1. CONDITIONSOF EMPLOYMENT

THE HIRING PROCESS

At the beginning of each academic session departments may submit requests for
faculty positions, reflecting the need either to fill vacancies or to expand the number of
departmental positions. A committee consisting of the Division Chairs will review the
requests, incorporating interviews with requesting coordinators, and then make
recommendations to the President and Dean of the College, who in turn will make final
recommendations to the Administrative Council. The Council determines how many
positions can be funded in a given year but not which positions to fill.

When a new faculty position has been approved, the Dean of the College confers
with the appropriate division chair and department coordinator before naming a search
committee. In addition to the persons just named, the committee normally consists of two
or three additional persons from the department involved or from related departments.
When appropriate, the Director of The Adult Studies Program serves on the committee
also.

The screening committee develops a job description, a time table with deadline
for receiving applications, and an announcement to be posted in/on venues such as the
Chronicle of Higher Education, professional association websites, and professional
journals. Frequently, position announcements also are sent to numbers of graduate
schools. Potential candidates are requested to send a letter of application in which they
state their philosophy of education; a résumé; letters of reference; and other pertinent
materials. Members of the committee review applications as they arrive.

Once the published deadline for receiving applications has passed, the Dean of
the College calls a meeting of the committee for the purpose of a final screening in which
the top candidates are identified. Normally the top three candidates are invited to the
college for interviews which take from one to one and one-half days. Included in the
interview process are those faculty whose teaching fields are in some way related to that
of the candidate, the three division chairs, the president, the academic dean, and a
representative group of students. Faculty members and students who have a particular
interest in a given position may ask to be included in the interview process. The object is
to allow those who participate in the interviews to have free exchanges with the
candidates and to give the candidates a full understanding of the position and a strong
"feel" for the nature of the college.

All who have participated in the interviews provide a written evaluation of each
candidate. The Screening Committee meets again to review these responses and by
consensus to pick the top candidate, to whom the Dean of the College then makes an
offer of appointment. If the Screening Committee cannot reach a consensus, or if none of
the candidates is judged to be viable, the search process may be extended.

The precise terms and conditions of every appointment will be stated in writing
and be in the possession of both institution and teacher before the appointment is
consummated. In cases where prior experience at another institution or institutions is to
be used as a basis for appointment at a rank higher than assistant professor or for fixing
eligibility for consideration for promotion or tenure earlier than the guidelines in effect at
the college, the years of previous service to be credited will be determined and set forth
in writing at the time of initial appointment. The only previous service which will be
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taken into account is full-time faculty service at an institution of higher education that
was accredited or was an official candidate for accreditation by a recognized United
States accrediting agency.

LETTER OF APPOINTMENT

The conditions of employment are stated in writing and include the type of
appointment, rank, contract period, salary, insurance coverage, retirement benefits, the
year in which the faculty member is eligible for promotion/tenure, and the degree
required for that consideration. The agreement is executed by the President, as the agent
of the Trustees, and the appointee. One copy is retained by the appointee and the original
by the President.

LETTER OF RE-APPOINTMENT

Letters of re-appointment are issued annually to individual faculty members prior
to their being granted tenure. These letters of re-appointment, and letters including salary
statements for faculty members on tenure or extended contract, will be mailed during the
spring term of each year. Those who accept re-appointment and/or salary statements
should return a signed copy of the letter to the President's office. The receipt of the
signed copy from the faculty member completes the agreement.

GUIDELINES FOR INITIAL ASSIGNMENT OF RANK
The guidelines for the initial assignment to a rank are as follows:

Professor: Earned doctorate in teaching field, or a terminal degree in fields
where the doctorate is not usually given, and a minimum of ten years of
distinguished experience in college teaching.

Assodate: Earned doctorate or other terminal degree in the teaching field and
from 6 to 10 years of full-time teaching experience at the Assistant Professor
rank, or master's degree plus two full years of graduate residence study as
indicated by the transcript, and long and distinguished experience in college
teaching or areas directly related to the teaching field.

Assistant: Earned doctorate or other terminal degree in one's teaching field, or
completed master's degree plus credentials which attest to professional training
very close to the doctorate, and some teaching experience.

Instructor: Earned master's degree.
Any college teaching experience accrued at an institution other than Virginia
Wesleyan College which is to be counted toward the years of experience required for

promotion will be stated in a written agreement reached between the faculty member and
the college prior to initial appointment.
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SALARY DETERMINATION
In November, 1995, the Faculty Assembly approved and implemented the
following procedure for determining ordinary and extraordinary salary increases:

1

Each year the administration will announce a standard percentage raise.
Every faculty member will receive either this raise (allowing for rounding)
or a letter from the Dean of the College explaining why less is offered.
The Standards of Faculty Excellence (passed in 1995, see section IV., pg.
1), is intended to serve as a guide for evaluating faculty performance for
the purpose of salary determination.

