, reappointments of probationary-term faculty members, and the granting of permanent
tenure.
b. Composition
The membership of ihe Tenure Committee shall be composed of the permanently tenured voling facully of the
unit, including those who are on leave but in attendance at the meeting at the time of the committee's vote,
but excluding the unit administrator. When a unit has fewer than three permanently tenured voting facuity
members not hotding administrative status, the next higher administrator above the unit level shall appoint
permanently tenured faculty from other units to increase the committee's membership to three. These
appointments to the committee shall be from a list of candidates selected by a vote of the permanently tenured
and probationary-term faculty of the unit.
2. Promotion Commitlee [Please refer to interpretation #197-8.]
a. Function )
The Promotion Committee shall be responsible for making recommendations for promotions in rank.
b. Composition
The membership of the Promotion Committee shall be composed of those permanently tenured and
probationary-term voting faculty members who hold rank at least equal to the rank for which the candidate is
being considered, including those on ieave but in attendance at the committee's meeting at the time of the
committee's vote, but excluding the unit administrator. The composition of the committee shall thus vary with
the rank to which a faculty member is being considered for promotion. When a unit has fewer than three
permanently tenured or probationary-term voting faculty members of sufficient rank and not holding
administrative status, the next higher administrator above the unit shall appeint additional permanently tenured
and probationary-term facuity to increase the membership of the committee to three, with at least two-thirds of
the members being permanently tenured faculty. These appoiniments to the committee shall be from a list of
candidates selected by a vote of the permanent tenured and probationary-term faculty having rank at least equal
to the candidate(s) being considered for promotion.

submitted to support the request and a record of all decisions by the appropriate committee and any administrator(s) shall be
directly forwarded to the appropriate vice chancellor.

% Except as provided herein, meetings of the committees shall be conducted according to the most recent edition of

Robert's Rules of Order, Newly Revised,
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3, Personnel Committee [Please refer to interpretations #197-7, #101-16 and #103-18.]

a. Function
The Personne! Committee shall be responsible for making recommendations regarding initial probationary
appointments and initial and additional special fixed-term appointments (for other functions of the Personnel
Commitiee, see Section IV.B.).

b. Composition
The composition of each unit’s Personnel Committee shall be determined by the unit but shall consist of at least
three members. The membership of the committee shall be composed of some or all of the permanently tenured
and probationary-term voting facuity members of the unit, including those who are on leave but in attendance at
the meeting at the time of the committee's vote, but excluding the unit administrator. At least two thirds of the
Unit Personne! Cammittee membership shall be permanently tenured voting faculty. When there are not enough
permanently tenured voting faculty members in the unit to satisfy this requirement, additional permanently
tenured faculty shalt be appointed according to the procedures in Section IV.A.1.b. above. All other members of
the Unit Personnel Committee shall be slected by the permanently tenured and probationary-term voting faculty
of the unit.

B. Additional Roles of Unit Personnel Committee

In addition to making recommendations to the unit administrator on initial and additional fixed-term appointments and

initial probationary-term appointments, the Unit Personnel Committee has the following responsibilities:

1. Notifying fixed-term faculty members that the Personnel Committee will or will not recommend an additional fixed-
term appointment when the fixed-term faculty member requests notification not earlier than 180 calendar days nor
later than 90 calendar days before the current term expires.

2. Reviewing requests for reduction in the normal probationary term at the time of Initial appointment (see Section
I.C.2).

3. Reviewing requesis for the extensian of the narmal probationary term (see Section 11.C.3).

4. Consulting with the unit administrator in the preparation of the progress towards tenure letter (see Section [1.C.4).

5. Consulting with faculty members who are considering requesting conferral of permanent tenure prior to the end of
the probationary term (see Section [.C.5).

. Consulting with faculty members who are considering requesting promotion {see Section .}).

7. Producing a list of possible external reviewers and selecting external peer reviewers from lists produced by the

Committee and by the candidate (see Section IV.E).
8. Selecting, with the unit administrator, the research and creative activity materials to be sent to external peer
reviewers (see Section IV.E).
9. Reviewing materials submitted by faculty members for inclusion in their Personnel Action Dossier; consulting with the
unit administrator regarding responses to such materials (see Section IV.F.2.).
C. Role of the Chair of the Unit Personnel Committee
The chair of the Unit Personnel Committee shall be permanently tenured and shall be elected annually by and from the
committee's membership. The chair shall preside over all committees making personnel recommendations for the
faculty, and may participate in the decisions of any committee of which the chair is a member. !f the chair of the Unit
Personnel Commitlee holds a professional rank lower than that to which a faculty member requests promotion, the Unit
Personnel Committee chair shall chair the Promotion Committee but shall not have a vote on that committee. The chair
shall be responsible for calling the meetings of such commitlees, obtaining and distributing materials to be used during
deliberation of such bodies, insuring that a valid vote has been taken, communicating the resulis of such votes to the
appropriate faculty and to the unit administrator, and performing other duties as designated by the unit.
D. Role of Unit Administrator
The unit administrator serves to provide leadership, support, and guidance to the fotal functioning ¢f the unit. As
indicated at the beginning of this section, the personnel recommendations of the unit administrator shatl be forwarded to
the next higher administrator along with the recommendation of the appropriate faculty committee.

The unit administrator is responsible for maintaining the personnel files, providing timely notification to the chair of the
Unit Personnel Committes on ali personnel actions required or expected, and distributing all personnel documents and
materials to the appropriate location. The unit administrator is jointly responsible with the Unit Personnel Committee for
preparation of the progress toward tenure letter.

in personnel matters, the unit administrator functions as an administrator rather than a faculty member. Consequently,
ihe unit administrator does not have a faculty vote in personnel matters.

E. External Peer Review for Promotion and the Conferral of Permanent Tenure
"Exlernal peer review" means a review of a candidate’s research and creative activity by persons who are not faculty or
employees of East Carolina University. External peer review of the quality of the research and creative activity material
submitted by the candidate for promotion or conferral of permanent tenure or both will be used by the appropriate
committee in conjunction with its own evaluation of the material. Qualifications of the reviewers and criteria for their
selection are to be determined by the faculty of each unit.

in the Spring term prior ta the academic year in which a promotion or tenure decision is scheduled, the Unit Persannel
Committee shall produce a list of possible extemal reviewers. The candidate for promotion and/or permanent tenure shall
provide a similar list, noting for each name the professional relationship, if any, between the reviewer and the candidate.
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The candidate shall also provide simitar relationship information for each name on the Unit Personnel Committee's list.
[Please refer to interpretation #i00-15.]

The Unit Personnel Committee shall select a sufficient number of names from the Unit Personnel Committee's list and
the candidate's list to insure a minimum of three external reviewers, two from the Unit Personnel Committee's list and one
from the candidate's list.

The unit administrator will natify the reviewers that they have been nominated to conduct the review and will ascertain
their willingness to serve as reviewers. Selected material with a cover letter prescribed by the appropriate vice chancellor
shall be sent to the reviewers. Correspondence with the reviewers shall be written in neutral terms, serving to neither
support nor oppose the candidate. Copies of all correspondence with the reviewers and the reviews shall be made a part
of the Personnel Action Dossier (hereinafier, "the dossier") (see Section IV.f.2).

The unit administrator and the Unit Personnel Committee shall select the material from the dossier to be sent to external
reviewers. The candidate may include additional published or accepted material if he or she disagrees with the initial
selection. Inclusion of such additional items in the materlals sent to reviewers shall be noted by memorandum of the unit
administrator in the dossier and the candidate's personnel file.

Upon receipt of a review, the unit administrator will place the original review in the candidate's personnel file and copies
of the review in the candidate's dossier. The unit administrator shail then notify the members of the appropriate
committee and the candidate that the review is available.

When fewer than three external reviewers respond, this information, by memorandum from the unit administrator, shall be
made a part of the candidate's personnel file and dossier.

Documentation for Personnel Aclions

1.  Employment Applications
Information on job applicants is to be kept in a file avaitable to the appropriale committee {see Section IV.A).

2 personnel Action Dossier for Reappointment, Promotion, and Permanent Tenure
The Personnel Action Dossier is a file containing materlals for evaluating a faculty member's professional activity.
The dossier is compiled by candidates for reappointment, promotion, andfor permanent tenure in consultation with
the unit administrator and the chair of the Unit Personnel Committee. The dossier will be used by the appropriate
committee in making personnel recommendations. A fixed-term faculty member seeking to be recommended for a
second or subsequent fixed-term appointment need not compile the dossier.

3. Disagreements as to inclusion or removal of documents
The dossier shall include the required documents and lists relevant to the faculty member's teaching,
research/creative activity, and service as described above. If the faculty member disagrees with the unit
administrator and/or the unit personnel committee as to the inclusion of relevant documents, the documents will be
included and each may include a statement about the document in the dossier.

For details on organization, content and limitations of the dossier, see Part XII. of the ECU Faculty Manual.

Initiation of Recommendations

[Please refer to interpretation #(99-11.]

1. The unit administrator shali give timeiy notice to the chair of the Unit Personnel Committee when personnei actions
are to be initiated, and of the date by which the committee’s recommendation must be communicated to the unit
administrator. After being notifled by the unit administrator that a personnel action is required, the chair of the Unit
Personne! Committee shall make at least three attempts at intervals of no less than five working days each to hold a
committee meeting. In order to conduct business a committee shall not meet without a quorum (a majority of the
members of a committee must be in attendance for the committee to have a quorum). A facully member on |eave
and not in attendance at a meeting shall not be counted for the purposes of determining a quorum for that meeting.
A faculty member on leave but in attendance at a meeting shall be counted for the purposes of determining a
quorum for that meeting. If the committee fails to meet the unit administrator's deadline for receipt of the committee's
recommendation, this outcome shall count as a recommendation by the committee against appointment,
reappointment, promotion, or tenure. In such a case, the chair of the Unit Personnel Committee shall report in
writing to the unit administrator that afier at least three altempts the committee has failed to meet due to a lack of a
quorum, and that this outcome constitutes a recommendation against appointment, reappointment, promotion, or
tenure. The unit administrator shall forward the committee’s recommendation and the unit administrator's
recommendation to the candidate and to the next higher administrater,

2. Faculty recommendations for appointment, reappaintment, promotion, and conferral of permanent tenure shall
come from the appropriate committee (see Section |V.A). The committee members may choose to vote by mail
according to the latest edition of Robert's Rules of Order, Newly Revised. Within ten working days of notification by
the unit administrator of the need to initiate a parsonnel action, the chair of the Unit Personnel Committee shall
convene a meeling of the appropriate committee to ascertain whether or not the committee will vote by mail. Ifa
motion to vote by mail is approved by a majority of the committee members present and voting, voting shall be by
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mail. If a committee chooses to vote by mail, all members must vote by mail. If a committee votes by mail, the
ballots shall be sent by certified mail or distributed by the committee chair. If baliots are distributed, the committee
chair shall assure that recipients acknowledge receipt in writing. The acknowledgment must include the date of
receipt. A ballot either shall be retumed by certified mail or shall be personally returned by hand to the committee
chair, at the discretion of the individual committee member. Commitiee members returning ballots by hand shall sign
a confirmation form that is retained by the committee chair. Ballots not returned within twenty working days of
certified receipt shall count as a vote against recommending appointment, reappointment, promotion , or tenure. If a
committee votes by mail, a faculty member on leave may choose either to vote or not to vote, at his or her discretion,
The unit administrator shall ascertain and shall inform the chair of the Unit Personnel Committee in writing as to
whether or not a faculty member on leave will participate in a mail ballot. Ifa faculty member on leave chooses to
participate in a mail ballot, the faculty member shall count in determining what is required for a majority vote in favor
of the recommendation. If the faculty member on leave chooses not to participate in a mail ballot, the faculty
member shall not count in determining what is required for a majority vote in favor of the recommendation.

3. Inthe case of initial appointment recommendations, each member of the Unit Personnel Committee will indicate by
secret ballot his or her choice for the appointment. A candidate who receives a majority vote of the membership of
the committee shall be recommended for appointment.

4. Inthe case of re-employment recommendations for facuity members holding fixed-term appointments, each member
of the Unit Personnel Committee will indicate by secret ballot his or her choice for or against
recommending re-employment. This vote may be taken at a committee meeting or by mail baliot as described in
section IV.G.Il. Failure to obtain a majority vote of the entire membership of the appropriate committee shall
constitute a recommendation against re-employment.

5. Inthe case of reappointment, promotion, and conferral of permanent tenure, each member of the appropriate
commitiee will indicate by secret ballot his or her vote for or against recommending that the candidate be
reappointed, promoted, and/or granted permanent tenure. This vote may be taken at a commitiee meeting or by
mail ballot as described in section IV.G.I1. Failure to obtain a majority vote of the entire membership of the
appropriate committee shall constitute a recommendation against reappoiniment, promotion, and/for the conferrat of
permanent tenure.

6. The recommendation of the appropriate committee shall be communicated by the chair of the Unit Personnel
Committee to the unit administrator. (Faculty Senate Resolution #03-30, April 2003, pending final approval)

Procedure for Concurring Recommendations

If the recommendations of the appropriate committee and unit adminisirator agree, the next higher administrator shall
aither concur or not concur, then notify the unit administrator and the chair of the Unit Personnel Committee of the
recommendation and forward ali recommendations to the immediate supervisor. This procedure shall be repeated at
each administrative level until the recommendation reaches the appropriate vice chancellor.

immediately after the completion of each level of administrative review, the administrator's recommendation shall be
communicated to all appropriate lower administrators, the candidate, and the committee of the unit which made the initia!

recommendation.

If the vice chancellor decides not to recommend a reappointment, promotion, andfor conferral of permanent tenure, he or
she shall give the faculty member being considered a simple, written statement of the decision. This decision is final
except as it may later be reviewed in accordance with the provisions of Section V or the grievance procedure of Appendix
Y. If the vice chancellor concurs in a recommendation that will confer permanent tenure, he or she shall forward the
recommendation to the chancelior. The chancellor shall consider the recommendation from the vice chancellor to
promote and to confer permanent tenure.

If the chancellor concurs In a recommendation to confer permanent tenure, he or she shall consult with the Board of
Trustees and, unless dissuaded, forward the recommendation to the President and the Board of Governors for final
approval. The chancellor shall submit all recommendations for faculty promotions to the Board of Trustees for final

approval unless that Board delegates to the chancellor the authority to give final approval.

If the chancellor decides not to recommend promotion or the conferral of permanent tenure, the chancellor shall give the
faculty member being considered a simple, written statement of the decision. This decision is final except as it may be
reviewed in accordance with the provisions of Section V or the grievance procedure of Appendix Y.

