B. FACULTY MATTERS
B-1. Academic Appointments
1. Tenure-track Appointments

The tenure-track faculty includes those appointetthé ranks of professor, associate professostassiprofessor,
and instructor (the latter rank is not currentlyse). Tenure-track librarian appointments comptiseranks of
Librarian, Associate Librarian, and Assistant Lifaa.

Only full-time tenure-track faculty members anddibans are eligible to be awarded tenure or saddddtaves.
Tenure-track appointments usually require that appes hold the terminal degree in their respedtigeipline.

2. Non-tenure-track Appointments

Non-tenure-track faculty appointments include cihiand lecturer ranks as well as the designatacting”,
“visiting” and “adjunct” in association with a raniClinical appointments are used for those whaseagry duties
are teaching and clinical work. Lecturer appoimitaere used for those whose primary work is teactand
research and service that support teaching). dine ‘visiting” is used to designate an appointntbat is
temporary in nature. The term “acting” is usedddemporary appointment with the understandingwlinen a
specific condition is met (usually completion oétterminal degree), the appointee will receivegalia
appointment. Normally visiting and acting appoiatits are limited to two years’ duration, exceptwgpecial
approval by the vice chancellor for academic affait’Adjunct” is used in conjunction with an acade rank to
designate part-time appointments.

Except in rare situations approved by the vice cbhlor for academic affairs, academic appointees tghch
undergraduate courses will have at least the maskegree, and those who teach graduate courddsawd an
appropriate terminal degree.

If an academic unit should wish to convert a nanite-track position to a tenure-track positiomiist request and
receive authorization for a new faculty positidRecruitment procedures shall be those normallpfedd in filling
tenure-track faculty vacancies. (Policy amendegal20

3. Part-time Lecturers and Part-time Clinical Apyiees

While the primary assignment of part-time membsrtgaching in the classroom and laboratory, theyatso ex-
pected to participate in the student evaluatioteathing (SET) program, to hold conferences witldesits by
appointment, to attend academic unit meetings weguested, and to participate in cultural and $@citvities at
the university if their time permits. They haveabiigation to continue to read and study in theeitiline they
teach so that they keep abreast of new knowleddeevelopments in their fields.

B-2. Recruitment of Full-Time Academic Appointees
Equal Employment Oppor tunity

EQUAL OPPORTUNITY/AFFIRMATIVE ACTION POLICY

Indiana University pledges itself to continue itgrenitment to the achievement of equal opportunithiw the
University and throughout American society as alhdn this regard, Indiana University will recrLhire,
promote, educate, and provide services to persasedoupon their individual qualifications. Indiddaiversity
prohibits discrimination based on arbitrary consadiens of such characteristics as age, colorpdiga ethnicity,
gender, marital status, national origin, racegrefi, sexual orientation, or veteran status.

Indiana University shall take affirmative actiomsitive and extraordinary, to overcome the disaratory effects of



traditional policies and procedures with regarthe disabled, minorities, women and Vietnam-eraneets. (Board
of Trustees, Nov. 21, 1969; Amended: Board of Teest December 4, 1992)

The University administration and faculty governamegularly review policy to maintain compliancewgurrent
EEOC regulations and guidelines.

Academic Appointees with Disabilities

BACKGROUND AND SUMMARY

Prior to 1990, the University complied with the dgstrimination provisions of Sections 503 and 50the
Rehabilitation Act of 1973. The Americans with 8lidities Act (ADA), Public Law 101-336, was enatten July
26, 1990, “to provide a clear and comprehensivedatenfor the elimination of discrimination agaimtividuals
with disabilities.” This latter federal legislatigequires equal treatment of all persons in empkt, public
services and transportation, public accommodatiang,telecommunication services.

Indiana University, a public institution as settfoin the American with Disabilities Act, is subjdo its
requirements. Title | of the ADA prohibits disciimtion against qualified individuals with disabés in
employment practices. Title Il of the ADA prohibiliscrimination against qualified individuals witlsabilities
with regard to the services, programs, and aatwiéit the university.

INDIANA UNIVERSITY POLICY REGARDING PEOPLE WITH DI@BILITIES

Indiana University historically has been committedhe principles of affirmative action which guaiee fair and
equitable treatment of all persons, including trentally and physically disabled. The Universitpyides equal
employment opportunities to all employees and applis for employment who are qualified.

The University has instituted various administratpolicies, practices, and procedures to ensurdiscnmination.
These have been amended to comply with the regaitenof the ADA. Accordingly, “no qualified inddiial with
a disability shall, by reason of such disabilitg, dither excluded from participation in or be ddrige benefits of
the services, programs, or activities” of Indianaivérsity. Moreover, no qualified individual withdisability shall
be discriminated against because of the disalmifithat individual with regard to job applicatioropedures, the
hiring or discharge of employees, compensationaadement, job training, and other terms, conditiansl
privileges of employment.

The Recruitment Process

After the chancellor explicitly authorizes a uritdommence recruitment for a new or vacant fuletacademic
position, a job description will be prepared befacive recruitment commences. The descriptiofi braas
explicit as possible with respect to the naturthefjob, the requisite qualifications, rank, poks#alary range and
other relevant information.

Faculty members who are appointed to chair a reoant committee should study tRelicies and Procedures
Manual for a detailed description of the recruitment gahare.

Vacancies will be advertised in relevant profesaigournals, listed with appropriate minority andmen's
organizations, and listed with appropriate offisiaf institutions of higher education, and in tkeProfessional
Opportunities Bulletin.

A recruitment committee will be appointed to evadudossiers of all applicants. No qualified apgticmay be
excluded from consideration on the basis of rataiety or national origin, gender, marital statcedigion,
physical handicap, sexual orientation, relationgbipresent employees, or, within the legitimataté of university
regulations, on the basis of age. Visa status lmesg valid criterion, however. The committee nuetument its
efforts and all correspondence and documents nel@wahe filling of a specific position must bdaimed for two
years.