Those who in any given year are not applying for an additional salary
increase need only submit the “Professional Activities Form,” class
evaluation forms for every course and section taught, current course
syllabi, and copies of exams.

Those who think they deserve an additional, extraordinary increase must
make a special application explaining why they deserve special
consideration. Claims may be based on exceptional achievements over a
short period of time, substantial ones over a longer period, or other issues,
such as salary inequity or increased college responsibilities. The
President, in consultation with the Dean of the College, will be responsible
for evaluating the applications and for deciding who receives increases,
and for how much.

This system does not preclude the awarding of one-time merit stipends,
based on recommendations by divisional chairs or other members of the
VWC community.

PROMOTION POLICY
(Please refer to pages 5 & 6, section I, "Procedures", which describes the duties
and the process followed by the Committee on Advancement and Tenure.)

1.

Candidates for promotion to the following ranks must rigorously
demonstrate their proficiency in the areas of faculty excellence, and they
must also meet the following minimum standards. Exceptions, such as the
application of equivalent professional experience to degree or teaching
experience requirements, should be agreed upon in writing at the time of
appointment.

Assistant Professor:  earned doctorate or other terminal degree; or
Masters + 30 additional graduate hours and five years full-time teaching at

VWC or elsewhere by the time the promotion would become effective.*

Associate Professor: earned doctorate or other terminal degree and six

I1I-3



years full-time college teaching at VWC or elsewhere by the time the
promotion would become effective.*

Professor: earned doctorate or other terminal degree and ten years
full-time college teaching at VWC or elsewhere by the time the promotion
would become effective.*

*The policy, as interpreted, allows candidates for promotion to apply for
the first time during one’s fifth, sixth or tenth year, depending upon rank
being applied for.

2. It is the responsibility of the Committee on Advancement and Tenure to
rank candidates in terms of how completely and how well they have
demonstrated their proficiency in the areas of faculty excellence. Length
of service beyond the minima listed above can be considered but not given
precedence over the criteria for faculty excellence.

3. Candidates may request a personal interview with the committee during its
deliberations.

4. It is the responsibility of the Dean of the College to explain to each
candidate who has been passed over why the decision was made and what
can be done to improve future chances.

PRE-TENURE REVIEW

Faculty members shall present materials for a pre-tenure review to the Committee
on Advancement and Tenure at a time to be determined by the Academic Dean. This will
usually be during the spring of the faculty member’s third year at VWC. Letters of
appointment for faculty hired after the 2006-2007 academic year will specify a date for
pre-tenure review and a time of eligibility for tenure.

In addition to the portfolio of materials required for an application for tenure as
specified below, faculty members shall include a written prospectus describing their
professional plans. Following the review, the Advancement and Tenure Committee will
provide applicants and the Academic Dean a written evaluation similar to the one
provided to those applying for tenure.

The intent of pre-tenure review is solely developmental. Its function is to help new
faculty assess their progress towards tenure and to provide direction for a successful
tenure application.

TENURE POLICY

The ensuing policy adopted by the Board of Trustees on May 17, 1972 applies to
all faculty members whose eligibility for tenure consideration commenced after August,
1972.
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Terms of appointment to the faculty will be stated in writing and will be supplied
to the faculty member. Any subsequent extensions or modifications of an appointment
and any special understandings, or any notices incumbent upon either party to provide,
will be stated or confirmed in writing and a copy will be given to the other party.

A faculty member may terminate his or her appointment effective at the end of an
academic year, provided he or she gives notice in writing at the earliest possible
opportunity, but not later than May 15, or 30 days after receiving notification of the terms
of his appointment for the coming year, whichever date occurs later. The faculty member
may request a waiver of this requirement of notice in case of hardship.

The tenure policy of the college applies only to those full-time employees who
hold faculty status. Normally, only those persons who hold an earned doctorate or other
terminal degree will be eligible for tenure consideration. The granting of tenure is not to
be considered as permanent employment. The tenured status of a given faculty member
may be terminated if he/she should become ineffective, be unable to perform his/her
duties, demonstrate lack of concern for the aims of the college or if the discontinuance of
a program or department of instruction makes this step necessary. The granting of tenure
does mean that a faculty member may not be dismissed arbitrarily. In the granting of
tenure, various factors are considered, including: academic achievement, professional
and scholarly contributions, teaching effectiveness, experience, suitability of professional
training for the particular assignment and demonstrated concern for the aims and
purposes of the college.