Procedure for Non-Concurring Recommendations

[Please refer to interpretation #199-12.]

if the recommendations from the unit administrator and the appropiiate commitiee disagree, the unit administrator's
immediate supervisor shall seek resolution of the disagreement at the unit level, If the unit administrator and the
appropriate committee do not agree, their conflicting recommendations shall be forwarded through each administrative
ievet, together with the recommendation of the administrator at each level, until they reach the appropriate vice
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chancallor. The personnel action shall then be handled in accordance with the procedures provided in Section [V.H.
above.

Procedures for Nonconeurrence of a Tenure or Promotion Recommendation by Vote of the Faculty

in the event thal the vice-chancelior's recommendation is contrary to the vete of the appropriate unit commitiee, the vice

chancellor shall meset with the committee to discuss the recommendation. If the vice-chancellor concurs with the

committee vote but the chancellor's recommendation is contrary to the vote, the chancellor shall meet with the committee

to discuss the chancellor's recommendation.

V. Procedures for Appeal of Notice of Non-Reappointment or Non-Conferral of Permanent Tenure
A. Deadlines for Appeals

Failure to submit the appeals documents specified in this section within the time periods allotted constitutes a waiver of
the right to appeal the decision. However, before the expiration of the deadline the faculty member may request an
extension, provided that the request is made in writing and presented to the individual or committes who is next to
consider the appsal. Decisions on requests for extension of time shail be made by the individual or committee who is

next to consider the appeal.

B. Request for Hearing with the Faculty Hearing Committee
Within 25 working days of receiving written notice from the vice chancellor or chancellor of non-reappointment or non-
conferral of permanent tenure, a faculty member (hereinafter, the complainant) may request a hearing before the Faculty
Hearing Committee.

1.

The Hearing Committee

The Hearing Committee shall be composed of five members and five alternates each of whom is a full-time,
permanently tenured voting faculty member without administrative appointment. Members shall be elected in
accordance with the procedures for election of appellate committees specified in the Bylaws of the East Carofina
University Faculty Senate. Members and alternates shall be elected to three-year tarms, A quorum for the
committee shall be the five members or their alternates.

Upon organization, the members of the Hearing Committee shall elect a chair and a secrelary. The chair and the
secretary of the committee are to be appropriately trained in accordance with guidelines and procedures
jointly established by the faculty officers and chancellor. Should any committee officer be absent at the
beginning of a hearing, the committee shali elect an alternate officer for the purposes of the hearing. (Faculty
Senate Resolution #03-49, pending final approval)

When the committee is convened to consider any matter associated with a complainant's request for a hearing,
those committee members who hold an appointment in the complainant's academic unit, those who might
reasonably expect to be called as witnesses, those who might reasonably expect to be asked to serve as advisors
(see Section V.D.2) {o any party of the request for a hearing, or those wha may have any other conflict of interest
should disqualify themselves from participation in the activities of the committee related to this specific request for a
hearing. The complainant and those individuals or groups who are alleged to be responsible for the action or
actions described by the complainant in the request for the hearing (hereinafler, the respondents) are permitted to
challenge committee members for cause. The other members of the committee will decide on any potential
disqualifications if a committee member is so challenged but wishes to remain.

When, between elections, membership of the committee falls below the specified five members and five alternates,
the chair of the faculty, in consultation with the Committee on Committees, shall appoint members to the committee.
Vacancies on the committee will be filled by first moving alternates to members and by making appeintments as
alternates.

Upon receipt of a request for a hearing, the chair of the committee shall determine the availability of the elected
members and alternates, and shall select from those available one or more alternates, as necessary. The ranking
of the available alternates for selection shall be determined by their years of service to the University. That available
altarnate who is most highly ranked shall attend all sessions of the hearing and shall replace a regutar member
should that member be unable to attend the entire hearing.

The committee may at any time consult with the University Attorney in maltters of procedure. (See Part VIli,
Responsibiiities of Administrative Officers.)

Initiation of the Hearing Process

The basis for a request for a hearing must be found in one or more of the following reasons: (a) the decision was
based on any ground stated to be impermissible in Section 604B of The Code of The University of North Carolina;
(b} the decision was attended by a material procedural irregularity.7

7 Appeals based on material procedural irregularity shall refer only to personnel actions which are initiated after the approval
of materiat procedural irregularity as a basis for a request for a hearing.
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“"Material procedural irregularity" means a departure from prescribed procedures governing reappointment and
conferral of permanent tenure that cast reasonable doubt upon the integrity validity of the original decision not to
reappoint or not to confer permanent tenure. Whether a material procedural irregularity occurred shall be
determined by reference to those procedures which were in effect when the initial decision not to reappoint or not to
confer permanent tenure was made and communicated. The Hearing Committee shall ask the chancellor to certify
what procedures were then in effect if that question is a matter of dispute. (Faculty Senate Resolution #03-49,
pending final approval)

The complainant's request for a hearing must specifically identify and enumerale all reasons for the request. The
request must include (a) a description that is as complete as possible of the actions or the failures to act which
support each specified contention; (b) the identification of the respondents; (c) an enumeration and description of
the information or documents which are to be used to support the contention {copies of the described documents
are to be made a part of the request for a hearing); (d) the identification of persons who may be willing to provide
information in support of the contention; and (e} a brief description of the information those persons identified in (d)
may provide. The complainant's request for a hearing shall be made to the chair of the Hearing Committee.

C. Validation of the Request for Hearing.
Validation of the complainant's request for a hearing is the first step in the hearing process. The Hearing Committee shall
convene within 15 days after receipt of the complainant's request for a hearing. The committee shall notify the
complainant of the meeting date by registerad mail, return receipt requested. The committee shall meet in executive
session and the meeting will be conducted according to the latest edition of Robert's Rules of Order, Newly Revised. The
committee's evaluation of the complainant's request for a hearing shall be limited solely to the documents and information
submitted as part of the complainant's request for a hearing.

The complainant may submit additional documentation and information supporting the request for a hearing up to 72
hours prior to the committee meeting. All documentation and information submitied after the original request for a
hearing must (a) support contentions set forth in the original request for a hearing and (b) be delivered to the chair in the
same manner as the original request for a hearing. Such information or documentation shall be made a part of the
original request for a hearing.

Documentation and information that do not meet criteria set forth in the previous paragraph will not be accepted and will
be returned to the complainant.

The Hearing Committee's review of the complainant's request for a hearing shall be limited solely to determining whether
the facts alleged by the complainant, if established, would support the contention that the decision not to reappoint or not
to confer permanent tenure was based upon any of the grounds stated as impermissible in Section 804B of The Code of
The University of North Carolina or was attended by a material procedural irregularity. Based on their review and
evaluation of the submitted material, the committee shall decide whether the request for a hearing is to be validated.

If the request for a hearing is not validated, the complainant shall be notified by registered mail, return receipt requested,
within 10 calendar days of the committee meeting. Such a determination confirms the decision not to reappoint or not to
confer permanent tenure. (Faculty Senate Resolution #99-4, February 1999}

The complainant may accept the decision of the Hearing Committee not to validate or appeal to the chancellor within 10
calendar days of receipt of the Hearing Commiltee's decision. The chancellor, within 14 days of the complainant's appeal
shall decide to confirm the committee's decision or shall support the complainant's request for a hearing. (Faculty Senate
Resolution #99-4, February 1999)

If the committee validates the request for a hearing, or the decision not to validate the request for a hearing is not
supported by the chancellor, the committee shall so notify the complainant by registered mail, return receipt requested,
and begin the processes necessary to set the time and date for the hearing.

D. Procedures for the Hearing.
1. Time and Date of Hearing
If the request for a heating is validated, the commitiee shall provide a complete copy of the request for a hearing to
the individuals named in the reguest for a hearing. The committee shall set the time, date, and place for the
hearing. The date for the hearing must be within 30 working days of the netification to the complainant that the
request for a hearing was validated. The committes shall then notify the complainant, the respondents, the chair of
the faculty, and the ehancellor, of the time, date, and place of the hearing.
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2. Conduct of the Hearing

The chair of the Hearing Committee is responsible for conducting the hearing and for maintaining order during the
hearing. Except as provided for herein, the hearing shall be conducted according to the latest edition of Robert'’s
Rules of Order, Newly Revised. Attendance at the hearing is limited to the committee's members and alternates,
the complainant, one person who may advise the complainant but who may not take an active part in the
proceedings, the respondents, an East Carolina University faculty member (with or without administrative
appointment) selected by the chancellor to represent the respondents in the conduct of the hearing, an East
Carolina University attorney who shall advise the respondents and their representaiive but who may not take an
active part in the proceedings, the chancellor, and an East Carolina University attorney representing the chancellor.
Other persons (witnesses) providing information to the committee shall not be present throughout the hearing, but
shall be avallable at a convenient location to appear before the committee as appropriate. i }
noters-ranscrpt-olihe proceedings-shallbe-made. For any hearing from which an appeal may be taken, a
professional court reporter must be used to record and transcribe the hearing. (Faculty Senate Resolution #03-37,
pending final approval) Any such record is a part of the personnel inguiry and must be treated with
appropriate confidentiality. Only the immediate parties to the controversy, the responsible administrators
and attorneys, and the members of the University governing boards and their respective committees and
staff are permitted access to such materials. (Faculty Senate Resolution #03-49, pending final approval)

The hearing shall begin with an opening statement by the chair of the committee limited to explaining the purpose of
the hearing and the procedures to be followed during the hearing. The chair explicitly will note that the committee
shall consider only information bearing on the allegations presented in the comptainant's request for the hearing.

Following the opening remarks by the committee chair, the complainant shall present his or her contentions and any
supporting witnesses and documentary evidence. The respondents, through their representative, may then reply to
these contentions and present any supporting witnesses and evidence. During these presentations, the
complainant, and the respondents, through their representative, may cross-examine opposing witnesses.
Committee members may question witnesses for purposes of clarification.

E. Procedures After the Hearing
After the hearing, the committee shall meet in executive session and begin its deliberations or shall adjourn for no more
than two working days, at which time it shall reconvene in executive session to determine whether it sustains or does not
sustain the allegations stated in the request for the hearing. In reaching its decisions the committee shall consider only
the testimony and other materials entered or presented as evidence during the hearing. The complainant shall have the
burden of proof by the greater weight of the evidence to establish that a basis for his or her contentions is found in one of
the reasons listed in Section V.B.2. .

Within 40 working days of finishing its deliberations the committee shall provide the complainant, respondents, and the
chancellor with a copy of the committee's report and a copy of the audio-reserding-of court reporter's transcript of the
hearing. {Faculty Senate Resolution #03-37, pending final approval)

If the Hearing Committee determines that the complainant's contention has not been established, it shall, by simple,
unelaborated statement, so notify the complainant, the respondents, the chair of the faculty, and the chancellor. Sucha
determination confirms the decision not to reappoint or not to confer permanent tenure.

If the Hearing Cornmittee determines that the complainant's contention has been salisfactorily established, it shail notify
the complainant, the respondents, the chair of the faculty, and the chancelior by written notice and shall recommend
further substantive review.

Within 30 working days after receiving the recommendation of the Hearing Commitiee, the chancellor shall notify the
complainant, the respondents, the chair of the faculty, and the chair of the Hearing Committee what further substantive
review, if any, will be made of the original decision not to reappoint or notto confer permanent tenure.

gW%WMHMF%&M—(FaGUIW Senate Resolution #03-49, pending final

approval)

A A5 he .‘__.

If the chancelior is considering taking action inconsistent with the committee’s recommendations, the
chancellor shall request that a joint meeting with the committee occur within 10 working days. At the joint
meeting, the chancellor will communicate his or her concerns and the committee will have an opportunity to
respond. The joint meeting must occur within the 30 working day period as referenced above. The chancellor
must base his or her decision on a thorough review of (1) the record evidence from the hearing and (2) the
report of the committee. While the chancelior should give deference to the advice of the faculty committee, the
final campus-based decision is the chancellor's.
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The chancsllor will inform the complainant of his or her decision in writing by a method that produces adequate
evidence of delivery. In the event of an adverse decision, the chancellor's notice must inform the complainant:
(1) that, within 10 calendar days of the complainant's receipt of the decision, the complainant may file a notice of
appeal with the president requesting review by the Board of Governors in accordance with the Board of
Governors Policy 101.3.1, (2) that a simple written notice of appeal with a brief statement of its basis is all that is
required within this ten-day period, and (3) that, thereafter, a detailed scheduls for the submission of relevant
documents will be established if such notice of appeal is received in a timely matter. (Faculty Senate Resolution
#03-49, pending final approval)

The exercise of the Board of Governors’ jurisdiction urder-Seetion-5046-{4}-ofthe-Gede is refined to insure that primary
emphasis remains properly focused on the campus grievance procedures. Requesis for appellate review will be
screened to determine whethar the Board should consider the issues raised ina petitioner's request for review. The
following basic standards will guide that screening process:

1. The Board will grant requests to review contentions that the grievance procedures followed by the campus ina
particutar case did not compart with University requiremenis that affect the credibility, reliability, and faimess of
such inquiries, thereby arguabiy depriving the grievani of a valid opportu nity to establish his or her contentions.

2. The Board will grant requests o review University policy issues implicated by a particular grievance, when the
question appears to require intervention by the governing board to ¢larify the definition, interpretation, or
application of such policies.

3. The Board will review questions about the sufficiency of the evidence to sustain the conclusion reached only if
(a) the case involves a substantial interest of the grievant,

e.g., tenure or reappointment and/or (b) the history of the case reveals disagreement, with respect to the
sufficiency of the evidence to sustain the grievant’s contentions, among the responsible decision makers, i.e.,
the hearing committee, the chancellor;,—epthe—bemd—ef—twsteesae if the responsible decision makers are in
accord, normally no such appeal will be entertained by the Board of Governors. (Faculty Senate Resolution
#03-49, pending final approval)

Under the foregolng prescriptions, it is necessary for prospective petitioners to evaluate their circumstances
carefully, to understand the purposes of permissible appeliate review, and to formulate clearly and concisely their
statement of the one or more grounds on which they believe the Board should exercise its appellate jurisdiction.
Thus, the first step in any appeal to the Board of Governors will be an evaluation by the Board, through a designated
subcommittee, with staff assistance, of the grievant's written statement of grounds for appeal, to determine whether
the issues sought to be raised warrant Board attention, as judged by the three basic standards.

VI. Due Process Before Discharge or Imposition of Serious Sanction

A.

Penalties

A faculty member who is the beneficiary of institutional guarantees of tenure shall enjoy protection against unjust and
arbitrary application of disciplinary penalties. During the period of such guarantees, the faculty member may be
discharged or suspended from employment or diminished in rank only for reasons of incompstence, negiect of duty, or
misconduct of such a nature as to indicate that the individual is unfit to continue as a member of the faculty. These
penalties may be imposed only in accordance with the procedures prescribed in this section. For purposes of these
regulations, a facuity member serving a stated term shall be regarded as having tenure until the end of the term. These
procedures shall not apply to non-reappointment (Section V) or termination of employment {Section VII).