A formal interview may be scheduled after the réorant committee has filed a written statement &) with the
vice chancellor for academic affairs and the doeof equity and diversity indicating the procedufellowed in
meeting the unit's affirmative action goal. Theeimiew may be scheduled if no objection has bedgéd by the
vice chancellor or the director within three woikidays.

Only candidates who are American citizens or whid kalid permanent immigrant visas are eligiblédé&invited
for employment interviews for regular or tenureckr@ositions at IUS. The chair of the recruitmemmmittee and
the employing administrator are responsible foedrining the immigration status of the candidaté anforcing
this policy.

Before either a verbal offer is made or an offételeis sent to the candidate, the vice chancellost be satisfied
that affirmative action procedures have been oleserhe recommended appointment is to be madeaatkeand
salary and involving conditions of work commensenaith the qualifications of the candidate. Ihi to be made
on the basis of race, ethnicity or national origiender, marital status, religion, physical hanglczxual
orientation, relationship to a present employethefuniversity, or, within the legitimate limits ohiversity
regulations, on the basis of age.

B-3. Faculty Work Assignmentsand Activities

Academic deans are responsible for preparatioheo§thedule of courses for their schools and thigrmsent of
work. Full-time faculty members are expected tip lvath student advising and registration (a Safetiveard can
be obtained from IT helpdesk which is requireddoess student progress reports online), to senaomittees,
boards, and the Faculty Senate (if elected). Atiiule faculty member's basic teaching assignmet®icredit
hours per semester, or the equivalent. This asgghshould be scheduled to ensure adequate antutisd time
for contact with students outside of class, serw@sponsibilities, and research/creative work (whegpropriate).
Persons in the ranks of professor, associate mafeand assistant professor may use the spacilgdoon the
Annual Report form to request reassigned time fieaching to engage in research or creative wotle dean
makes a recommendation to the vice chancellor, giithconsideration for the value of the projea, thofessor's
past record of scholarly productivity, the needdpecial teaching competencies, and the budgettisitu Faculty
members who have been given reassigned time aszipto report on their research or creative giets
annually.

Each tenured faculty member who receives reassitymedfor research or creative work will have thedssignment
reviewed by the appropriate School Review Comm{it&RC) at least each three years unless the fandtyber
has been reviewed for promotion during that peridde purpose of this review is to determine whethe
reassignment should be continued. The SRC willigea written recommendation to be submitted &wice
chancellor for academic affairs through the deam will attach a recommendation.

A part-time faculty member may not teach in exad$s credit hours per semester, except in emergsiaegtions,
with the approval of the vice chancellor for acadeatfairs.

Full-time faculty members shall not devote morentha average of one day per week to outside warikglthe
period they are on the payroll. They may engagriach outside research and consulting activitiég movided the
nature of the activity is compatible with the brasgjectives of the university and will enhance thedfectiveness as
teachers and scholars. In all cases the professiaifjation to the university must take priorityeo any outside
commitments of an income-producing character aagtbfessor should keep the dean of the schoainrgd of
such activities.

B-4. Overload Assignments

Full-time faculty members who teach 12 credit hques semester may be paid overload compensatiadjatct
faculty salary rates for additional classes iftdching involves:
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1. Weekend University courses
2. Off-campus courses, or
3. Non-credit courses

The dean and the vice chancellor for academicraffaust approve such assignments in advance.mitienum,
faculty members must be performing at a "good"exceéllent" level in teaching as attested by thendeaeceive an
overload assignment. Schools may adopt additicoraditions for overload assignments.

Faculty members with teaching assignments of tess 12 credit hours because of research or creatdjects or
administrative assignments may receive overloadupaler similar circumstances if approved by the wbancellor
for academic affairs. Itis expected that facafigmbers who have reassigned time for researchnoinadrative
duties will not routinely teach compensated ovatloaurses. Such faculty members may occasioredight such
courses with approval of the dean and the vice abor for academic affairs. The dean must jysefguests for
overload assignments in these circumstances. mihenum, the dean must attest to at least "goodércellent”
performance in teaching and in the area(s) for whéassigned time has been given (i.e., research or
administration). The faculty member may be askeiddicate in writing how the overload teachingigisment may
be expected to affect productivity/effectivenessmiyuthe semester in question.

Compensated overload teaching assignments fortcbediring courses other than those taught on gekends or
off-campus will only be given to full-time facultpembers in unusual situations. Such assignmergs lmeu
approved by the vice chancellor for academic affafn unusual situation is understood to be oaelil definition
is not a recurring event.

In some cases the full-time faculty member mayhea@xcess of 12 credit hours in one semestee twffset by a
reduced number of credit hours in another semestader these circumstances overload pay is nowvall unless
the total load during the academic year exceedsedit hours or the equivalent.

B-5. Academic Freedom and Ethics
Academic freedom, accompanied by responsibilityciiies to all aspects of a teacher's professiamauct.

Teachers shall have full freedom of investigatsuhject to adequate fulfillment of academic dutilla limitation
shall be placed upon teachers' freedom of expasitidheir subjects inside or outside of the claser. Teachers
should not subject students to discussion in tagstbom of topics irrelevant to the content ofdberse. In public
utterances, teachers shall be free of instituticoatrol, but when writing or speaking as citizethgy should
endeavor to avoid the appearance of speaking éouniiversity. Teachers should recognize the otitigao be
accurate, to exercise appropriate restraint, asthéav respect for the right of others to expresg thiews.

The Code of Academic Ethics in thelndiana University Academic Handbook describes in detail the rights and
responsibilities of faculty members at all U carspsi and the procedures for enforcement of the chhddould be
studied closely by all members of the faculty.

IU maintains the highest ethical standards for lfgaesearch and creative activities and adherésderal policies
regarding research with live human and animal sibjend hazardous materials, as well as thoseigmliegarding
research misconduct and fraud. Appropriate dédimstand actions are outlined in the documBesearch Ethics:
Policies and Procedures (September 1989) and thelUS Research Policy Manual, which are available from the
Office of Academic Affairs.