Persons hired at the rank of professor may be considered for tenure during their
third year at Virginia Wesleyan. Persons hired at the rank of associate professor may be
considered for tenure during their fourth year. Those hired at the rank of assistant may be
considered during their sixth year. Persons below the rank of assistant professor are
ineligible for consideration for tenure. In exceptional cases, tenure may be granted upon
appointment or any time thereafter. The foregoing statements regarding the length of
probationary periods apply to faculty members whose service with the college began with
the fall semester 1972 or thereafter, or whose eligibility for tenure consideration began at
that time. The probationary periods applying to faculty members whose service began
prior to the fall of 1972 shall be according to the schedule spelled out in the policy
approved by the Board of Trustees on October 15, 1969.

The faculty Committee on Advancement and Tenure, after reviewing evaluation
materials, serves in an advisory capacity to the Dean where matters of tenure are
concerned. The Dean makes recommendations to the President of the college who will
make final recommendations to the Board of Trustees, which has authority to grant
tenure.

Ordinarily, tenure is not granted to any faculty member below the rank of
assistant professor. The period of time served prior to receiving a Master's degree shall
not apply toward tenure. Appointments involving only part-time employment do not
apply toward establishing tenure. Accumulation of time toward tenure shall be
suspended, but previously accumulated time shall not be lost, during leaves of absence.
Tenure shall terminate at resignation or retirement. If a previously tenured faculty
member is rehired, tenure may be reinstated by the Board of Trustees upon
recommendation of the Dean and the President.

As of May 1975, the number of tenured positions in a given discipline, except in
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one-person departments, may not exceed a ceiling of 50%; provided, however, that this
limitation will not apply to persons who hold tenurable positions as of May 21, 1975.
Exceptions to this standard could be made if, in so doing, the percentage of faculty on
tenure college-wide would not be caused to exceed a 60% ceiling.

A faculty member who has completed the normal probationary period, but cannot
be awarded tenure because of the ceiling or other tenure policy restrictions, may be
recommended for a four-year contract of employment. Persons holding these contracts
are subject to the procedures of due process and may be terminated only for the same
reasons which apply to fully tenured faculty. If the contract is not renewed by the end of
the third year, the succeeding year would be the terminal year of that faculty member's
employment by the college.

Ordinarily, tenure shall be extended only to those persons who are engaged full-
time in teaching services directly related to the academic programs of the college and to
the Director of the Library. A faculty member whose service to the college began prior
to May 21, 1975 may elect to be considered under the provisions of this new policy.

ACADEMIC FREEDOM AND TENURE

The tenure policies of the college have been described elsewhere in this
publication. The following statement on Academic Freedom, adopted by the Board of
Trustees on May 15, 1974, applies to all who teach at Virginia Wesleyan College; the
wording comes from the AAUP Policy Documents and Reports (1995 Edition, pp.3-4).

1. Teachers are entitled to full freedom in research and in the publication of
the results, subject to the adequate performance of their other academic
duties; but research for pecuniary return should be based upon an
understanding with the authorities of the institution.

2. Teachers are entitled to freedom in the classroom in discussing their
subjects, but they should be careful not to introduce into their teaching
controversial matter which has no relation to the subject. Limitations of
academic freedom because of religious or other aims of the institution
should be clearly stated in writing at the time of the appointment.

3. College or university teachers are citizens, members of a learned
profession, and officers of an educational institution. When they speak or
write as citizens, they should be free from institutional censorship or
discipline but their special position in the community imposes special
obligations. As persons of learning and as educational officers, they
should remember that the public may judge their profession and their
institution by their utterances. Hence they should at all times be accurate,
and should make every effort to indicate that they are not institutional
spokespersons.
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TERMINATION OF EMPLOYMENT

Where termination of appointment is based upon financial exigency, or bona fide
discontinuance of a program or department of instruction, faculty members shall be
entitled to have the issues reviewed by the faculty, or by a committee of the faculty, with
ultimate review of all controverted issues by the Board of Trustees. In case of financial
exigency or discontinuance of a program or department of instruction, the faculty
member concerned will be given notice as soon as possible, and never less than twelve
months notice, or in lieu thereof, will be given severance salary for twelve months or a
combination of notice and severance salary equaling twelve months. Before terminating
an appointment because of the abandonment of a program or department of instruction,
the college will make an effort to place affected faculty members in other suitable
positions. If an appointment is terminated before the end of the period of appointment,
because of financial exigency, or because of the discontinuance of a program of
instruction, the released faculty member's place will not be filled by a replacement within
a period of two years, unless the released faculty member has been offered reappointment
and a reasonable time within which to accept or decline it.

A non-tenured faculty member who is not to be reappointed shall be notified in
writing by the President, not later than March 1 of the first year of academic service (or
three months prior to termination of an appointment that ends during the academic year)
and not later than December 15 of the second year of service (or six months prior to the
end of a contract terminating during the academic year). Non-tenured faculty members in
their third or subsequent year of service who are not to be reappointed shall be given
written notice of non-renewal twelve months prior to the end of their contract.