Notice

Written notice of intent to discharge or to suspend from employment or to diminish in rank (these penalties hereinafter in
Section VI are referred to as "the penalty") shall be sent by the vice chancellor with supervisory authority or by the vice
chancellor's designee to the faculty member by registered mail, return receipt requested. The statement shall include
notice of the faculty member's right, upon reguest, to both written specification of the reasons for the intended penalty
and a hearing by the Due Process Committee {Section VI.E.). (Faculty Senate Resolution #99-10, March 1999)

Penalty Without Recourse

if, within 10 working days after the faculty member receives the notice referred to in Section VI.B. above, the faculty
member makes no written request for either a specification of reasons or a hearing, the faculty member may be penalized
without recourse to any institutional grievance or appeilate procedure.

Specification of Reasons and Hearing Request

I, within 10 working days after the faculty member receives notice referred to in Section V1.B. above, the faculty member
makes a written request to the vice chancellor with supervisory authority, by registered mail, return receipt requested, for
a spacification of reasons, the vice chancellor with supervisory authority or the vice chancellor's designee shall supply
such specification in writing by registered mail, return receaipt requested, within 10 working days after receiving the
request.

A faculty member's request for a hearing is to be directed to the vice chancetlor with supervisory authority in writing by
registered mail, return receipt requested. Upon receipt of such a request the vice chancellor with supervisory authority
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shall, within ten working days, notify the chair of the Due Process Committee of the need to convene a hearing in
accordance with Section VILF.1. If the faculty member makes no written request to the vice chancefior with supervisory
authority for a hearing within 10 working days after receiving the specification, the faculty member may be penalized
without recourse to any institutional grievance or appellate procedures. (Faculty Senate Resolution #99-10, March 1999)
Due Process Committee

The Due Pracess Committee shall be composed of five members and five alternates each of whom is a full-time,
parmanently tenured voting faculty member without administrative appeintment. Members shall be elected in accordance
with the procedures for etection of appellate committees speacified in the Bylaws of the East Carolina University Faculty
Senate. Members and alternates shalt be elected to three-year terms. A quorum for the committee shall be the five
members of their alternates. Upon organization, the members of the Due Process Committee shall elect a chair and a
secretary. Should any committee officer be absent at the beginning of a hearing, the committee shall elect an alternate
officer for the purposes of the hearing.

When the committee is convened to consider any matter associated with a faculty member’s request for a hearing, those
committee members who hold an appointment in the faculty member's academic unit, those who might reasonably expect
to be called as witnesses, or those who may have any other conflict of interest should disqualify

themselves from participation in the activities of the committee related to this specific request for a hearing. The faculty
member and the vice chancellor with supervisory authority are permitted to challenge committee members for

cause. The other members of the committee will decide on any potential disqualifications if a committee member is s0
challenged but wishes fo remain. {Faculty Senate Resolution #99-10, March 1999)

When membership of the committee falls below the specified five members and five alternates, the Faculty Senate will
elect additional faculty members to the committee. Vacancies on the committee witl be filled first by moving alternates to
member status and by electing new alternates and/or members as needed to fill the committee roster.

Upon notification by the vice chancellor with supervisory authority or the vice chancellor's designee that a faculty member
has requested a hearing, the chair of the committee shall determine the availabliity of the elected members and
alternates, and shall select from those available one or more altemates, as necessary (see Part X of the ECU

Faculty Manual, UNC Code, Section 603). The ranking of the available alternates for selection shall be determined by
their years of service to the University. That availabte alternate who is most highly ranked shall attend all sessions of
the hearing and shall replace a regular member should that member be unable to attend the entire hearing. (Faculty
Senate Resolution #99-10, March 1989)

The committee may at any time consult with the University Attorney in malters of procedure. (See Part Vi,
Responsibilities of Administrative Officers.}

Procedures for the Hearing

1. Time and Date of Hearing
The Due Process Committee shall set the time, date, and place for the hearing. The date for the hearing must be
within 30 working days of the time the commiltee receives the vice chancellor with supervisory authority's notification
of the faculty membet's written request for a hearing. The committee shall notify the affected faculty member, the
vice chancellor with supervisory authority, and the chair of the faculty of the time, date, and place of the hearing.
The committee may, upon the faculty member's written request and for good cause, postpons the date of the hearing
by written notice to the faculty member.

2. Conduct of Hearing
The hearing shall be on the written specification of reasons for the intended penalty. The chair of the Due Process
Committee is responsible for conducting the hearing and for maintaining order during the hearing. Attendance at
the hearing is limited to the committee's members and alternates, the faculty member requesting the hearing,
counset for the faculty member, the vice chancellor with supervisory authority, and counsel for the vice chancelior.
Other persons (witnesses) providing information to the committee shall not be present throughout the hearing, but
shall be available at a convenient location to appear before the committee as appropriate. For any hearing from
which an appeal may be taken, a court reporter must be used to record and transcribe the hearing. (Faculty Senate
Resolution #03-37, pending final approval)

The hearing shall begin with an opening statement by the chair of the committee limited to explaining the purpose of
the hearing and the procedures to be followed during the hearing. Following the opening remarks by the commitiee
chair, the vice chancellor with supervisory authority or his/her counsal shall present the university's contentions and
any supporting witnesses and decumentary evidence. The faculty member or the faculty member's counsel may
then reply and present any supporting witnesses and documentary evidence. During these presentations, the vice
chancellor with supervisory authority or his or her counse!, and the faculty member or his or her counsel, may cross-
examine opposing witnesses. Commitiee members may question wiinesses for purposes of clarification. (Facuity
Senate Resolution #99-10, March 1999)

G. Procedures After the Hearing
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After the hearing, the committee shall meet in executive session and begin its deliberations or shall adjourn for no more
than two working days, at which time it shall reconvene in executive session. In reaching its decisions the committee
shall consider only the testimony and other materials entered or presented as evidence during the hearing.

Within 10 working days of finishing its deliberations the committee shall provide the faculty member and the chancellor
with a copy of its report, including materials entered as evidence, and a copy of the courl reporter's transcript of the
hearing. In its report the committee shall state whether or not it recommends that the intended penally be imposed.
(Faculty Senate Resolution #03-37, pending final approval)

In reaching a decision, the chancellor shall consider only the written transcript of the hearing and the report of the Due
Process Committee. Within 30 working days of receiving the report, the chancellor's decision shall be conveyed in writing
to the Due Process Committee and the affected faculty member by registered mail, return receipt requested.

H. Appeal
If the chancellor concurs in a recommendation of the commitiee that is favorable to the faculty member, the decision shall
be final. If the chancellor rejects a finding, conclusion, or recommendation of the Due Process Commitiee, the
chancellor shall state the reasons for doing so in a written decision. If the chancellor either declines to accept a
Committee recommendation that is favorable to the faculty member or concurs in the committee recommendation that is
unfavorable to the faculty member, the faculty member may appeal the chancellor's decision to the Board of Trustees.

This appeal shall be transmitied through the chancellor and shall be addressed to the chair of the Board. Notice of
appeal shall be received by the chancellor within ten working days after the faculty member receives the chancellor's
decision. The appeal to the Board of Trustees shall be decided by the full Board of Trustees; however, the Board may
delegate the duty of conducting a hearing to a standing or ad hoc committee of at least three members.

The Board of Trustees, or its committee shall consider the appeal on the written transcript of the hearing held by the Due
Process Committee, but it may, in its discretion, hear such other evidence as it deems necessary, with the opportunity for
rebuttal. The Board of Trustees' decision shall be made within 45 working days after the chancelior has received the
facuity member's request for an appeal to the Trustees.

This decision shall be final except that the faculty member may, within ten days after receiving the trustees' decision, file
a written petition for review with the Board of Governors if he or she alleges that one or more specified provisions of the
Code of The University of North Carclina have been violated. Any such petition to the Board of Governors shali be
transmitted through the President, and the Board shall, within 45 working days, grant or deny the petition or take such
other action as it deems advisable. If it grants the petition for review, the Board's decision shall be made within 45
working days after it notifies the faculty member by registered mail, return receipt requested, that it will review the petition.

The exercise of the Board of Governors' Jurisdiction under Section 501C(4) of the Cade is refined to insure that primary
emphasis remains properly focused on the campus grievance procedures. Requests for appeliate review will be
screened to determine whether the Board should consider the issues raised in a petitioner's request for review. The
following basic standards will guide that screening process:

1. The Board will grant requests to review contentions that the grievance procedures followed by the campus in a
particular case did not comport with University requirements that affect the credibility, reliability, and fairness of such
inquiries, thereby arguably depriving the grievant of a valid opporlunity to establish his or her contentions.

2. The Board will grant requests to review University policy issutes implicated by a particular grievance, when the
question appears to require intervention by the governing board to clarify the definition, interpretation, or application
of such policies.

3. The Board will review questions about the sufficiency of the evidence to sustain the conclusion reached only if (a) the
case involves a substantial interest of the grievant, e.g., tenure or reappointiment and/or (b) the history of the case
reveals disagreement, with respect to the sufficiency of the evidence to sustain the grievant's contentions, among the
responsible decision makers, i.e., the due process committee, the chancellor, or the board of trusteesg; if the
responsible decision makers are in accord, normally no such appeal wiil be entertained by the Board of Governors.

Under the foregoing prescriptions, it is necessary for prospective petitioners to evaluate their circumstances carefully, to

understand the purposes of permissible appellate review, and to formulate clearly and concisely their statement of the

one or more grounds on which they believe the Board should exercise its appellate jurisdiction. Thus, the first step in any
appeal to the Board of Governors will be an evaluation by the Board, through a designated subcommittee, with staff
assistance, of the grievant's written statement of grounds for appeal, to determine whether the issues sought to be raised
warrant Board attention, as judged by the three basic standards.

I.  Suspension During a Period of Intent to Discharge
When a faculty member has been notified of the institution's intention to discharge the faculty member, the chancellor
may suspend the faculty member at any time and continue the suspension until a final decision conceming discharge has

*The board of trustees will remain responsible for reviewing, on appeal, a grievant’s contention that the chancellor's decision
(or affirmance of a faculty committee decision) was clearly erroneous.
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been reached by the procedures prescribed herein. Suspension during a period of intent to discharge shall be exceptional
and shall be with full pay and benefits.

Vil. Termination of Facuity Employment
A. Reasons Justifying Termination and Consultation Required

1.

Reasons for Terminating Employment

The employment of a faculty member with permanent tenure or of a faculty member holding a fixed-term or
probationary appointment may be terminated by East Carolina University because of (1) demonstrable, bona fide
institutional financial exigency, or {2) major curtailment or elimination of a teaching, research or public service
program.

Financial exigency is defined as a significant decline in the financial resources of the institution that is brought about
by decline in institutional enrollment or by other action or events that compel a reduction in the institution's current
operations budget. The determination of whether a condition of financial exigency exists or whether there shall be a
major curtailment or elimination of a teaching, research, or public service program shall be made by the chancellor,
after consulting with the academic administrative officers and faculties as required by Section VIL.A.2. below.

This determination is subject to concurrence by the President and then approval of the Board of Governors, If the
financial exigency or curtailment or elimination of a program is such that the institution's contractual obligation to a
faculty member cannot be met, the employment of the faculty member may be terminated in accordance with Section
605 of The Code of The University of North Carolina and the institutional procedures set out in subsection B below.
Consultation with Faculty and Administrative Officers

When it appears that the instilution will experience an institutional financial exigency or when it is considering a major
curtailment in or elimination of a teaching, research, or public service program, the chancellor or the chancellor's
delegate shall forthwith prepare a report which identifies specifically the state of financiai exigency or the program
change. The report must outline the options readily apparent to the chancellor at the time, including any options
which would or might involve terminations of faculty employment.

The chancellor's report shall be directed to the Educational Polictes and Planning Commitiee for their written advice
and recommendations. In considering this report the Educational Policies and Planning Committee shall have
access to information on which the chancellor's report was based. The Committee may interview appropriate
persons. The Educational Policies and Planning Committee shall prepare a report in response to the chancellor, to
be submitted at a time determined by the chancellor.

Should the chancelior decide, following receipt of the Educational Policies and Planning Committee's report, to
consider reducing a unit's faculty for reasons of financial exigency or major curtailment or elimination of a program,
the chancellor shali promptly establish and convene an ad hoc Faculty Advisory Committee to advise the chancellor
regarding the contemplated reduction.

Whenever such a Committee is created, it shall consist of two members and two alternates elected by the unit; the
unit's administrator as an ex officio member; and four members and four altemnates from disciplines complementary
to the unit, nominated by the University Committee on Committess and elecled by the Faculty Senate. Except for
the ex-officio member, membership on an ad hoc committee shall be limited to full-time permanently tenured faculty
without administrative appointment. Upon organization, the committee shall elect a chair and a secretary. The ad
hoc Faculty Advisory Committee, following procedures according to the most recent edition of Robert's Riies of
Order, Newly Revised, shall submit a report of its advice and recommendations, at a time determined by the
chancellor. In preparing this report, the committee shall have access to information considered in any prior reports,
and the commitiee may interview appropriate persons.

B. Termination Procedures

1.

Consideration in Determining Whose Employment is to be Terminated

In determining which faculty member's employment is to be terminated, the primary consideration of the chanceltor

and the ad hoc advisory committee shall be the maintenance of a sound and balanced educational program that is

consistent with the functions and responsibitities of the institution. Where no conflict with this primary consideration
exists, priority for retention shall be given the permanently tenured faculty who are senior in years of service to the

University.

Timely Notice of Termination

a. When a faculty member's employment is to be terminated because of major curtailment or elimination of a
teaching, research, or public service program and such curtailment or elimination of program is not founded
upon financial exigency, the faculty member shall be given timely notice as follows: One who has permanent
tenure shall be given not less than twelve months notice; and one who does not have permanent tenure shall be
given notice in accordance with the requirements specified in Section 1.C.4.

b. When a faculty member's employment is to be terminated because of financial exigency, the institution will make
every reasonable effort, consistent with the need to maintain sound educational programs and within the limits of
available resources, to give the same notice as set forth in the preceding paragraph.