B-6. Palitical Activity

IUS as a public institution of higher education sloet participate in partisan politics, support aapdidate for
public office, or expend funds for political purgaes Employees will not engage in political acgivduring working
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hours or use the resources of the university ipstmf a political candidate or party.

Employees may distribute political literature orittown time and at their own expense. It sho@ddrognized,
however, that the distribution of literature thatteans or insults people on the basis of suclvati®s as religion,
race, ethnicity, national origin, gender, sexu&mation, age, or disability is inconsistent wiitie educational
mission of the campus.

University facilities shall not be used for polalaallies or for campaign purposes that wouldHertthe interests of
the candidate or candidates of any one politicetypaxcept that the university may from time toei invite

political candidates to speak at university contiocs. In such cases, it is the policy of the ensity to extend
invitations to the candidates of the different magarties on an equal basis. This rule is notpneted as
prohibiting the meeting of student political growplsich are open to attendance by students, faanidyother
members of IUS, but which are not open to the gammrblic.

B-7. Annual Reports

All full-time faculty members are required to sulb@ annual report at the end of each calendar yeamms on
which these reports are to be written are provigethe Office of Academic Affairs.

The annual report form provides a means for facukynbers to report on their teaching, researchsandce
activities, and suggestions for improvement ofitistitution.

The annual report becomes part of one's persoi@alrfd should be written with care. It plays amportant role in
the evaluation of the professor for reappointmprdmotion, and tenure decisions.

B-8. Annual Review

During the spring semester the dean of each sd¢tasohn interview with each full-time faculty membereview
the faculty member's annual report and the deamisa review. In this interview they discuss theuity member's
teaching, research or creative work, service taittieersity and the public, and such other matisrmay be
appropriate. A written copy of each annual reviell/be kept in the individual's school file, a cpmvill be given

to the faculty member, and a copy will be senhttice chancellor for academic affairs to be plaoethe faculty
member’s personnel file.

B-9. Support of Research

Among the duties and responsibilities of tenured t@mure-track faculty members at IUS, teachingraséarch or
creative work appropriate to the discipline are plmmentary activities. Such work is vital to thairmenance of
scholarly standards in the classroom and to th&éragng development of the faculty member as aheascholar.

Research and creative endeavor is encouraged ppdrsed in various ways. Course loads may be extiaad
schedules designed to accommodate the faculty m&smbgquirements for research time within the cxindé the
university's responsibilities for instruction. €8ection B-3 regarding faculty work assignmenEagulty members
are encouraged to apply through their respectiemsléor these kinds of support.

Financial assistance is available in the form aihgg-in-aid and summer faculty fellowships. Facuoiembers are
encouraged to incorporate undergraduate studeotsegsearch projects as assistants and collabsrakamding is
available for this purpose from campus and uniessiurces; inquiries and requests should be didetct the dean
for research. Any faculty or staff member whoastemplating application for a grant from a goveeminagency or
a private foundation should first contact the dmnmesearch. No grant proposal, including pretiany proposals,
should be sent by an individual faculty or staffrnfber directly to an agency or foundation. Suclppsals must be
sent by the dean for research to Sponsored ResBareites (SRS) in Bloomington and must be accoimpary
forms signed by administrators on this campusluFato comply may result in the refusal of thevamsity to
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accept an award.

Further information on research support and pdioédating to research and creative activitieslmfound in the
IUS Research Policy Manual.

Library resources, including professional journal® (or can be made) available. Although the eentiprary is
not designed to be a research library, a centfatelrce and distribution system and a number eflibtary loan
programs make it possible for faculty members tongeded reference works with considerable ease. F
assistance, see one of the reference librariaresd&han for research and/or associate vice chanéellacademic
affairs can also provide assistance in locatingaasiof support within the IU System and from gowesnt
agencies and private foundations. Limited assigtavith grant writing may also be available.

B-10. Intellectual Property and Financial Conflicts of I nterest
Intellectual Property

As specified in the Indiana University Intellectdbperty Policy and other documents, the univeesiercises
intellectual property rights to all inventions, atens, innovations, discoveries, and improvemettitsr than
traditional works of scholarship and instructionaterials that have been developed with signifitimitersity
resources. Primary responsibility for identifyjimgotecting, and managing applicable intellecpraperty resides
with the Office of Technology Transfer, under pmideveloped and supervised by the Intellectugpétty Policy
Committee and the vice president for research aad df the university graduate school. Questitosia
intellectual property should be referred to, andies of all relevant documents may be obtained fittven Office of
Academic Affairs or the University Office of TecHogy Transfer.

Financial Conflicts of Interest

Indiana University requires an annual report ofsas conflicts of interest in order that signifitautside financial
interests should be disclosed and reviewed to erthat they are not improperly influencing teachiggearch, or
service, regardless of the source of funding. BEales must be completed by (1) all full-time texuor tenure-
track faculty, (2) all visiting faculty, and (3)l @ther academic appointees who are currently gradénvestigators
on research projects. The disclosure form anduogtns may be obtained from Academic Affairs othat
following web sitehttp://www.indiana.edu/~uhrs/pubs/forms/coi-diselqsif

B-11. Faculty Review Prior to the Tenure Decision Process

The purpose of this section is to provide informatiegarding the faculty review processes, withi@aear
emphasis on what occurs prior to the tenure amtfamotion review year. This section in combinatiaith other
parts of the Indiana Universifjcademic Handbook provides information about types of documentatilated to
reviews, specific evaluation procedures at eachtpdireview, criteria to be used to assess theigentation
submitted, and the sequence of the review processes

Individuals holding tenure-track appointments dgrihe probationary period (from this point on irsteection
referred to as "tenure-track faculty") will be rewied annually by their dean and at least once bysgzefore the
tenure review. Though assistance will be provigedparation of the faculty annual report anddéedidate’'s
portion of the third-year review are the facultymieer's responsibility. The gathering of documgmitiais an
on-going process which starts immediately upondpéired.