There shall be a Faculty Hearing Committee consisting of three members of the
full-time teaching faculty, (one of whom shall hold the rank of professor, one at associate
professor, and one at assistant professor or instructor rank), elected annually by the
faculty. This committee shall consider any charges brought against a tenured faculty
member which are transmitted to it by the Dean of the College. Vacancies or
disqualification of members of the committee shall also be filled
by a majority vote of the faculty by persons of the same rank as the member who has
been disqualified.

The services of a tenured faculty member shall be terminated only for justifiable
cause, including but not limited to unfitness as a teacher, failure to perform duties,
improper personal conduct, demonstrated lack of concern for the aims and purposes of
the college, or under extraordinary circumstances, because of financial exigencies such
as when courses of study are eliminated. Charges which may result in termination may
be brought by an interested party by delivering a written complaint to the Dean of the
College who shall immediately transmit the charges to the faculty committee. Specific
charges in writing shall be sent promptly to the faculty member. The faculty member
shall within five (5) days of receipt of the charges notify the Dean of any challenge for
cause of a member or members of the faculty committee, together with the reasons
therefor. Within five (5) days of receipt of the notice, the Dean shall notify the faculty
member of his decision on the challenge and if the challenge is upheld, the faculty shall
promptly elect a substitute for any disqualified member. The substitute shall serve during
any hearing related to the charges for which the regular member of the committee was
disqualified. A member of the committee shall remove himself/herself from a case,
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either at the request of a party or on their own initiative, if the faculty member deems
himself/herself disqualified for bias or interest.

Notice of a hearing shall then be given the faculty member charged at least 20
days prior to the faculty committee hearing. Prior to the hearing, the faculty member
shall have the right to know who is to testify against him/her, provided that after the
hearing begins the faculty member shall be entitled to receive reasonable notice of any
additional witnesses. The faculty member may waive a hearing or may respond to the
charges in writing at any time before the hearing. If the faculty member waives a
hearing, but denies the charges against him/her or asserts that the charges do not support
a finding of adequate cause, the faculty committee shall evaluate all available evidence
and rest its recommendation upon the evidence before it.

The faculty committee, after consultation with the President and the faculty
member, shall exercise its judgment as to whether the hearing should be public or private.

A verbatim record of the hearing or hearings shall be taken and a typewritten copy
will be made available to the faculty member without cost to him/her; at his/her request.

During the proceedings, the faculty member will be permitted to present
witnesses, to be heard in his/her own behalf and to be accompanied by an academic
advisor of his/her own choice. The administration may be represented with the right to
present evidence and examine witnesses.

The faculty member shall be afforded an opportunity to obtain necessary
witnesses and documentary or other evidence and the administration of the college will,
insofar as it is practicable for it to do so, secure the cooperation of such witnesses and
will make available necessary documents and other evidence within its control.

The faculty committee will not be bound by strict rules of legal evidence, and
may hear any evidence which is of probative value in determining the issues involved.
Every possible effort will be made to obtain the most reliable evidence available.

If the faculty committee concludes that adequate cause for dismissal has not been
established by the evidence, it shall so report to the President. If the President rejects the
conclusion, he shall state in writing his reasons for doing so, to the faculty member, and
provide an opportunity for response before transmitting the case to the Board of Trustees.
If the faculty committee concludes that adequate cause for dismissal would be more
appropriate, it shall so recommend with supporting reasons.

If dismissal or other penalty is recommended either by the faculty committee or
the President, the President shall transmit to the Board of Trustees the record of the case
together with his recommendation. The review by the Board of Trustees will be based on
the evidence considered by the faculty committee. An opportunity for argument, oral or
written, by the faculty member or his representative shall be provided prior to a final
decision by the Board of Trustees.

Until the final decision upon termination of an appointment has been reached, the
faculty member may be suspended or assigned to other duties. Salary shall continue
during the period of suspension. Except for such simple announcements as may be
required, covering the time of the hearing and similar matters of fact, public statements
and publicity about the case will not be provided by either the faculty member or the
administration so far as possible until a final decision has been rendered.
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RESIGNATION OF FACULTY MEMBERS

According to guidelines established by the AAUP, a faculty member who has
entered negotiations for a position in another institution should notify the appropriate
officers at Virginia Wesleyan that such negotiations are in progress.

A faculty member should not resign in order to accept other employment as of the
end of the academic year, later than May 15, or 30 days after receiving notification of the
terms of the member’s continued employment for the ensuing year, whichever date
occurs later.

(Section 1. revised 05007)
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