Type of Notice to be Given
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a. Should the chancellor decide to terminate employment following receipt of the report of the Ad hoc Faculty
Advisory Committee, the chancellor or the chancellor's delegate shall send the faculty member whose
employment is to be terminated a written statement of this fact by registered mail, return receipt requested. This
notice shall include a statement of the conditions requiring termination of the faculty member's employment; a
general description of the procedures followed in making the decision; a disclosure of pertinent financial or other
data upon which the decision was based; a statement of the faculty member's right, upon request, to a
reconsidaration of the decision by a faculty committee if the facuity member alleges that the decision to
terminate employment was arbitrary or capricious; and a copy of this procedure on termination of employment.

b. For a period of iwo years after the effective date of termination of a faculty member’s contract for any of the
reasons specified in Section VII.A.1., the institution shall not replace the faculty member without first offering the
position to the person whose employment was terminated. The offer shall be sent by registered mail to the
address |ast furnished the chancellor's office, return receipt requested, and the faculty member will be given
thirty calendar days after transmission of the notice in which to accept or reject the offer. The offer to resume a
terminated position shall provide for tenure status, rank, and salary at least equal to those held by the faculty
member at the time of termination.

c. The institution, when requested in writing by a faculty member whose employment has been terminated, shail
give reasonable assistance in finding other employment. Such assistance shall include secretarial assistance,
access fo the telephone (including long distance), University/unit stationary and postage, travel funds to
professional meetings, and other assistance as deemed reasonable and appropriate in the profession.

Termination if Reconsideration is Not Requested

If, within 10 working days after receipt of notice required by Section VI1.B.3 above, the faculty member makes no

written request for a reconsideration hearing, empfoyment will be terminated at the date specified in the notice given

pursuant to Section VI1.B.3, and without recourse to any institutional grievance or appellate procedure.

Request for Reconsideration Hearing

Within 10 working days after receiving the notice required by Section VI1.B.3, the faculty member may request by

registered mail, return receipt requested, a reconsideration of the decision to terminate employment, if the faculty

member alleges that the decision was arbitrary or capricious. The request shall be submitted to the chancellor and
shall specify the grounds upon which it is contended that the decision to terminate employment was arbitrary or
capricious and shall include a short, plain statement of facts that the faculty member believes support the contention.

Submission of such a request constitutes on the part of the faculty member: (1) a claim that the contention can be

supporled by representation of factual evidence, and (2) an agreement that the institution may offer in rebuttal of the

faculty member's contention any relevant data within its possession. Upon receipt of such a request the chancellor
shali, within 10 working days, notify the chair of the Reconsideration Committee of the need to convene a hearing in

accordance with Section VII.B.7.

The Reconsideration Committee

The Reconsideration Committee shall be composed of five members and five alternates, each of whom is a full time

permanently tenured voting faculty member without administrative appointment. Members shall be elected in

accordance with the procedures for election of appellate committees specified in the Bylaws of the East Carolina

University Faculty Senate. Members and aliernates shall be elected to three-year terms. A quorum for the

committee shall be the five members or their alternates.

Upon organization, the members of the Reconsideration Gommiitee shall elect a chair and a secretary. Should any
committee officer be absent at the beginning of a hearing, the committee shall etect an alternate officer for purposes
of the hearing.

When the committee is convened to consider any matter associated with a faculty member's request for a hearing,
those committee members who hold an appoiniment in the faculty member's academic unit, those who might
reasonably expect to be called as witnesses, who parlicipated directly in the decision to terminate the faculty
member's employment, or those who may have any other conflict of interest should disqualify themselves from
participation in the activities of the committee related to this specific request for a hearing. The faculty member and
the chancellor or the chancellor's representative are permitted to challenge committee members for cause. The
other members of the committee will decide on any potential disqualifications if a committee member is so
challenged but wishes to remain.

When, between elections, membership of the committes falls below the specified five members and five alternates,
the chair of the faculty, in consultation with the Committee on Committees, shall appoint members to the committee.
Vacancies on the committee will be filled by first moving alternates to members and by making appointments as
alternates.

Upon receipt of a request for a hearing, the chair of the committee shall determine the availability of the elected
members and alternates, and shall selact from those available one or more alternates, as necessary. The ranking of
the available alternates for selection shall be determined by their years of service to the University. That available
alternate wha is most highly ranked shall aitend all sessions of the hearing and shall replace a regular member
should that member be unable to attend the entire hearing. The committee may at any time consult with the
University Attorney in matters of procedure. (See Part Vill, Responsibilities of Administrative Officers.)

Procedures for the Hearing
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a. Time and Date of Hearing
The Reconsideration Committee shall set the time, date, and place for the hearing. The date for the hearing
must be within 30 working days of the time the committee receives the chancellor's notification of the faculty
member's written request for a hearing. The committee shall notify the affected faculty member, the
chancellor, and the chair of the faculty of the time, date, and place of the hearing. The committee may, upon the
faculty member's written request and for good cause, postpone the date of the hearing by written nolice to the
faculty member.

b. Conduct of Hearing .
The Reconsideration Committee's review of the faculty member's appeal shall be limited solely to determining
whether the decision to terminale employment was arbitrary or capricious. The chair of the Reconsideration
Committee is responsible for conducting the hearing and for maintaining order during the hearing. Attendance
at the hearing is limited to the committee’s members and alternates, the faculty member requesting the hearing,
counsel for the faculty member, the chancellor or the chancellor's delegates (hereinafter, the chancellor), and
counsel for the chancellor. Other persons (witnesses) providing information to the committee
shall not be present throughout the hearing, but shall be available at a convenient location to appear before the
committee as appropriate. The faculty member and the committee shall be given access, upon request, to
documents that were used in making the decision to terminate the faculty member's employment after the
decision was made that the position must be terminated. For any hearing from which an appeal may be taken, a
court reporter must be used to record and transeribe the hearing, {(Faculty Senate Resolution #03-37, pending
final approval)

The hearing shall begin with an opening statement by the chair of the committee limited to explaining the
purpose of the hearing and the procedures to be followed during the hearing. Following the opening remarks by
the committee chalr, the faculty member or the Facully member's counsel shall present his or her
contentions and any supporting witnesses and documentary evidence. The chancellor or the chancellor's
counsel may then reply and present any supporting witnesses and evidence in rebuttal of the facuity members
contentions or in general support of the decision to terminate the faculty member's employment. During these
presentations, the faculty member or his or her counsel, and the chancellor or his or her counsel, may cross-
examina opposing witnesses. Committee members may question witnesses for purposes of clarification.
Procedures After the Hearing
After the hearing, the committee shall mest In executive session and begin its deliberations or shall adjourn for no
more than two working days, at which time it shall reconvene in executive session. In reaching Its decisions the
committee shall consider only the testimony and other materials entered or presented as evidence during the
hearing.

Within 10 working days of finishing its deliberations the committee shall provide the faculty member and the
chancellor with a copy of its report, Including materials entered as evidence, and a copy of the court reporter’s
transeript of the hearing. {Faculty Senate Resolution #03-37, pending final approval)

If the Reconsideration Committee determines that the contention of the faculty member has not been established, it
shall, by a simple unelaborated statement, so notify the facuity member, the chair of the facuity and the chancellor.
The faculty member may appeal the decision to terminate employment to the chancellor within 10 calendar days
following receipt of the committee’s decision as provided in Section 501C (4) of the Code of the University of North
Carolina and Board of Governors regulations implementing that provision. (Faculty Senate Resolution #399-4,
February 1999)

If the Reconsideration Committee determines that the faculty member's contention has been satisfactorily
established, it shall so notify the faculty member, the chair of the faculty, and the chancellor by a written notice that
shall also include a recommendation for corrective action by the chancellor.

Within 30 working days after receiving the recommendation, the chancellor shall send written notice to the faculty
member by registered mail, return receipt requested, with copies to the chair of the faculty, and the chair of the
Reconsideration Committee giving his decision and stating what modification, if any, the chancellor will make with
respect to the original decision to terminate the faculty member's employment. If the chancellor fails to reverse the
original decision, the chancellor shall send written notice of such to the faculty member by registered mail, return
receipt requested, with copies to the chair of the faculty, and the chair of the Reconsideration Committee. The
faculty member may appeal the termination to the Board of Trustees within 10 calendar days following receipt of the
chancellor's decision as provided in Section 501C {4) of the Code of the University of North Carolina and Board of
Governors regulations implementing that provision. (Faculty Senate Resolution #98-4, February 1999)

The exercise of the Board of Governors' jurisdiction under Section 501C{4) of the Code is refined to insure that
primary emphasis remains properly focused on the campus grievance procedures. Requests for appellate review

will be screened to determine whether the Board should consider the issues raised in a petitioner’s request for
review. The following basic standards will guide that screening process:
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a. The Board will grant requests to review contentions that the grievance procedures followed by the campus in a
particular case did not comport with University requirements that affect the credibility, reliability, and faimess of
such inquiries, thereby arguably depriving the grievant of a valid apportunity to establish his or her contentions.

b. The Board will grant requests to review University policy issues implicated by a particular grievance, when the
question appears to require intervention by the governing board to clarify the definition, interpretation, or
application of such policies.

c. The Board wilt review questions about the sufficiency of the evidence to sustain the conclusion reached only if
(a) the case involves a substantial interest of the grievant, e.g., tenure or reappointment andfor (b) the history of
the case reveals disagreement, with respect fo the sufficiency of the evidence to sustain the grievant's
contentions, among the responsible decision makers, i.e., the reconsideration committee, the chancellor, or
the board of trustees'™: if the responsible decision makers are in accord, normally no such appeal will be
entertained by the Board of Governors.

Under the foregoing prescriptions, it is necessary for prospective petitioners to evaluate their circumstances

carefully, to understand the purposes of permissible appellale review, and to formulate clearly and concisely their

statement of the one or more grounds on which they believe the Board should exercise its appellate jurisdiction.

Thus, the first step in any appeal to the Board of Governors will be an evaluation by the Board, through a designated

subcommittee, with staff assistance, of the grievant's writlen statement of grounds for appeal, to determine whether

the Issues sought to be raised warrant Board attention, as judged by the three basic standards.

If the chancellor concurs in the recommendation of the committee that is favorable to the faculty member, the
decision is final and written notification thereof shall be sent to the faculty member, the chair of the faculty, and the
chair of the Reconsideration Committee.

VIl Effective Date
A. These policies and regulations supersede all other institutional documents governing the matlers covered herein,
B. Exceptas otherwise provided below, all provisions of these policies and regulations shall become operative on the date
they are approved by the President and the Board of Governors of the University of North Carolina.

. Sections || C{1) entitled "Probationary Terms” and 1l C{2) entitled “Reduction of the Normal Probationary Term for
Previous Academic Employment” shalt apply only with respect to those persons employed after the effective date of
these regulations. These sections shall not modify the terms of employment for persans holding current untenured
appointments made under previous forms of these regulations.

2. These regulations as amended shall apply only to those appeals following nonreappeintments and nonconferrals of
tenure in which the criginal decision not to reappoint or not to confer permanent tenure was made after the effective
date of these regulations. Regulations applicable to appeals following nonreappointment or nonconferral of tenure in
which the original decision not to reappaint or not to grant permanent tenure was made prior to the effective date of
these regulations are those rules in effect at the time that the originat decision was made.

Approved: Faculty Senate Resolution #94-18
September 14, 1995
UNC Board of Governors

Amended: Faculty Senate Resolution #99-4 {Sections V.C., V.E., VII.B.8) February 1999
Facuity Senate Resolution #99-10 (Section VI, B., D, E,, F) March 1999
Faculty Senate Resolution #01-19 {Section IV.F) August 2001
Faculty Senate Resolution #02-05 (Section I.E} October 2002
Facuity Senaie Resolution #03-30 (Section IV) April 2003
Faculty Senate Resolution #03-37 (Sections il.A.3, D.2, V.E, VI.F.2, VI.G, ViI.B.7.b, VII.B) pending final approval
Faculty Senate Resotution #03-44 (Section I} pending final approval
Faculty Senate Resolution #0349 (Section V) pending final approval

Editorial Revisions:
Faculty Senate Resolution #95-13 {throughout the document) February 1996
{Sections ILA.3, IV.G.2, VLE., VL) August 1997

Interpretations:
Interpretation 196-4 and 196-5 {Section I.C} March 1996
Interpretation 197-7 and 197-8 {Section IV.A1., IV.A.2,, and IV.A.3) October 1997
interpretation 199-11 {Section IV.G) Faculty Senate Resolution #39-9, March 1999
Interpretation 199-12 (Section IV.} Faculty Senate Resolution #99-28, December 1999
Interpretation 100-14 (Section IV) Faculty Senate Resolution #00-21, April 2000
Interpretation 100-15 (Section IV.E) Faculty Senate Resolution #00-31, November 2000
Interpretation 101-16 (Section {V.A.3) Faculty Senate Resolution #01-11, February 2001
Interpretation 103-18 {Section IV.A.3) Facuity Senate Resolution #03-33, April 2003

The board of trustees will remain responsible for reviewing, on appeal, a grievant’s contention thal the chancellor's decision
{or affirmance of a faculty committee decision) was clearly erroneous.
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Policy for the Cumulative Review of
Permanently Tenured Faculty of
East Carolina University

L Preamble
On May 16, 1997, the Board of Governors mandated the review of performance of tenured faculty in the

University of North Carolina system. This review, defined as the comprehensive, formal, periodic evaluation
of cumulative faculty performance, has the purposes of ensuring faculty development and promoting faculty
vitality. The June 24, 1997, Administrative Memorandum #371 from the General Administration of the UNC
System required each constituent institution to create a policy that examines individual faculty contributions
to departmental, school/college, and university goals as well as to the academic programs in which faculty
teach. Guidelines mandate that the process shall recognize and reward exemplary faculty performance;
provide for a clear plan and timetable for improvement of performance of faculty found deficient; and, for
those whose performance remains deficient, provide for the passible imposition of appropriate sanctions or
further action, including discharge. Further guidelines direct individual institutions to show the relationship
between annual review and cumulative review, examine faculty performance relative to the mission of the
unit and the university, include a review no less freguently than every five years, explicitly involve peers in
the review process, assure written feedback as well as a mechanism for faculty response to the evaluation,
and require individual development plans for all faculty receiving iess than satisfactory ratings in the

cumulative review.

East Carolina University's Policy for the Cumulative Review of Permanently Tenured Faculty meets the
guidelines of the University of North Carolina General Administration and is consistent with East Carolina
University's Faculty Manual and the Code of the University. This policy does not create a process for the
reevaluation or revalidation of tenured status. The basic standard for appraisal and evaluation is whether the
faculty member under review discharges conscientiously and with professional competence the duties
associated with his or her position. Furthermore, the policy is created with the widespread presumption of
competence on the part of each tenured faculty member. The cumulative review for a faculty member must
reflect the nature of the individual's field or work and must conform to fair and reasonable expectations as
recognized by faculty peers in each department and discipline. The review must be conducted in a manner
free of arbitrary, capricious, or discriminatory elements and must follow these agreed-upon procedures.

L. Description of Policy

[Please refer to interpretation #198-10 located in the Index of ECU Facuity Manuai Interpretations at
http:/fiwww.ecu.eduifsonline/interpretations.htm.]