1. Faculty Annual Report
Early in the spring semester, each faculty membepares an annual report on a form provided anchisifa copy

to the dean, who then forwards it to the vice clflacfor academic affairs. The report contaires faculty
member's documentation to support her/his achiemte teaching, scholarship and service. Dependimthe
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school, the annual report may also be reviewed dshaol committee for purposes of merit pay. Aycopthe
current standard faculty annual report form willgieen by the vice chancellor for academic aff&argach new
faculty member at his/her initial orientation. (Mdnformation about the annual report is contaiimesiction B.7).
New faculty are encouraged to seek advice frond#an and colleagues regarding preparation ofejhert.

2. Points of Review
a. Dean's Annual Review.

Following the submission of the faculty annual n¢jio the spring semester, the appropriate dealh cbraplete an
annual review of each faculty member. The revieausthinclude an evaluation of the faculty membprtgress
toward promotion and tenure. The dean is requadeet with each tenure-track faculty member scuks the
faculty annual report and the dean's annual revidwopy of the annual review will be kept in timelividual's
school file and another will be given to the faguttember. An additional copy will be forwardedthe vice
chancellor for academic affairs. During facultyemtiation in the initial appointment year, a copyhaf current
standard Dean's Annual Review Form will be giveedoh new faculty member. (More information aktbet
annual review is contained in section B.8).

In response to the progress statement in the daantsl review, all tenure track faculty membeesercouraged to
submit to the dean a developmental plan for teagtacholarship, and service, including any requiestspecific
support. The plan is placed in the candidate's@diie only and will be revisited by the dean ahd faculty
member no later than the next annual review tinme dandidate may choose to include the plans asptire
documents submitted for subsequent reviews.

Although it is the dean's responsibility to evaéuatcurately each tenure-track faculty member'fopmance in the
annual review, the faculty member and any subsdmquatuator does well to remember that an annwédwe
reflects one individual's judgment whereas sevpaaties are involved in promotion and tenure deoisi

b. Notification of Reappointment

Annually, according to the time schedule specifiethe Indiana Universitypcademic Handbook, each tenure- track
faculty member and lecturer will receive writtertification of review for reappointment or non-regpgment. In
addition, the dean shall provide a copy of hisleeommendation concerning reappointment/ non-raappent to
the faculty member at the time it is submittedhe vice chancellor for academic affairs. Becauasisfactory
progress toward promotion and tenure requires laehigtandard than that for reappointment, reapmeint does not
necessarily signify satisfactory progress towaahpotion and tenure. (See Indiana Universitademic

Handbook, "Faculty And Library Tenure," for detailed infoation.)

c. Third-Year Review.

The purpose of the third-year review is to havapéaethe individual’'s school evaluate the tenuesk faculty
member's progress toward promotion and tenure b@aséik/her teaching, scholarship, and servicee third-year
peer review will normally be completed in the sgreemester of the third year of tenure-probatiosaryice, and
no later than two years prior to the year in whtoh tenure decision process is initiated.

By March 1 of the review year, the tenure- trackufty member will submit a mini-dossier to the Sech@eview
Committee. The mini-dossier will follow the modgdecified in Section B.14.3.

For the third-year review, the School Review Coneeitshall:
* Obtain from the dean: the appointment documehtsFaculty Annual Reports, and the Dean's Anneidvs.

* Receive and review the mini-dossier.
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* Solicit commentary from discipline colleagues anter faculty wishing to provide information reéet to the
review.

* Request additional information from the candidateen necessary.

* Discuss the candidate's case and prepare a jmaliynwritten evaluation, including important stgtins and areas
of concern.

* Provide the preliminary written evaluation to tt@ndidate and invite the candidate to meet wighSbhool
Review Committee to discuss the preliminary writtsaluation.

* Write the final evaluation after meeting with thandidate. Copies shall be given to the candigladgeto the dean
for the school file only.

3. Pre-tenure Assistance
a. Appointment Documents

The appointment documents shall contain any stijouia or agreements specific to the position, idirig:
* date of degree completion for all ABD candidates,

* any resources (e.g., equipment) required,

* workload (e.g., reassigned time) negotiated, and

* the number of years credited toward tenure. (Seation B.13.2.d.)

Newly hired faculty should retain their initial tet of appointment, since it will be referencedermiews.

b. Orientation

Orientation for newly hired faculty shall offer ampunities for learning about promotion and tencrigeria and
procedures. Faculty who are unable to attendlasaaipus orientation, should make alternate arnaeges with
the vice chancellor for academic affairs.

Deans of the schools hold the primary responsitidit orienting faculty to their respective schools addition,
schools are encouraged to develop a formal ornmibfaculty mentoring program and newly hired fagwill be
given the opportunity to participate in the program

c. Relevant Documents

At the time of the initial orientation, the viceaicellor for academic affairs shall give each tertuack faculty
member these documents:

* Indiana University SoutheaBaculty Manual,
* Indiana UniversityAcademic Handbook,
* School/Discipline Criteria Document,

* Specialized school procedures for the third-yeatew, if any,
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* Current Faculty Annual Report Form,
* Current Dean's Annual Review Form,
* Guidelines for vita preparation.

Each faculty member's personnel file in the offi€¢he vice chancellor for academic affairs shafitain a checklist
that verifies through the member's signature theat bas received these items. As revisions dfetlitocuments are
made, faculty members shall receive updates.

d. Faculty Development

Other faculty development opportunities relatetetiching, scholarship, and service shall be offaredially by the
Office of Academic Affairs and the Institute fordming and Teaching Excellence (ILTE). Periodigathese
should include workshops on appropriate documentatf teaching, scholarship, and service.

B-12.Review of Non-tenure-track Appointees
1. Full-Time

The purpose of this section is to provide informatiegarding the review process for full-time acaiteappointees
who are not on the tenure track. This section miziaation with other parts of the Indiana Univergitademic
Handbook provides information regarding the review prodessling to promotion and long-term contracts. Naghi
in this statement should be interpreted as cordtiadithe policies and standards of the Univeragycontained in
the Indiana Universitpcademic Handbook.