A. Timing

At five-year intervals, beginning with academic year 1998-1999, each permanentiy tenured faculty member
shall have a review of all aspects of his or her professional performance during the review interval. A review
leading to promotion in rank qualifies as a cumulative review. A faculty member granted permanent tenure
shall be reviewed within five years of the granting of tenure. Probationary-term faculty members are
excluded because other review mechanisms exist to evaluate their perfformance. Unit* administrators,
deans, and administrators at the division or university ievel shall be excluded from this policy. After returning
to fuil-time teaching/research responsibilities, administrators shall be evaiuated in their fifth year and

following five-year intervals.

Each academic unit's tenure committee shall decide whether all of its tenured faculty will be reviewed in the
same year or whether its tenured faculty wil be reviewed according to a serial plan. Those units choosing a
senial plan shall also determine the method of serialization.

B. Performance Standards for the Review
For the cumulative review of performance for the five-year period, the unit's Tenure Committee shall draft

standards of “exemplary,” “satisfactory,” and “deficient” performance, taking into account the provisions of
Appendix C, Section |, C and D of the ECU Faculty Manual, the unit's code provisions, and the primacy of
teaching/advising within the UNC system institutions. These standards should be consistent with changing
goals of the unit and the university while also considering varying expectations at the time of the granting of
perrnanent tenure for individuat faculty members.

The Tenure Commitiee shall submit the proposed standards to the unit administrator for concurrence or
nonconcurrence. At that point, two possible actions may occur. (1) If the unit administrator concurs, he or

she shall forward the standards to the next higher administrator. If the next higher
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administrator does not agree with the standards developed by the Tenure Committee and concurred with by
the unit administrator, every effort (including discussion and negotiation) shall be made to resolve the
disagreement. If the effort fails, the matter shall be referred to the next higher administrator who may accept
the standards or retum them for revision. (2) When the unit administrator and Tenure Committee disagree,
every effort (including discussion and negotiation) shalt be made to resolve the disagreement within the unit.
If the effort fails, the matter shall be referred to the next higher administrator who may accept the standards
or retum them for revision, In either case, any amendment to these standards must be approved by a vote
of at least 2/3 of the Tenure Committee and follow the same process for initially proposed standards.

C. Cumulative Review Committee (CRC)

The Tenure Committee will elect a minimum of three faculty members and one alternate from the permanently
tenured voting faculty (ECU Faculty Manual, Appendix L, Section A. Veting Faculty Member) not hoiding
administrative status to serve on the Cumulative Review Committee. The alternate shall serve when a
member is unable to serve. Members on the Cumulative Review Commilttee shall serve for one academic

year.

When a unit is unable to elect three permanently tenured voting faculty members not holding administrative
status, the next higher administrator above the unit level shall appoint permanently tenured voting faculty not
holding administrative status from other units to increase the committee's membership to three members and
one alternate. These appointments to the committee must be from one list of candidates selected by a vote
of the permanently tenured and probationary-term facuity of the unit. The list forwarded to the next higher
administrator by the appropriate faculty wil! contain at ieast twice the number of faculty members required to
complete the membership of the committee. Before vating on the list to be forwarded to the next higher
administrator, the voting faculty will ascertain that faculty members nominated to have their names placed on
the list are willing and able to serve in this important capacity. The list of faculty names recommended to the
next higher administrator may not be retumed for revision. :

D. Review Process
Cumulative Review of Permanently Tenured Faculty shall cover all aspects of the faculty member's

professional performance and be based on the faculty member's most recent annual reports and most

recent annual performance evaluations (ECU Faculty Manual, Appendix C, Section Iil. Evaluations) for the
cumulative review period. The review shal! take into account the faculty member's contribution for the period

to the mission of the unit, the school or college, and the university. Permanently tenured full-time faculty
members who have received University approved leaves of absence shall not have such leave time counted

as part of the cumulative review period.

Should a subsequent academic unit administrator disagree with the annual reviews and annual reports of an
individual faculty member composed before the term of office of the incumbent administrator, the
administrator shall not dismiss, alter, or argue against the body and conclusions of the earlier annual reviews

and reports.

The initiat review shall be conducted by the unit administrator who, using the attached Form A or Form B,
shall prepare a summary report which categorizes each facuity member's performance as exemplary,
satisfactory, or deficient. The report, together with the annual reports and annual performance evaluations,
shall be reviewed by the Cumulative Review Committee. For each faculty member, the Cumulative Review
Committee shall either agree or disagree with the findings of the unit administrator.

When the unit administrator and the Cumulative Review Committee agree, the unit administrator shall report
the results of the cumutative review in writing to the faculty member and place a copy of the written
evaluation in the facuity member's personnel file. Facuity whose cumuiative review reflects exemplary
performance shall be recognized and rewarded.

When the unit administrator and Curnulative Review Committee disagree, every effort (including discussion
and hegotiation) will be made to resolve the disagreement within the unit. If the effort to resolve the
disagreement fails, the matter will be referred to the next higher administrator for. final decision.

E. Reconsideration
A faculty member whose review process determines a deficient performance level shall have the opportunity

to respond within 20 calendar days. The fagulty member may request that the unit administrator and -
Cumulative Review Committee reconsider the evaluation based on additional substantive information
provided by the faculty member. inreconsidering the evaluation, the unit administrator and Cumulative
Review Committee shall have the opportunity to nullify, modify, or reconfirm the original evatuation,

Appendix B-4 51



if, upon reconsideration, the unit administrator and Cumulative Review Committee disagree, every effort
(including discussion and negotiation) shall be made to resolve the disagreement within the unit. If the effort
fails, tha matter shall be referred to the next higher administrator for final decision.

The unit administrator shall report the decision in writing to the facuity member and place a copy of the report
in the faculty member’'s personne file.

F. Faculty Development Pian

A faculty member whose cumulative review reflects deficient performance shall negotiate a formal
development plan with the Cumutative Review Commitiee and the unit administrator. The development plan
must identify specific strengths and deficiencies and also define specific goals or outcomes that would heip
the faculty member overcome the identified deficiencies. It should also outline activities, set guidelines,
indicate approved criteria by which the facutty member could monitor his or her progress, and identify the
source of any institutional commitments, if required. The development plan shall set reasonable time limits,
not to exceed three academic years from the implementation of the plan. The plan shali represent a
commitment by the faculty member, the Cumulative Review Committee, and the unit administrator to
improve the faculty member's performance and provide adequate resources to support the pan. The pian
shall be consistent with the facuity member's academic freedom (as defined by the ECLJ Faculty Manual,
Part lll), shail be self-directed by the faculty member, and shall be sufficiently flexible to allow for subsequent
amendment, if necessary. Such amendment will follow the same process as the development of the original
ptan. If the unit administrator, Cumulative Review Committee, and faculty member cannot agree on a formal
development plan, each party's draft of a plan will be forwarded to the next higher administrator, who will
make the final decision. The faculty member's development progress shall be reviewed annualiy by the
Cumulative Review Committee and the unit administrator, who shall provide a written evaluation of progress

to the faculty member.

G. Subsequent Evaluation

If the faculty member's cumulative performance tevel is satisfactory within the designated period of time, the
unit administrator shall report the results of the cumulative review in writing to the faculty member and place
a copy of the written evaluation in the faculty member's personne! file. The faculty member will undergo
another cumulative review at the beginning of the next cumulative review interval. If the faculty member's
cumulative performance level remains deficient after the designated period, the unit administrator may
recornmend that serious sanctions be imposed as governed by Appendix D, Section VI, “Due Process
Before Discharge or Imposition of Serious Sanction,” of the ECY Faculty Manual and the Code of the Board
of Governors of the University of North Carolina.

*With respect to personnel matters relating to Cumuiative Review, academic units are defined as
departments described in the codes of operation of professional schools, the departments in the
College of Arts and Sciences, professional schools without departments, Academic Library Services,
Health Sciences Library, and any other units in which faculty appointments are made. In the College
of Arts and Sciences and in professional schools whose unit codes describe deparmental
structures, departmental chairs are the unit administrators. In schools that do not have departments
described in their unit codes, the dean of the school is the unit administrator.

i, FormAandB

Approved: Faculty Senate Resolution #98-13
15 April 1998
East Carolina University Chancellor

Amended: Faculty Senate Resolution #98-29, Novernber 1998
Interpretation made to Section Il. (10-8-98)
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Cumulative Review of Permanently Tenured Faculty
East Carolina University

Form A
Faculty member: | - School/department:
Date:
1. Summary of Annual Evaluations:
_ Year | Year 2 Year 3 Year 4 Year 5
A Teaching/advi;ing
B. Research or creative
productivity

C. Professional service

D. Patient Care

E. Other duties

OVERALL

I1. Cumulative Review Evaluation: __ Exemplary
Satisfactory
Deficient*

*A “deficient” evaluation must be accompanied by a written justification for this finding.

Submitted by: _
Unti Admicisater Dare
Cumulative Review Committee Response: Agree
Disagree
Commitiee Chair Date

Appendix B-6
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Cumulative Review of Permanently Tenured Faculty

East Carolina University
Form B
Faculty member: School/department:
Date:

L. Summary of Annual Evaluations:

I1. Cumulative Review Evaluation: Exemplary -
Satisfactory
Deficient*

*A “deficient” evaluation must be accompanied by a written justification for this finding.

Submitted by:
Unit Adminigtratlar Date
Cumulative Review Committee Response: Agree
Disagree
Committes Chair Dale

Appendix B-7 54





badem
Typewritten Text
F


2002 Management Flexibility, Salary Ranges

Doctoral Institutions - $1 87-353,000,000 Official ECU Peer Institutions
Position® 200102 Median 80th Peicentile 60% of 80ih  112% of B0th 2001-02 80th 60% of 80th 112% of
mm_nawwuoﬂ $107- Percentile Percentlle Median Salary Percentile Percentile 80th
- Official Percentile
"Peers .

Dean, Allied Health Sciences 124,500 138,130 81,078 151,346 140,000 121,568 72,941 136,156
Dean, Art 125,544 135,000 81,000 151,200 108,485 114,920 68,052 128,710
Dean, Arts & Sciences 137,880 156,475 93,885 175,252 113,751 131,750 79,050 147,560
Dean, Business 147,768 200,000 120,000 224,000 125,720 155,000 93,000 173,600
Dean, Compuler Science &

Communication 114,706 133,800 80,280 149,856 na na na na
Dean, Education . 125,002 137,240 82,344 153,709 111,769 125,097 75,058 140,109
Dean, Health & Human Performance 124,500 135,130 81,078 151,346 110,140 121,568 72,941 136,156
Dean, Human Environmental Sciences 142,433 149,628 89,777 167,583 na na na na
Dean, Industry & Technology na na na na na na na na
Dean, Medicine 302,810 345,720 207,432 387,206 216,104 304,728 182,837 341,295
Dean, Music 114,495 129,000 77,400 144,480 na na na na
Dean, Nursing 117,975 134,176 80,506 150,277 123,008 164,640 98,784 184,397
Dean, Social Work & Criminal Justice 127,710 135,393 81,236 151,640 na na na na
Dean, Graduate Schaol 116,357 134,676 80,806 150,837 110,000 118,739 71,243 132,988
Dean, Undemraduate Studies 100,008 113,812 68,287 127,469 na na na na
University Attormey 120,553 162,840 97,704 182,381 103,440 120,553 72,332 135,019
Director, Academic Library Services 108,660 121,751 73,051 136,361 98,018 116,600 -69,960 130,592
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ECU PEER INSTITUTIONS
Salary Study Group
2002-2003

Public Institutions

East Carolina University

Indiana State University

Miami University

Montana State University — Bozeman
Old Dominion University

University of Central Florida

University of Louisiana at Lafayette
University of Maine

University of New Orleans

University of North Dakota — Main Campus
University of South Alabama

University of South Dakota

Wichita State University

Wright State University — Main Campus
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Salary Policies and Procedures
March 6, 2002

For a full-time member of the faculty or EPA professional staff, the salary approved by the
Board of Governors (through the BD-119 process) is the full compensation to be expected during
the period of employment. No additional payments may be made for university duties that are
generally related to the position to which the individual is appointed. The period of appointment
includes all formal holidays and interludes during which no classes are scheduled.

Regardless of the salary source, total compensation paid during the period of appointment cannot
exceed the salary amount authorized in the current academic salary increase document (BD-119),
except for extraordinary situations that must be approved in advance by the appropriate vice
chancellor.

o Total Compensation: An individual’s total annual salary compensation from all university
sources may not exceed 133% of the annual nine-month base salary or 100% for a twelve-
month employee during the twelve-month contract period without prior authorization from
the appropriate vice chancellor.

Bonus amounts awarded to EPA or CSS employees as part of the Clinical Faculty
Compensation Plan or Management Flexibility Act are not be included in the calculation of
total annual salary compensation in the determination of the above amounts.

e Less Than Full-time Employees: Upon appropriate approvals, individuals with
appointments of less than full-time during an academic year or fiscal year can increase their
commitment up to full-time with additional compensation. However, in no event may the
effort of an individual exceed full-time commitment unless specifically approved in advance;
additional compensation must be proportional to the base salary rate and not exceed full-time
equivalency unless specificaily approved in advance.

e Research/Creative Activity: It is expected that such other proposed duties or tasks may
require reduction in other planned responsibilities of the faculty or professional staff
member. For example, arrangements may be made for reassigned time or research contract
“buyouts” if faculty members are to conduct sponsored program activities during the regular
academic year. Sponsored program activity does not normally constitute extraordinary or
exceptional projects for consideration for supplemental payment.

e Overloads: Effective August 1,2002, overload stipends for any purpose should normally be
limited to one per academic year and only after the appropriate dean has granted prior
approval and notified their appropriate vice chancellor. Pay rates for non-distance education
overloads will be equated to the annual nine-month salary rate; i.e., pay per credit hour for
overloads may not exceed the per credit hour nine-month rate based on a twelve credit hour
per semester full-time basis.

As per Administrative Memorandum 407, a second overload stipend for distance education
purposes may be granted during an academic year, but only after prior approval from the
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appropriate vice chancellor. Units must ensure that overloads are necessary and should
reduce reassignments for non-instructional purposes if at all possible prior to authorizing an
overload stipend. It is preferable that overloads be kept to a minimum and be granted no
more than once per academic year. Pay rates for distance education overloads may not
exceed the published rates for summer school.

Summer Overloads: No overloads will be permitted during summer school sessions except
in extraordinary circumstances and with prior approval. Compensation from any and all
salary sources for summer employment may be arranged not to exceed three-ninths of the
previous year’s nine-month annual salary base rate. The pay rate from summer school funds
and distance education summer school courses remains at 15.2% of the nine-month rate up to
the published annual maximum per session. This rate was $9,000 for summer 2001.

Work for ECU Outside the Home Unit: Prior approval to teach or perform other duties
outside the faculty member’s home unit is required from all involved administrative levels.

One Forms: It is expected that a One Form will be completed in a timely manner for ali
changes in overload stipends, summer school appointments or other salary changes. Such
forms must be signed not only by the originating unit and dean, but also by the employee’s
dean if the change originates outside the individual’s home unit. For example, if unit “X”
seeks to employ a faculty member from unit “Y” to teach a summer school course, the deans
of both units “X” and “Y” must sign the One Form. This is intended to ensure that deans are
aware of the extra activities of their faculty. Deans are responsible for ensuring that faculty
are appropriately paid according to university policy.

One Form Timetable: Academic Affairs will develop a timeline template for the
submission of One Forms. In general, One Forms should be submitted as soon as practical. In
no case should One Forms be submitted less than two weeks prior to the first payroil deadline
of the employee’s employment period. Prior approvals for overload compensation must be
submitted at least one week prior to submission of the One Form.

In some cases, One Forms must be submitted in a timely manner earlier than that specified
above. For example, appointments that require Board of Governors and Board of Trustee
approval must be submitted at least a month prior to the board’s meeting dates immediately
preceding the employee’s appointment date.

Salary Conversion Rate for Faculty Holding Twelve-month Appointments: The salary of
a faculty member holding a twelve-month appointment will be converted back to a nine-
month faculty salary at the rate of 9/1 1ths of his/her twelve-month base salary. Exceptions to
this pattern may occur based on individual based negotiations depending on the level of the
position, experience, and other factors. The approval of the Chancellior is required for such
conversions to occur.

External Activities for Pay: The policies covering Faculty and Professional Staff income

derived from external activities for pay are govemed by PartVI-13 of the Faculty Manual.
Individuals are expected to comply with these policies that include seeking prior
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administrative permission to the commencement of the activity and the filing of annual
conflict of interest statements at the end of the academic year. Moreover, such activities
should not exceed the equivalent of 8 hours/week during their duration. The Extemnal
Activities for Pay forms and the Conflict of Interest Forms are available at

http://www .aa.ecu.edu/forms/.
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Clinical Faculty Compensation Plan
East Carolina University
School of Medicine

I. Introduction

Clinical medical education requires the maintenance of a strong and diverse clinical practice to
support the educational objectives of the school. Clinical faculty must be skilled practitioners of
the art and science of medicine as well as educators. The financial support for this requisite
clinical activity is largely derived from income eamed by the faculty in the provision of medical
care and scholarly activity. In order to recruit and retain skilled clinicians and mentors, the
institution must provide a system of faculty compensation, which is competitive with physician
incomes in the non-academic environment and, therefore, linked to the earning potential of the
faculty. In this changing environment, the academic medical center must be fiscally nimble and
responsive if it is to retain faculty and maintain its requisite clinical base. It is therefore essential
that a system for clinical faculty compensation exists which permits earned income, in excess of
that required to maintain and ensure growth of the essential infrastructure for clinical practice, to
be directed to compensation of clinical faculty.

II. OVERVIEW

Through the annual process of establishing realistic budget targets for individual Units, the Dean
and Chair (and Chief of Division if applicable) shall provide for maintenance and development
of the Unit and establish and maintain Unit fiscal reserves. Budget targets shall take into account
the individual Unit’s needs and goals and may reflect a positive, neutral, or negative end of year
net income. Inherent in this process is the preservation and growth of faculty salaries. Realistic
budgeting should result in stable faculty compensation throughout the fiscal year. Budget Unit
financial performance during an entire fiscal year that meets or exceeds targets will allow a
subsequent annual bonus to individual faculty members within the Department. Unit financial
performance during the fiscal year, which exceeds budgetary targets, will allow a semi-annual
bonus to members of that Unit. Unit financial performance during the fiscal year, which falls
short of realistic budget targets, will initially prompt efforts to increase net income by expense
reduction and increased revenue generation. In the third and fourth quarters of the fiscal year, a
limited decrease in faculty compensation could occur when &l other adjustments are not
projected to ensure that the Unit would complete the fiscal year on budget targets. At the
beginning of the fourth quarter and at the end of the fiscal year, a portion of all or any decrease
in faculty compensation shall be refunded to the faculty if restoration of these monies can be
accomplished within the Unit’s budget targets.

The practice plan is composed of mutually dependent Units, and the integrity of each must be
maintained. It is the responsibility of the Dean, in consultation with the clinical chairs, to ensure
the integrity of each Department. Similarly, if multiple Units exist within a Department, it is the
Chair’s and the Dean’s responsibility to ensure the integrity of each Unit in keeping with the
mission of the School.
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The opportunity exists annuaily for individual faculty to develop increases or decreases in their
individual annual compensation based upon financial, teaching, research, and administrative

. productivity. A base salary is guaranteed to all faculty, which is independent of financial
productivity.

IL Definitions and Concepts

A. Faculty Compensation: Monies provided to faculty by virtue of their employment
responsibilities within the institution. Compensation for faculty responsibilities is separate and
distinct from the evaluation of faculty performance in consideration for reappointment,
promotion, and conferral of permanent tenure. Faculty compensation is projected annually and
is expected to remain stable throughout the fiscal year. Compensation is composed of a fixed
component (base salary), a variable component (supplement), and an incentive component
(bonus). Base salary and supplement are paid twice monthly. Bonuses may be paid in the first
and third quarters of each fiscal year. '

B. Base Salary: That salary paid to the faculty member, which compensates the faculty member
for the formal and informal teaching activities and customary administrative and scholarly
activity. It is the responsibility of the Chair, in consultation with the faculty member to define
for individual faculty what constitutes customary teaching, scholarly, and administrative activity.
The Chair may consult with Unit Budget Officers as appropriate. The base salary, by faculty
rank or title, shall be equivalent to the respective base salary defined for clinical faculty at the
School of Medicine at The University of North Carolina at Chape! Hill. See Appendix A for
current year data. The base salary shall be determined annually prior to determination of faculty
compensation.

C. Supplement: Monies provided to the faculty member as supplement shall compensate the
efforts of the faculty member in all areas of activity regardless of income generated by the
activity. The amount of the supplement to be recommended is negotiated annually between the
Chair, alone or in consultation with the Unit budget officers, and the individual faculty member.
Budget targets, which dictate the supplement, shall be established so that the entire supplement is
expected to be provided throughout the fiscal year. Consistent with University and School
policies, the Chair, alone or in consultation with the Unit budget officers, and the faculty member
negotiate the distribution of the faculty member’s efforts in the future year among clinical
activities which may or may not be revenue generating, research and scholarly activity which
may or may not be revenue generating, teaching which may or may not be revenue generating,
and administrative activity which is unlikely to be revenue generating. A portion of the income
generated by Budget Units shall be dedicated to compensating faculty member’s activity in non-
income generating areas.

D. Bonus: Monies that may be paid to the faculty member when budget targets are exceeded.
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E. Department: A discrete group of faculty employed within a recognized academic Unit, e.g.,
Department of Surgery, Medicine, etc. Faculty within a Department have a shared infrastructure
and teaching responsibilities.

F. Budget Unit: A discrete group of faculty with a shared infrastructure and teaching
responsibilities. A Budget Unit may be identical to a Department or may be one of several
discrete groups, which collectively constitute a Department.

G. Gross Income: All monies received by a Budget Unit from professional activity including
patient receipts, contract income, grant income, and other miscellaneous income.

H. Operating Expenses; All expenses and transfers incurred by a Budget Unit.
I. Net Income: The arithmetic difference between gross income and operating expenses.

J.  Budget Targets: Expectations of financial performance in expense management and income
generation by Budget Units and Departments. Annual budget targets may reflect a positive,
neutral, or negative net income. Unit budget officers establish them. Failure to achieve budget
targets in the first two quarters will prompt efforts to increase net income, and in the third and
fourth quarters, continued failure to achieve budget targets may result in faculty compensation
supplement decrease(s).

K. Unit Budget Officers: They include the Dean, the Department Chair, and, if the Budget Unit
is a sub Unit of a Department, the Chief of the Budget Unit. The Chair and the Chief of the
Budget Unit are advisory to the Dean.

L. Quarterly/Semi-Annual Productivity Increase/Decrease: The income generated by a Budget
Unit, which is in excess or in arrears of the quarterly or semi-annual budget target.

M. Productivity Funds: Monies which become available at 6 month intervals when a Budget
Unit experiences a productivity increase over the preceding 6 months. These monies shall be
returned to the Budget Unit and may, at the discretion of the Unit Budget Officers, be directed to
Unit program development and/or individua) faculty bonuses. In Budget Units receiving
productivity funds, a bonus shall be paid to individual faculty within that Unit who have
developed a personal productivity increase.

N. Personal Productivity Increase; Performance by an individual faculty member in clinical
practice, extraordinary teaching, scholarly or administrative activities that exceed expectations
established at the onset of the fiscal year.

O. Supplement Decrease: A reduction in the salary supplements of members of 2 Budget Unit
which may occur in one or both of the third and fourth quarters in Budget Units that experience a
productivity decrease over the preceding six (6) or nine (9) months respectively. All
recommendations related to a supplement decrease are made by the Unit Budget Officers (i.e.,
Department Chair, Section Chief). Any proposed reduction must be reviewed and approved by
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the Dean. Under no circumstances can the reduction in the supplement during either of the third
or fourth quarters exceed twenty-five percent (25%) of the prorated supplement for that quarter.

P. Restoration: A return of a portion or all of the decrease in the supplement, which shall be
returned to the individual faculty in the third and fourth quarters. The amount of the restoration
is limited only by the requirement that the Unit must achieve budget targets at the end of the
third and/or fourth quarters.

Q. Transfer Rebate Funds: A return to a Department of a portion of the monies transferred from
the Department to the Dean’s reserve during the previous fiscal year. This retum is set by a
formula established by the Dean. In a department with financial reserves equivalent to less than
three months operating expenses, fifty percent (50%) of any rebate shall be retained by the Chair
of the Department and shall be committed to the development of departmental reserves and an
additional twenty-five percent (25%) of this rebate shall be retained by the Chair for program
development. In Departments with financial reserves equivalent to, or in excess of, three months
operating expenses, the Chair shall retain fifty percent (50%) of the rebate for program
development. In alt Departments, the remaining portion of any transfer rebate funds shall be
allocated to Budget Units within the Department who met or exceeded their budget targets, and
at the discretion of the Unit Budget Officers, may be directed to Unit development and/or
individual faculty bonuses.

R. Salary Cap: A maximum annual faculty compensation level (including base salary,
supplement, and bonus) that cannot be exceeded. The University of North Carolina Board of
Govemors establishes it annually.

S. Salary Dispute Resolution; If there is disagreement between a faculty member and Chair
regarding the compensation package established for that faculty member at the beginning of the
fiscal year, the faculty member can appeal to the Dean. At the Dean's discretion, appeals will be
evaluated either personally by the Dean or by a committee established by, and advisory to, the
Dean. Nothing herein in any way deprives any faculty member of any grievance or appeal rights
otherwise available to all faculty members under the East Carolina University Faculty Manual.

T. Institutional Commitment: The understanding that individual faculty members, Budget
Units, and Departments shall commit a portion of their income to meet institutional needs.
These needs are met by the various taxes, which may be imposed by the Dean, Practice Plan
Administration, and Chairs and, on an annual basis, by the setting of budget targets.

U. Financial Reserves: Uncommitted monies residing in Unit’s, Department’s, and Dean’s
accounts. The Dean shall ensure that these funds, in the aggregate, equal six months of the
annual School of Medicine operating expenses.

Each Department shall develop and maintain reserves to ensure that the funds held in the
Department’s reserve account and its constituent Budget Unit’s reserve accounts equals six
months of the Department’s operating expenses. Each Budget Unit shall develop and maintain
reserves equal to three months of the Unit’s operating expenses. The expenditure of reserve
funds which would reduce the Budget Unit’s, Department’s, or the Dean’s School reserves
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below these levels shall require approval of the Chair, Dean, Vice Chancellor, or Chancellor
respectively.

V. Methods of Faculty Compensation: Faculty members in clinical Departments whose
professional activities warrant the payment of supplement and bonus components participate in
this clinical faculty compensation plan. Other faculty in clinical Departments do not participate
in this faculty compensation plan and are compensated similarly to faculty in non-clinical
Departments in the School of Medicine. Annually, with the approval of the Dean, the Chair may
designate a faculty member as part1c1pat1ng or non-participating in this faculty compensation
plan.

Persons holding administrative appointments (exempt from the State Personnel Act) in the
School of Medicine, who are not appointed to positions in clinical departments but whose
professional activities warrant the payment of supplement and bonus components, may
participate in this compensation plan. Annually, the Dean may designate such individuals as
participating or non-participating in this compensation plan.

W. Compensation of Chairs: On an annual basis, the Dean shall negotiate the supplement for
each Chair, The Chair is subject to supplemental reductions if the department, as a whole,
experiences a productivity decrease. The Chair may be provided a bonus if the department, as a
whole, experiences a productivity increase. Both bonus awards and supplemental salary
reductions are at the discretion of the Dean.

III. OPERATIONS

A. Prior to the budget year

1. Faculty base salaries are determined.

2. A supplement to each faculty member shall be negotlated and salary dlSpUtCS resolved.
The supplements for individual faculty members shall reflect the prior year’s
productivity of the individual faculty member. Faculty compensation is limited by salary
caps established by the UNC Board of Govemnors and must support the charge given to
the Budget Unit to develop budget targets approved by the Dean.

3. Budget Unit and Department budget targets shall be developed.

4. Any proposed reduction in supplement must be reviewed and approved by the Dean.

B. During the First Quarter
1. One-fourth of the base salary and supplement shall be paid.
2. Transfer rebate will be determined and allocated to Departments (see I11.Q).

3. Semi-annual productivity, over the last six (6) months of the previous fiscal year will be
analyzed and, in Budget Units experiencing a productivity increase, productivity funds shall
be distributed to the Unit for Unit development or a faculty bonus (see IIL.M).

C. During the Second Quarter
1. One fourth of the base salary and supplement will be paid.
2. Analysis of each Budget Unit’s first quarter financial performance will occur,
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3. Adjustments, other than supplement decreases, will be implemented in Budget Units not
meeting its first quarter budget targets.

D. Immediately before the Third Quarter
1. Analysis of each Budget Unit’s year-to-date financial performance will be made.
2. In Budget Units not projected to meet budget targets in the first two quarters, the Unit
Budget Officers will determine the extent of supplement reduction (if any) to be
implemented.

E. During thé Third Quarter
1. One-fourth (1/4) of the base salary and one-fourth (1/4) of the adjusted or unadjusted
supplement will be paid.
2. Semi-annual productivity will be analyzed and, in Budget Units experiencing a
productivity increase over the previous six (6) months, productivity funds shall be
distributed to the Unit for program development and/or faculty bonuses (see IILM).