Mechanisms for appointment, reappointment, revied @omotion of full-time Lecturers and Clinicalpapntees
will follow the same guidelines as those for tentneek faculty except that Lecturers and Clinigapaintees will be
evaluated on teaching and appropriate serviceylutot be evaluated on research. After a probratiy period of
no longer than seven years (analogous to the tgmaoess) candidates who are successfully prontot&énior
Lecturer or Associate Clinical Professor will beaaded long term contracts structured as rollingekyear
contracts.

8B-11.1 and 2 a-c regarding Annual Reports andtRoaihReview apply to non-tenure-track as wellasite-track
appointees except that the former are reviewed @mieaching and service, and not on scholarship.

The General Expectations regarding teaching andceeas outlined in §B-13.2 a and ¢ and the sugddstrms of
supporting material for the dossier given in 8B3ld.and ¢ apply to candidates for promotion to &erecturer,
Associate Clinical Professor, and Clinical Professowell as to tenure-track appointees.

2. Part-Time

Mechanisms for appointment, reappointment, revied @romotion of those part-time Lecturers and gare
Clinical appointees who are not appointed as adjiamulty will follow the same guidelines as thdeetenure-track
faculty except that such part-time Lecturers amt-fi@e Clinical appointees will be evaluated oadking and
appropriate service, but will not be evaluatedesearch.

After a pro-rated probationary period of no lontfean seven years, part-time, non-adjunct facultynbrers who are

successfully promoted to Senior Lecturer or AsgediZlinical Professor will be awarded long termtcacts
structured as rolling three-year contracts.
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B-13. Criteriafor Promotion and Tenure

Note: Faculty members appointed prior to 1996 should refer to section B-13.6, Grandfather Clause, regarding
criteria for promotion. Questions about these matters should be directed to the Vice Chancellor for Academic
Affairs.

1. Statement of Purpose

Academic promotion and tenure decisions assureah®us of a faculty who form a community of teaebaholars
dedicated to creating, sharing, and advancing kedgé. The tenure probationary period and timexirifor
promotion are considered developmental periodshichvfaculty members receive direct and systematic
professional support and feedback for the purpbgsapmroving their performance. Performance reviewjuding
annual reviews and third-year reviews shall (1ys¢he purpose of review and evaluation of pridri@eement and
(2) serve as feedback to the faculty member abayswo improve performance. Promotion to any fiank
recognition of past achievement and a sign of demfte that the individual is capable of greatgpaesibilities and
accomplishments (Icademic Handbook, 1992, p.27). Following the appropriate probadignperiod, tenure shall
be granted to those faculty whose professionalatheristics indicate that they will continue toveewith

distinction in their appointed roles. (Wtademic Handbook, 1992, p. 26).

Within the context of the mission of Indiana Unisi¢y Southeast, we recognize teaching, scholarsimigh,service
are central to the work of faculty. When considgrcriteria for promotion and tenure there are garexpectations
about accomplishments in these areas that arecapf@iacross the campus. But it is also recogritzaithe
academic units differ sufficiently to require thila¢ specific applications be developed in eachadfliscipline.
Therefore, this document specifies the criteriangef in terms of general standards based on thencongoals we
share. The more explicit and detailed formulatéthe criteria is formulated by each school/diSngfollowing
the guidelines specified in Section B-13-5. Refgmsiof the school or discipline, however, an assest of the
performance of a faculty member in all three okthareas should be the basis for the promotiorieanuote
evaluation process.

These criteria for promotion and tenure are basea lbody of shared expectations about the chaistatsrof
effective teaching, scholarship and service.

2. General Expectations

a. Teaching

An effective teacher communicates well with studearid colleagues. Effective teaching includes inaiye and
conscientious course design, ongoing efforts totaai and develop subject area expertise, andsbdei
appropriately diverse and effective teaching tegh@s. An effective teacher:

* demonstrates good organization in course outjiteesures, labs, discussions, course materialsests (or other
assessment tools),

* demonstrates a high level of knowledge and ustdeding in subject areas,

* is enthusiastic about teaching and is effeciiveonveying knowledge to students,

* exhibits a positive attitude toward students arfdirness in all interactions, including grading,

* involves students and excites enthusiasm faniaeg,

* serves as a role model and mentor for studerds @olleagues.

* demonstrates flexibility and cooperation in ttevelopment of discipline curriculum and courseesithing.
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* works constructively with colleagues to prombigh academic standards.
b. Scholarship

Scholarship entails systematic inquiry or perforograttainment of a level of expertise throughvecitnvolvement,
and communication of that expertise to others.effective scholar:

* has an identified area(s) of expertise.
* contributes to this area through a systematitybaf work.

* shares contributions with professionals beydreldampus through publications, exhibits, presemtsiat
professional meetings, and documentation of appdicaf expertise to applied situations.

c. Service

Maintaining an effective university community rexgs that faculty be involved in planning, monitgriand
supporting the work of university. In additioristimportant to share expertise and resourcespgpastiprofessional
and community organizations, government and otleenents of society. Effective service includes:

* contributions at all levels of organization; s®, campus, school, discipline.

* facilitating the enhancement of student invohesrnwith the campus community and support of studen
organizations.

* student academic advising.

* mentoring of colleagues and students.

* active participation in professional organizato

* partnership with outside organizations.

* contributions of time and talent to governmentl @ommunity organizations.

Compensated and non-compensated service shalbbatligible for evaluation as service.

d. Credit for Achievements at Other Institutions

If accomplishments at another institution are atejat time of hire toward promotion or tenureratihna
University Southeast, evidence of such accomplistisnas well as an appointment document which cosiai
written agreement must be placed in the individyadrsonnel file within the first semester after time of hire and
made available to evaluators by inclusion in thesir at the time of promotion and/or tenure revidéwthe
absence of such documentation, only performantieeoidividual at Indiana University Southeast khal

considered in promotion and tenure cases.

If the faculty member seeks time toward tenure thasethese prior accomplishments, the amount af gnanted is
negotiated with the dean of the appropriate schodlthe vice chancellor for academic affairs.

e. Time in Rank

At the time of nomination for promotion to assoeiatofessor, candidates will normally have completeninimum
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of five years in rank as assistant professor anchption review will occur along with tenure reviéwthe faculty
member's sixth year. This may include time negediaoward tenure at the time of hire.

At the start of the sixth year in rank as assispaatessor, a tenure-track faculty must undergaremneview. This
may include time negotiated toward tenure. Anyuest to stop the tenure clock because of extraanglin
circumstances will be handled on a case by cass. bRequests will be made by the faculty membeubh his/her
dean to the vice chancellor for academic affaire will make the final decision. Written documerdatof the
approval should be made available to subsequehiawas by inclusion in the tenure dossier.

Consideration for promotion to associate profesank before the normal time in rank may be requkatey time
after the initial appointment. Early promotion ghibbe considered only in unusual cases when tigiftual has
demonstrated excellence in more than one of treesaykevaluation.

Consideration for tenure before the end of themenended probationary period can be requested amyditer the
initial appointment. However, request for earlyuee should normally be discouraged. A faculty lhenwho
applies for early tenure should be forewarned ahzdndidate for tenure can expect only one fullerevEarly
tenure would only be considered for candidates hdne already been promoted to the associate ledehave an
extraordinarily strong record that demonstrategripromise. A faculty member who requests earyite shall be
notified of any negative recommendation conceriisgher request prior to the final decision by pnesident. A
faculty member may withdraw his/her request attimg prior to the final decision by the president.

There is ho minimum time in rank required for prdimo from associate professor to professor.
f. Guiding Principles for Evaluators

The quality of the decisions made during the evanaf candidates for promotion and tenure beaectly upon
the well-being of the university community. Thetaréals available to the evaluators, the procedarescriteria to
be followed, and the diligence with which the prbares are followed affect the quality of the demisi made. The
criteria for promotion and tenure are specifie@attion B-11. The procedures for promotion andreiare
specified in Section B-13. In this section guidprinciples for individuals and committees are gt

* Because there is substantial diversity amongiplises and within disciplines, there is no sind&terminant of
what constitutes quality professional and discguynwork or scholarship. It is the responsibitifythe committee
and each of its members or the individual revietwaapply standards appropriate to the disciplinghefcandidate
being evaluated.

* These individuals and committees function agesentatives of the campus and, therefore, mustfdligh
levels of professional and personal ethics in theiiberations. Ultimately, each evaluator muskenaer/his best
professional judgment.

* Confidentiality is expected from all individuagsnd committee members.

* Individuals and committee members must diliggmtbrk to apply the procedures and criteria ac&lyatqually,
and fairly.

3. Criteria for Promotion

Consistent with the IlAcademic Handbook, the candidate's performance in teaching, schHufarand service shall
be evaluated. Performance in each area shalltbe aa excellent, satisfactory, or unsatisfactdnyorder to meet
the criteria for promotion above the level of Assig Professor, a candidate's performance shathaity be
excellent in one area and at least satisfactotiggrother two areas. (See, Section B-13-3c faruad case.)

The general standards for applying these critdéreaah level of promotion are specified in thedaling sections of
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this document. Each school shall develop a doctithaharticulates more specifically the applicataf these
criteria for their use in making promotion and tendecisions. (See Section B-13-5)

a. Promotion from Assistant Professor to Assodratdessor

To achieve the rank of associate professor, faeukyexpected to establish (1) a record of effedaching in an
appropriate range of courses, (2) a post-doctaogrpm of scholarship (research or creative agjiend a record
of successful sharing of this work with professisri#yond the campus, and (3) a record of sereicatious levels
of the university, to the profession, and/or to éxéernal community.

i. Criteria for Teaching

Excellent-- has developed an outstanding recoeffettive teaching across a range of courses thmguasts the
mission and needs of the discipline/school.

Satisfactory-- has developed a record of effedinaghing in an appropriate range of courses thaimts the
mission and needs of the discipline/school.

Unsatisfactory-- has not developed a record ofcéffe teaching in an appropriate range of coursasadequately
supports the mission and needs of the disciplihetic

ii. Criteria for Scholarship

Excellent-- has developed a post-doctoral progristiolarship and has produced an outstanding desfasharing
this work within the profession.

Satisfactory-- has developed a post-doctoral pragrscholarship and has produced a record of ssfdesharing
of this work with professionals.

Unsatisfactory-- has not developed a post-docfmagram of scholarship and/or has not produced@rdeof
successful sharing of the work with professionals.

iii. Criteria for Service

Excellent-- has developed an outstanding recosstofice to various levels of the university, thefpssion, and/or
the external community and is a contributing mendfehe academic community.

Satisfactory-- has developed a strong record aficeto various levels of the university, the pssien, and/or the
external community and is a contributing membethefacademic community.

Unsatisfactory-- has not developed a strong reobsgérvice to the university, the profession, anthe external
community and/or become a contributing member efatademic community.

b. Promotion from Associate Professor to Full Psete

To achieve the rank of professor, faculty are etgueto establish while at the rank of Associatdféasor (1) a
record of effective teaching plus evidence of fiorihg as a senior model and leader within theiplise, campus,
university, and/or profession, (2) a record of cimitions to scholarship within the area of exmertihrough sharing
of original research or creative work and/or cotadidn based on established expertise, and (Jadef extensive
service and leadership to various levels of theemity, the profession, and/or the external comitgun

i. Criteria for Teaching
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Excellent-- has developed a consistently outstanobiord of effective teaching and evidence of uallg effective
functioning as a model and leader within the disog campus, university and/or profession.

Satisfactory-- has developed a consistent recoaffettive teaching and evidence of functioningasodel and
leader within the discipline, campus, universitg/n profession.