F. Immediately before the Fourth Quarter
1. An analysis of each Budget Unit’s year-to-date financial performance will be made.
2. In Budget Units not projected to meet budget targets for the first three (3) quarters, the
Unit Budget Officers shall determine the extent of supplement reduction (if any) to be
implemented.

G. During the Fourth Quarter
1. One-fourth (1/4) of the base salary and one-fourth (1/4) of the adjusted or unadjusted
supplement will be paid.
2. Restoration of supplement decrease during the third quarter may occur (see IILP).

H. Immediately before the First Quarter of the next fiscal year
1. Restoration of supplement decrease during the fourth quarter may occur (see IILP).
2. Actions 1-3 in section IV.A shall be accomplished.

V. IMPLEMENTATION

Implementation is anticipated to occur July 1, 1996 provided that the administrative
infrastructure to support this compensation plan is appropriately in place or at the earliest
subsequent date.

Implementation of the plan will be fully consistent with the UNC Board of Governors Salary
Policy with the following provisions:

1. All salary recommendations for affected faculty members will be made through the normal
salary-setting procedures. Each salary recommendation will be the combination of base salary
and supplement. Performance bonuses will be treated as one-time payments, not affecting the
base plus supplement, and will be reported only if required by the Board of Governors Salary
Policy; however, the sum of the base, supplement, and bonus will be subject to salary ceilings
prescribed in the Board’s Salary Policy.
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2. Mid-Year increases in base salary or supplement will be treated as other recommended mid-
year salary increases under the Board of Governors Salary Policy; however, decreases in base
plus supplement salary will be reported to the President of the University in summary form
annually.
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Base Salary Rates
The Brody School of Medicine

East Carolina University
2001-02

Professor $86,000

Associate Professor  $61,800

Assistant Professor $50,400

Instructor $47,300

Lecturer $40,200
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EAST CAROLINA UNIVERSITY
NON-SALARY COMPENSATION POLICY

General:

Within the boundaries set by the financial policies of the State and of East Carolina University,
as outlined in the policy manuals of the Office of State Budget and Management and East
Carolina University, the Board of Trustees has the. authority to approve any non-salary
compensation from all sources of funds for all Vice Chancellors and Senior Academic and
Administrative Officers for which the Board of Governors establishes salary ranges. The
Chancellor has the authority to approve any non-salary compensation from all sources of funds
for deans and other similarly situated administrators that are not included in the Board of
Governors’ study establishing salary ranges. The Board of Trustees has the authority to approve

non-salary compensation for the Chancellor.

More specifically, the granting of non-salary compensation will be governed as follows for the
noted Senior Academic and Administrative Officers:

Chancellor:

The President of the University of North Carolina may establish certain reasonable and
customary non-salary compensation for the Chancellor. In addition to the Chancellor’s residence
(and related support costs) such non-salary compensation may take the form of vehicles, club
memberships, insurance supplements, and similar benefits as may be permitted under UNC and
State of North Carolina policies and procedures and IRS regulations. Non-salary compensation
will be reported to the IRS on the Chancellor’s W-2 form for income tax purposes. Generally,
the funding source for such non-salary compensation must be from non-State funds.

Senior Academic and Administrative Officers:

Upon the recommendation of the Chancellor, the Board of Trustees may grant certain non-salary
compensation to Senior Academic and Administrative Officers “for which the Board of
Governors establishes salary ranges” (e.g. Vice Chancellors). Such non-salary compensation
would be above the routine fringe benefits offered to all EPA employees and may take the form
of vehicles, club memberships, insurance supplements, reimbursed health care costs and similar
benefits as may be permitted under UNC and State of North Carolina policies and procedures
and IRS regulations. Non-salary compensation will be reported to the IRS on the employee’s W-
2 form for income tax purposes. Generally, the funding source for such non-salary compensation
must be from non-State funds. The Chancellor will recommend to the Board of Trustees the
approval of such non-salary compensation for this group of Senior Academic and Administrative
Officers either explicitly on a case-by-case basis or by approval of applicable policies.
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Deans and other Similarly-Situated Administrators:

The Chancellor is delegated authority from the Board of Trustees to grant certain non-salary
compensation to deans and other similarly-situated administrators consistent with established
policies and practices. Such non-salary compensation would be above the routine fringe benefits
offered to all EPA employees and may take the form of vehicles, club memberships, insurance
supplements, reimbursed health care costs and similar benefits as may be permitted under UNC
and State of North Carolina policies and procedures and IRS regulations. Non-salary
compensation will be reported to the IRS on the employee’s W-2 form for income tax purposes.
Generally, the funding source for such non-salary compensation must be from non-State funds.
Once fixed, the Chancellor will annually report to the Board of Trustees any non-salary
compensation set for deans and other similarly situated officers.

Faculty:

The Chancellor is delegated authority from the Board of Trustees to grant certain non-salary
compensation to faculty consistent with established policies and practices. Such non-salary
compensation would be above the routine fringe benefits offered to all EPA employees and may
take the form of vehicles, club memberships, insurance supplements, reimbursed health care
costs and similar benefits as may be permitted under UNC and State of North Carolina policies
and procedures and IRS regulations. Non-salary compensation will be reported to the IRS on the
employee’s W-2 form for income tax purposes. Generally, the funding source for such non-
salary compensation must be from non-State funds. Once fixed, the Chancellor will annually
report to the Board of Trustees any non-salary compensation set for faculty either explicitly on a

case-by-case basis or by approval of applicable policies.
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Office of the Internal Auditor
Greenville, NC 27858-4354
252-32B-6044 office

252-3284340 fax

February 6, 2002

Mr. Stuart Mixon
Associate Vice Chancellor for Human Resources

Dear Mr, Mixon:

This is notification to you that the Office of the State Auditor has cited no findings

relative to personnel practices, salary or payroll out of compliance instances for Fiscal
Years Ending Jine 30, 1999, 2000 & 2001 that would have jeopardized East Carolina

University’s Special Responsibility Constituent Institution status.

Sincerely,

Beodl P M b

Brenda R. Mills
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Preamble
In order to establish 2 mutual understanding which produces an essential joint effort in the government of East Carolina University,
the faculty, administration, and trustees adopt the following code of regulations of university govemment,

A, Voting Faculty Member
[Please refer to interpretations #00-13, #198-9, #196-6, and #194-3 located in the lndex of ECU Faculty Manua!
interpretations at http://www.ecu.edu/fsonline/interpretations.htm.]
As pertains to faculty voting for the unit's nominating committee for appointment of administrative officials, for making
recornmendations on code content to the permanently tenured unit facuity members, in quadrennial evaluations of the
efféctiveness of unit programs, and in quadrennial evaluations of the effectiveness of unit administrators, a voting facuity
member is someone who is appointed to a fuil-time facuity position; who is a permanently tenured or probationary term faculty
person; who has been employed in any faculty position for at least 12 consecutive months at East Carolina University; who
has requiar academic faculty rank (ECU Faculty Manual, Appendix D, Tenure and Promoiion Folicies and Procedures of
ECL); and who must, except as noted below for faculty on leaves of absence, be camrying at East Carolina University, at the
time of the voting, not less than half the normal teaching/research program as practiced in the unit of appomtment. (Faculty

Senate Resolution #00-20)

The teaching/research requirement does not apply to unit administrators, librarians, or other university officers who may hoid
tenured positions in home units. Voting rights within individual units on matters addressad in their codes, other than those
referred to in this document, shouid be a topic addressed in individual unit code development. The School of Medicine may
define voting faculty for the purpose of this code in accordance with their unique struclures, subject to the approval of the

Faculty Senate.

A facuity member on leave of absence who satisfies the aforementioned criteria for a voting faculty member shall be eligible to
participate in the election of the unit's nominating committee for appointment of administrative officials, in making
recomrnendations on code content to the unit's permanently tenured faculty, and in quadrennial evaluations of the
effectiveness of unit programs and/or administrators, provided that the absence of the member on leave shall not have
exceeded twelve months duration at the time of the voting and provided that the member on leave retums to East Carolina

University to participate.

fn the event that return to the East Carolina University campus is impractical, the member on leave shail be eligible to
participate only in quadrennial evaluations of the effectiveness of unit programs and/or administrators, In either case, the
member on leave shall be informed of the nature of the pending issue by the unit administrator, who shall forward by
registered mail to the member on leave appropriate reports, information, date and time of the vote, and, whenever the
pending issue is a quadrennial evaluation, ballot(s). In the event that the member on leave is unable to retum to the campus
to participate, then the ballot(s) must be retumed by the member within a thirty-day period from the time that the ballot(s) had
been posted in Greenville, NC. If the member chooses fo retum to the campus to participate, then the member shaii destroy

the posted ballot(s).

B. Appointment of Administrative Officiails
Each administrative official (exclusive of the Chanceilor, the Vice Chancellor for Academic Affairs, the Vice Chancelfor for

Health Sciences, the Vice Chanceilor for Research, the Vice Chanceilor for Business Affairs, the Vice Chancellor for Student
Life, the Vice Chancelior for Institutional Advancement, the Director of Athietics, and their assistants) whose direct concem is

with academic matters will be appointed according to the following procedure:
1. The immedgiateily superior agministrative official will convene a nominating committee which will be formed in the following

way:
a. The officer will designate a committee of at least five persons.
At least three-fifths of this committee will be faculty members belonging to the entire constituency of the office to be

b.

filled, elected by secref ballot by a majority of the members of that constituency present and voting at a meeting
calted for that purpose by the convening officer. '
The remainder of the commitiee will be chosen from permanently tenured faculty members or administrators in a
manner dasignaied by the appoiniing Gificer.
2. This nominating committee shall:

a, . establish criteria that the new official must meet,

b. solicit and screen applicants for the position, and
submit to the appointing officer one or more nominees. The committee shail determine by secret bailot that the

. .
nominees are acceptable to a majority of the permanently tenured faculty of the schoo!, department, or college
The appointing officer may accept cne of the committee’s nominees or may reject all of them. If the appointing officer

shouid reject them, the committee must produce an additional nominee or nominees.

c.

C. Development, Screening, and implementation of Unit Codes
Each autonomous, seif-goveming unit (the various professional schools, Academic Library Services, Health Sciences

1. )
Library, and the depariments of the College of Arts and Sciences) shail, democratically develop a code of operations
Rev. 6-89
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This code must be approved by a majority of the permanently tenured faculty members of the unit. The code will provide
for the conduct of unit affairs according to Robert's Rufes of Order, Newly Revised. . Each code wili be submitted to the
Faculty Senate and the chancelior for review and ratification. In the College of Aris and Sclences and

in those professional schools electing to organize into self-governing, autonomous units at the department level, codes
shall be submitted to the appropriate dean for advice prior to submission to the Faculty Senate, After consultation with
the appropriate vice chancellor, the chancelior shall ratify a code or shall retum the code document to the code unit for

revision and appropriate approval.

The faculty of a professional school may democratically decide to organize into self-governing, autonomous units at the
departmental level in accordance with guidelines established by the Facufty Senate. A professional schoot's proposal to
organize into seif-governing, autonomous units will be reviewed by the Faculty Governance Committee. If the Facuity
Govemance Committee finds the proposal conforms to the guideiines, the proposal will be forwarded to the Faculty
Senate for their consideration. If the Faculty Senate acts favorably, the propesal will be forwarded to the Chancelior.
With the Chancellor's approval, codes of operation for the individual units shall be democratically developed. Upon
approval of the codes, the code of the school will become null-and-void. Saig school may democratically develop a
constitution as a govemance document. However, this constitution may not confiict with the authorities, responsibilities
and charactenistics of the constituent units. If faculty members of professional schools do not choose to organize into self-
goveming, autonomous units at the departmental level, faculty in individual departments may democratically develop

rules for the internai organization and operation of their departments.
To provide consistency unit codes should be developed following an approved outline that includes at Ieast

a. a preamble
definitions of the unit's faculty, its voting facuity, its graduate facuity

the administrative organization of the unit

the membership, terms, and duties of standing committees
a section that states regulations, criteria, and waights goveming the evaluation of faculty members annually and

otherwise for all personnel actions, including recommendations for merit awards, reappointment, promotion, and the
award of permanent tenure (ECL Faculty Manuel, Appendices C and D).

f.  procedures for meetings within the unit
procedures for the unit's faculty members to indicate in a timely fashion and by vote their approval or disapproval of

g.
the unit's SACS report, major planning documents, and other assessments of unit operations prior to their

b
c.
d
]

submission to person(s) outside the unit
procedures for discussing with its unit administrator the unit's annual budget request and annual report

h.

i. amendment procedures.

Each faculty member within a unit should have the most recent version of the unit's code.

With each quadrennial evaluation the unit administrator and the appropriate committee reviewing the unit's code should

report to the Faculty Senate that the unit's code meets the current Faculty Senate guidelines for codes

Unit codes that have been reviewed and approved by the Unit Code Screening Committee, the Faculty Senate, and the
Chancellor shouid be deposited in the Facuilty Senate office. The original shouid include a page containing the signatures
of the chair of each reviewing body and the Chancellor or the Chancellor's delegate. If the Chancellor upon reviewing the
unit's code requires changes in the code, the document should be retumed o the unit for the required revisions and

should continue through the review cycle until no further changes are required.
Immediately prior to the unit's quadrennial evaluation of its unit administrator, the Chanceilor shall remind the unit's

faculty and administrator that they must foilow the unit's code.
The Chair of the Faculty and the Chancellor, or the Chanceilor's delegate, shalt arrange and scheduie an orientation

program for newly appointed administrators, to be conducted during the fall semester of each academic year

Code Unit Changes
j i i unit changes:

1.

The policies and procedures set forth in this section apply to the following code
a. dissolving a code unit without terminating faculty members’ employment,
b. dividing a code unit into fwo or more code units,
¢. merging a code unit with one or more code units,
d. moving a code unit,
changing a code unit's status from a department in the College of Arts and Sciences to a professional school, or

e
frorn a professicnal school to one or more departments in the college,
ed by UNC General

4
f.  renaming a code unit, in addition, changes in unit nomenzlature shall be ap
Administration before such changes become effective.

g. any combination of the above.

Changes will not occur until the faculty members in the units affected and the Faculty Senate have the opportunity fo
recommend to the Chancelior approval or disapproval of the proposed changes as oniginally presented or as amended
by the affected units or the Faculty Senate.

{Facuity Senate Resolution #88-28, November 19398)
Proposals recommending code unit changes of the sort listed above may be initiated by:

a. at least one-fourth of a code unit's faculty members or

b. by administrators hoiding faculty status.
Proposals mustinclude at least a vestigial code of operations reflecting the changes and
Rev. 6-00/6-01
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detailed pians for any faculty who might be dispiacad by the change.
{Pisase refar to interpratation #04-17 located in the Index of ECU Facuity Manuat

htip:/iiwww _ecu.eduffsonlinefinterpretations.htm.]