Unsatisfactory-- has not developed both a condisemord of effective teaching and evidence of fioming as a
model and leader within the discipline, campusyersity, or profession.

ii. Criteria for Scholarship

Excellent-- has developed a consistently outstanobrord of scholarly contributions within the aaof expertise
through sharing of original research or creativekaand/or consultation based on established exggerti

Satisfactory-- has developed a strong and consistenrd of scholarly contributions within the ai®aof expertise
through sharing of original research or creativeknand/or consultation based on established exgerti

Unsatisfactory-- has not developed a strong andistamt record of scholarly contributions withir threa(s) of
expertise through sharing of original researchreative work and/or consultation based on estaddisxpertise.

iii. Criteria for Service

Excellent-- has developed a consistently outstanoboord of service and leadership to various kwéthe
university, the profession and/or the community ena contributing member of the academic community

Satisfactory-- has developed an extensive and steméirecord of service and leadership to varieusl$ of the
university, the profession, and/or the communitgt @na contributing member of the academic commyunit

Unsatisfactory-- has not developed an extensivecandistent record of service and leadership tmuadevels of
the university, the profession, and/or the comnyuaitd/or been a contributing member of the acadeoritmunity.

c. Balanced Case

Normally, a candidate will be evaluated using thteda and standards described above. Howevexdeptional
cases, a candidate may present evidence of balatresgths in teaching, scholarship and servicat fihomise
excellent overall performance of comparable benefihe university over time." (modified from th&®4
University Faculty Council amendment to the Academic Handbook)

4. Criteria for Tenure

After the appropriate probationary period, tenugg/rbe granted to those faculty members whose wiofesl
characteristics indicate that they will continueséwve with distinction in their appointed rol€Bhe principle of
faculty tenure imposes reciprocal responsibilitipen the university and upon the faculty membeg:uthiversity
provides academic freedom and economic securigyfabulty member, on the other hand, is obligabethaintain
high standards of professional performance ancepsifnal ethics. Tenure means that the faculty reems
become a full and permanent member of the academaiy of the university. Tenure will generally benéerred
only to those who have achieved, or give strongenie of potential to achieve, promotion in rankoading to the
criteria at Indiana University Southeast. The granof tenure will also reflect careful considéoatof the
gualifications of the faculty member in terms of tinissions, professional standards, and needs/biehi
division/discipline, the campus, and the university

5. School/Discipline Criteria Document
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The faculty of each school shall draft a missi@teshent describing the unique role of the schothiwithe overall
mission of the university. The mission stateméualldoe adopted by a majority vote of the full-ticentinuing
faculty of the school.

The mission statement will be the basis for theetBpecific and/or discipline-specific promotiaitire criteria
document. This document:

* will be created by the faculty of the school farddiscipline.
* will include lists of valid evidence used to doaent valued performance.

* will include the school-specific and/or discipd-specific definition of "excellent" and "satisfag” within the
general guidelines in Sections B-13-3, B-13-4 dmadltU Academic Handbook (1992, pp. 26-28).

* will be reviewed by the school/discipline, resis(if necessary), and readopted at least eveeg i{®) years.

The school-specific and or discipline-specific pation/tenure document will, after its original adiop and after
each readoption, be submitted to the Faculty Sdoatliscussion.

The vice chancellor for academic affairs is changét the responsibility of:
* reviewing such documents with respect to whethey are consistent with such documents at hikgvets,
* maintaining a current file of such documents,

* providing each probationary faculty member watlsopy of the document at the beginning of prolaitip
service.

6. Grandfather Clause

A candidate will be evaluated using the rating deéaids and scales for promotion and tenure set fioitte 1US
Faculty Manual in effect at the beginning of the candidate's @atidn period. A candidate may, however, indicate
in writing no later than the time of dossier sulsios that s/he chooses to be evaluated usingdheatds and
scales in place at the time of the promotion andr decisions.

B-14. Procedures for Promotion and Tenure

1. Initiation of the Promotion Review Process

In the spring semester of each academic year itieechancellor for academic affairs will issue stehedule for
promotion reviews for the next academic year, whiilhcontain deadlines for each review activit.period of at
least two weeks must elapse between each levebdiation.

2. Nominations

A faculty member's promotion may be self-initiatd#dmay be proposed by any other member of the thaclhis
nomination is given in writing to the faculty menmnlseschool dean who then notifies the nominatedlfaenember.
The nominee may withdraw his/her candidacy attang prior to the final decision by the president.

3. Preparation of Dossier and Gathering of Evidence

The complete dossier of a candidate will consist ofndidate-prepared dossier and a confident&siglo Timely

preparation of the dossier is the responsibilitthef candidate. As a part of the dossier, theidatelwill provide a
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current vita. Guidelines for the preparation @& ttossier should be provided at the time of hiree schedule for
dossier preparation may be obtained from the offfdfie vice chancellor for academic affairs.

The body of the candidate-prepared dossier shaulibtmore than 100 pages. The candidate's evidepg®rting
promotion/tenure should be clearly spelled ouhia tlossier and should reflect the candidate'sitonion toward
fulfilling the mission of the school/discipline,dltampus, and the university. The candidate peepdossier, along
with the confidential dossier, constitutes the regireview material for subsequent evaluatorsppmentary
files, if submitted, should be concise, includaldlé of contents, and are intended only for refegeand/or
verification. Extraneous material in the dossiesupplementary files may actually be detrimerdahe candidate's
case.

The candidate may add appropriate material (e ficenof acceptance of publication) at any timedonsideration
of subsequent reviewers.

Support for promotion to a higher rank shall reffleisly activity generated since a previous succgggbmotion.

Prior to review, a candidate will submit a listr@mes to the dean of the school from whom letterst foe
requested. Normally, this list will include collasgs, current and former students, as well as ifuéessionals in
the discipline outside Indiana University Southed&te school dean and/or the SRC may request frgmatother
sources.

The scholarship portion of the dossier must beetgged by two or more appropriately qualified extémaluators.
The candidate must provide a list of potential @exdrs to conduct the review. The dean and/or SRZreguest
evaluations from one or more additional sources.

The candidate's confidential dossier will be coegbiby the dean and will contain all letters satidiby the dean
and/or SRC as well as the annual reports and anevals of the candidate for the time being evslda Third-
year reviews will not be included in the candidat@nfidential dossier. The candidate may or n@yntlude any
or all of these documents in the candidate prepadosdier.