Interpretations at

3. Procedures for making code unit chenges are as follows:
8. The person(s) initisting & proposai will provide copies of the proposai to the faculty membears and unit

administrators of all code units to be altered by the proposed changes.
Within 15 working days after the propasai hias been distributed the initiator(s) will mes? to discuss the proposal
with the facufty members of the unit(s) or with representatives algcted by each affected unit. the unit
adminisiratorg, and the appropriate deans and vice chanczliors {or their representatives),
<. Within 10 werking days after this mesting, the penmanently tenured facufty members of sach affected unit will mest
and vote thelr approva! or disapproval of the proposal in its original farm or as amended and then will communicate
in writing the results of sheir action to their unit administrator. {Faculty Senate Resolution #00.20) .
d. Within 10 werking days the unit administrstor will forward 4o the next higher administrater the resuils of the unit's
action and his or her concumrencs or non-concurrencs with the unit's aclion.,
E.  Within 10 working cays the next higher administrator wiil comrunicate in writing to the initistor{s) anc fo the
appropriate vice-chanceilor(s) the fotlowing: the unit faculty's action, the unil administratior's concurrence or
non-concumence with that action, and his or her concurrence ar non=moncurrence with that action.
f. Tha initistar(s) shall present capies of the proposal, the affected units' faculty recommendations, and the relevani
administrators' concurence or non-concurrence to the chair of the Edusational Policies and Planning
Commiliee, The committee shail consull with appropriate deans and vice-chancellors, and, If | desms nacassary,
with other facuity members and administrators. Within 40 working days (during thve regular acadernic year},
the committee will report its recommendations to tha Facuty  Senste.
g The Faculty Senate will voie in a timely manner to recommend fo the Chancelior the approval or disapprovai of the
proposal as oniginally received by the Educational Policies and Planning Committee or as amended by the
Facuity Senate.
h. Ifthe changes are approvad by the Chanceller {and higher autharity { necessary), implementation of these
changes will be overseen by a commiltee inciuding a faculty member appoinled by tha Chanceilor, 3 facully
mernber appointed by the Chair of the Feculty. and a faculty member appointed by the Educational Pelicies and
Planning Committes. The committee will provide timely reparts on progress te the Educational Poficies

and Planning Commiltee.

b.

E. Five-Year Unit Program Evaluation _
1. Every {ifth year, beginning with the 1998-1990 academic yaar, @ach unit shalf complete 2 self-evaluation of its operation,

The appropriate vite chancelior shall give noiice io the voling faculty membars of the uni? that they shall meet and slact
by secret ballot an svaiuation commitiee. Tha commiitee shalt supervise the unit evaiuation ensuring full participation oy
ali unit facuity members. The evaiuation shall includa, out not be Himiied ic, all academic programs, budgels, teaching,
research, creative aclivity, and service activities. Exprassions of student opinion conceming academic programs and
teaching shalt be mcluded,

2. The dean or unit administrator shai! be ineligible I5 serve on the evaluation commitiee,
The unil facuity members shall meet to consider the report and recommendations of the evaluation committee not ater

than the end of January, The report and recommendations shail be distributad o the unit 1acuity mambers not latar than
one week prior 1o the meeting. The voting faculty members of the unit shall vote by secret ballot whether or not to accept
the evaluation commitiee’s report end reecmmendations, Acceptance shaf require three-fifths of the voting faculty
membears of the unit. The report and recommendations, wheliver accepied or not, and the vote of the unit shall be
submiftec 10 the next higher administrative official not later than thirty calendar days pricr to the completion of the spring
samester. The next higher administrative official shall review the report and the voils, and then forward the report through
higher administrative officas to tha Chancelior for review and comment, If any administrator above ihe unit [evel fails o
coneur with the unit's recommencation that adminisirator shail inform the faculty of the unit in writing of the reasons for
his or her degision.

4, The unit program evaiuation shall be used in the davelopment of the unit aparational plan.

[Faculty Senate Resclution #99-28, November 1098)

F. Quadrennial Unii-Administrator Evaiuation
[Please refer to interpretation #00-13 located in the Indsx of ECU Faculty Manua! Interpretations at

htip:/fwww.scu.edw/fsonlineintarpretations, htm.)
1. The voting facully of each unit shall vote on the effectiveness of the unit administrator. During September of the unit

adminisirator’s fourth year of appointment and every fourth year tharmafler! | the voting faculty shail discuss
and vole by sacret baiiot on the elfectivenass of the unit administator. )

Tynit Bdminisiratees, stheduied to be evaiuaied in 1995, 1097, or 1298 urder the curreni syslem, wiii be evaluated in that year

8nd every fourth vear thersaiter.
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2. . £ach unit will elect a Facuity Leader for the Quadrennial Unit Administrater  Evaluation. For units with only one
Personne| Commitiee, the elacted chair of the Personnel Commitfee will serve as the Faculty Leadar far the
Quadrennial Unit Administrator Evaluation, For units with more than one Personnel Commiltee, the unit adminisirator will
call 3 meeting of the chairs of the Personnel Commitses during the spring semesier preceding the Quadrennial

Uinit Administrator Evalugtion. Af that meeting, @ voting facutty member of the unit will be nominated and elected by the
cheirs of the Personnel Commiltzas within the unit lo serve as the Facuity Lesder for the Quadrennial Unit Evaluation.

2. The Faculty Leader of the Quadrennial Unit Administrator Svaluation will call a meeting of the voting faculty duning
Septernber of the following acadernic year. At that maeting, with the unit administrator absant, the facuily wil discuss

and vota by sacrat baiiot on the effectiveness of the unil administrator. Absentee ballots must be made available for

voting facukly members in advance of this masting; baliots must be deposited with the Facuity Leader for the

Cuadrennial Unit Administrator Evalualion pricr to the meefing so that those batlats may be intermingled with and then
counted alony with ballots of facuity members present for the meeting. It is the responsibikty of the Faculty Leader for

the Quadrennial Unit Administrator Evaluation to ensure that absentee bailots and all other baliols are kept secret and

confidential.
4, The balicting will be contlucted by the Faculty Leader for the Quadrennial Unit Administrator Evaiuation, assisied by
membsers of the Pefsonnei Commitiee(s) from the unit They shall distribute, colfect, and courti the halicts after adding

any absentee ballots cast prior to the meeting. The unit administrator shall not vote in this procedure.
Before adjourning the meeting, the Faculty Leader for the Quadrenniai Linit Administrator Evaluation shail anrounce

8.

the resuits of the balloting to the voting facuity members. kmmediately foliowing the meeling, the Faculty Leader for the

Quadrannizi Unit Administrator Evaiuation shail convey 1o the unit administrator the results of the Balioting. A copy of this
comespondence shali also be submittad to the nexi higher administrative official by the Faculty Leader for the

Quadrennial Unit A¢ministraior Svaluation.
5. A negative vote by a majority of the voting facully, exziuding the unit administrator, shall constitne a recommendation

Q.
ihztthe unit adminiszalor be removed, A decision to terminate an administrative officer’s appointment shall be
made by the Chancelior.

G. Annual Evaluation of University Administrators
Facuity shall evaluate adminisirators annually, empiloying an instrument approved by the Facuty Senate and the Chancelior.

The results of such svaluafions shall be made available 1o the agministrator, and $he administrator's supervisor,

Faculty Senate Resoiution #33-41

ipproved:

10 Dacember 1993

East Carolina University Board of Trusiees
\mended: Facuity Senate Resclution #98-5, March 1958

Facuity Senate Resclution #36-135, May 1586

Faculty Sanats Resoiution ¥98-28, November 1998

Facuity Senate Resolution #G0-20, April 2000

Interpratations made to Section A {2-11-98, 9-6-86, and 2-23-94)

interpratations made to Section A. and F. [2-1-DD}
Interpretation made 10 Section D.2. {(Faculty Senata Resclution #0112, February 2001)
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G. Policies governing non-salary compensation

The non-salary compensation policy provides the chancellor with discretion to
determine who is eligible and what they may receive. The policy does not provide for
guidance in making these decisions and, therefore, can lead to allegations of arbitrary
and capricious administration. (p. 5 and Attachment J)

Suggested revisions: “Upon the recommendation of the Chancellor, the Board of
Trustees may grant, ..."Later — “The Chancellor will recommend approval...”

Revised. See pages 68 & 69.

H. Documentation on any audit findings related to personnel -recommended
for approval

No action needed,
L Accountability procedures if authority is delegated

This section on delegation needs to be changed to comply with the amended policy.

(p. 6)
Revised. See page 3.

The comments in this section are considered important in regard to approval of
management flexibility for personnel appointments, pursuant to Policy 600.3.4. We
need a response as to how you plan to address these matters.

ECU’s Faculty Senate is considering the suggested revisions
to the ECU Faculty outlined in Parts II and Il of Dr.
Bataille’s letter.

Since ECU is a federal contractor, Guidelines, p. 14, 1, needs to address non-
discrimination due to veteran status, (See also Appx. D, ILA 3., p. 28)

Revised. See page 14, item 1.

The federal government, and now the state, all prohibit disability discrimination.
“Handicapped discrimination” is a dated term, suggesting that a policy containing it
has not been reviewed in some time. We believe this policy needs to be made
current, given the somewhat lesser legal requirements for handicapped discrimination
and the somewhat greater requirements for disability discrimination. (Appx. D, IL3.,
p. 28)
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Referred to the ECU Faculty Senate for consideration.

“Age” and “sexual orientation” are omitted. (p. 14) You may not have a policy on
sexual orientation; however, age must be included to comply with federal and state

law. (p. 14)

Revised. See page 14, item 1. Sexual orientation was not
required to be addressed in this revision.

We recommend, if not already being done, that any departmental guidelines for
appointing search committees (p. 15, bottom) be in written form, and reviewed on a
regularly established basis.

Revised. See middle of page 16, item 1. Information in
Appendix L of the Faculty Manual (Section B) outlines the
guidelines for appointing search committees. See page 72,
item B.

The following comments are not critical to the approval process for management
flexibility. However, because the materials submitted were reviewed, and
observations made regarding those policies, it seemed worthwhile to provide you with
the following comments, questions, and suggestions. You are not obligated to
respond back on the items listed below. If you find any of them useful and want to
incorporate any of them into policies, now or upon the next review, that is your
decision. They are simply offered in the spirit of collegial assistance.

A. Observations about “Guidelines for Recruitment”

1. SAAQ Positions do not need approval by the Board of Governors. (p. 13)

Revised. Page 13.

2. The terms “Tier I and “Tier IL,” while used frequently to discuss
administrative levels, are not in the policy. (p. 12)

No revision required.
3. The policy indicates that the EEQ officer reviews complaints about

discrimination, but does not indicate who investigates such complaints.
(p. 14, bottom) We believe, if it is not already being done, that best
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practice would be specially trained individuals investigating such
complaints, especially in the area of sexual harassment.

Revised. Page 15, item 10.

. The EEO officer’s list of duties does not indicate if cormplaints are
investigated when made at the campus level, of if this occurs only when a
formal complaint is filed with EEOC. (p. 14, bottom) We believe, if it is
not already being done, that best practice would be to investigate
complaints as soon as they come to administration’s attention, and not
wait until EEOC becomes involved.

Revised. Page 15, item 10.

. A policy recommendation (p. 16, top) calls for the hiring authority not to
be a member of the search committee. As long as you realize that this
position is not required by law, but is simply a policy decision, then that is
fine.

No action needed.

. We believe that the position qualifications and responsibilities may
sometimes significantly affect the viability of applicants in protected
classes. You might consider addressing the importance of the preparation
of position vacancy notice and making clear how important this part of the
search process is. (p. 16, middle)

Revised. Page 17,

. We wonder if e-mailing is now permitted by magazines for receiving
advertisements. If so, you should consider making that change in your
policy. (p. 17, middle)

Revised. Page 18

. Can a candidate really be excluded for not having sent back the applicant
data form? (p. 17)

Revised. Page I8

. We believe that for the best practice in recruitment and hiring, the rating
sheet should be prepared at the time the position vacancy notice is
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prepared. If it is not prepared then, by all means it should be prepared
prior to receiving any applications, so as to avoid an assertion that the
rating sheet was designed to assure the selection of a particular applicant.
(p. 17, bottom)

Revised. Page 19

10. We wonder if e-mailing the Screening Report to the EEO officer might be
listed as an option in the policy. (p. 18, middle) We assume from the way
the Data Form is handled, that the search committee does not have access
to race/gender and other protected group identification as they make their
selections (though some assumptions may be able to be made, particularly
names often identifying gender).

Revised. Page 19

Observation about Appendices C and D

Since significant numbers of faculty lawsuits involve “promissory estoppel”
based upon promises made to applicants/recruits by people without the
authority to make such commitments, we recommend that by policy and
communication with applicants and recruits, each department makes clear
who speaks for the University, and if there are multiple people, in what areas
they have authority to make binding commitments. (Appx. C, LE.)

Referred to the ECU Faculty Senate for consideration.

The use of “character traits” in making hiring decisions has, in the past, been a
code for making decisions based upon discriminatory grounds. While we are
certain you do not meant the phrase be used in that way, gtven its historical
use, a hiring policy containing this would receive greater scrutiny and could
be subjected to public criticism. (Appx. C, 1.D.)

Referred to the ECU Faculty Senate for consideration.

It needs to be made clear that while there can be a primary personnel file; all
materials are considered part of the personnel files. (VI)

Referred to the ECU Faculty Senate for consideration.

While we recognize that financial exigency and program curtailment/closure
are described as a basis for termination in Section VII and that section is
referenced in Section I, given the introduction to Section I lists reasons for a
tenured professor being discharged, we recommend expanding the statement
about termination in Section I to include the list of reasons there. (p. 27)
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Referred to the ECU Faculty Senate for consideration.
Form experiences, we strongly recommend that for any hearing from which an
appeal may be taken (not mediation), that a court reporter record and
transcribe the hearing, since untrained individuals are not capable of correctly

transcribing periods when multiple people are talking at once. (Appx. D,
V.D.2,,p. 37; VIF.2,, p. 39; VLB.7., p. 43)

Referred to the ECU Faculty Senate for consideration.

“Political affiliation” is added here and nowhere else. We are not sure we
understand why. (A.3, p. 28)

Referred to the ECU Faculty Senate for consideration.
This document should clarify the level of confidentiality of external letters.

Can the candidate see them as a part of the tenure and promotion file? Are
they available only with a court order? (E. p. 32) '

Referred to the ECU Faculty Senate for consideration.

How is a “secret ballot” defined? Is it the same as “anonyrious™? (9G.3,
p.33)

Referred to the ECU Faculty Senate for consideration.

We did not find any mention that a consideration in awarding tenure was
institutional needs and resources. If that is not stated in considerations for
awarding tenure, we recommend it be included.

Referred to the ECU Faculty Senate for consideration.
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