The confidentiality of the dossier, particularlytées of recommendation, is the responsibilityhaf tlean as well as
other reviewing bodies.

These lists of materials relevant to promotion tmdire decisions are intended to serve as gengid®lmes for
candidates and decision makers. They are devefopedthe preceding statements on General Expeotafor
teaching, scholarship, and service (see SectioB-B}1 These general guidelines will be made mapdiat in each
school's/discipline's criteria document (see Sadiel 3-5).

Appropriate supporting materials for the candidaiepared dossier follow.

a. Teaching

Evidence of appropriate student learning outcorses@asured by pre-post test scores, scores orasiiret tests,
success in subsequent courses, student or aluporiseadmission to graduate programs, placement setc.

Evidence of being an effective teacher as manifiegbod course design, current course contentysivand
effective teaching techniques as measured by tegetwards won, analysis of organization and cordénburse
materials;

Evaluation of teaching by students, colleagues/aarttie candidate; review of the teaching techréqueed by the
candidate, the reasons for their use, and evatuafitheir effectiveness.

Evidence of fair and positive interactions withdstnts as measured by self report, classroom olig@ryatructured
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interview and/or student responses to surveys.

Evidence of effective mentoring of students as messby solicited and unsolicited letters from fernstudents
and colleagues, awards or acclaim for effectiveesttmentoring.

Evidence of effective student advising as meashyeeported levels of activity, student feedbackb
effectiveness, self evaluation, letters from indindls knowledgeable about the candidate's advisitigities.
Evidence of participation in the pedagogy of teaghtas measured by participation in aspects of psideal
organizations focusing on teaching, publicatiomespntations related to effective teaching, antigiaaition in
workshops and seminars designed to enhance teaeff@ugiveness and/or increase diversity of effecteaching
techniques.

Especially for promotion to professor, evidenceféctive mentoring of other faculty, especiallywee faculty, as
indicated by self reports, reports of mentees dhdraolleagues.

b. Scholarship

Description by the candidate of area(s) of expewisd the systematic manner in which contributamesbeing
pursued.

Evidence of productivity as measured by statusrtsgm work in progress.

Evidence of quality of the contributions as meadurg evaluation of the scholarship in materialshsas reviews or
comments received by the candidate.

Evidence of sharing with professionals beyond #mapus as indicated by publications, exhibits, adsiit
presentations at professional meetings, and dociatiem of application of expertise to applied sitoas.

Evidence of grants or awards applied for and/oeixed.
Description of future plans.
c. Service

Evidence of being an effective member of the umiitercommunity which includes participation in deddership
of discipline, division, campus and system comragtdask forces, and projects.

Evidence of effective service to students througimtoring, support of student organizations, anemstudent
related activities.

Evidence of participation in professional organiaas through attending meetings, participatinghim operations of
the organization, serving as an officer.

Evidence of service to community and governmenaoizations through volunteering, presentationfi¢sé
organizations, consultation, membership, and/ariceias an officer.

Evidence of recognition of service through awaditstions, or commendations earned.
4. Responsibilities of Reviewers and Rights of Gaaigs during the Review
All evaluators at any level of the review processr@quired to review the candidate-prepared doasie the

confidential dossier for each candidate. Evalisatoay use the supplementary files for additionfarmation
and/or verification.
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Each evaluator will rate each candidate and, irfitta¢ analysis, a candidate will be considerededirat in a
particular criterion if a majority of the memberfsaoreview committee rate the candidate as beiwcglent in that
criterion.

All recommendations by the School Review Committee,dean, the Campus Review Committee, the vice
chancellor for academic affairs and the chancetiost include 1) specific ratings, consistent with tating scales
applicable to the candidate, in each of the theeegnized categories for faculty evaluation (temghscholarship,
and service) and 2) a written indication for theibaf each of those ratings. Recommendationr$ette promotion
must be separate from recommendation letters forée Candidates should receive copies of allmesendation
letters at the same time that they are sent toesuigst reviewers.

The affected faculty member has the right to redporwriting to the recommendations at any levethie process
and to have the response(s) included and sent fdmwi¢h the other materials. If the candidate desoto respond,
the recommending party at the same level may chimoseeonsider and/or respond to the candidatiés leAll new
documents become a part of the permanent record.

Each recommending party in evaluating the candislad@ld consider prior recommendations. Howevevili
render its own distinct recommendations.

The candidate-prepared dossier and the confideddigdier including all prior recommendations muesphssed
along to the next evaluating party including theuaiversity level. Supplemental files provided thye candidate
will not be sent to the all-university level butlMde available if requested.

At any level, prior to a recommendation, the exiseeand general content of evidence leading t@ative decision
must be conveyed to the candidate so that the datedimay respond.

Each evaluating body must conform to the ratingdiads for promotion and tenure set forth in th& Raculty
Manual in effect at the beginning of the candidate's @atbn period.

a. School Review Committee

Each academic unit and the library will have ae@avcommittee. The School Review Committee (SR@)asnsist
of a minimum of four members. Each school wiltide whether it will elect the members or have ttagpointed
by the dean.

The SRC will receive, discuss, and evaluate theptetm dossier of each candidate and submit itsmewndation
to the Campus Review Committee (CRC) through the ghancellor for academic affairs, with a copyhe dean

and to the candidate.

The candidate must be given a written invitatiomtet with the SRC to answer any questions or cosgarior to
the SRC's reaching a final recommendation.

A member of the SRC shall not serve on the CR@ifomotion or the CRC for tenure in the same ye#gaathere
is an insufficient number of eligible members ie ticademic unit.

The candidate for promotion or tenure may not beeaber of the SRC in the year that his/her cabeiiw
considered.

A person may sit on a SRC for an individual for whthat person has written a letter of informatidiowever, the
SRC member should refrain from including a positiveegative recommendation in the letter.

At least four weeks should elapse from the timesios are submitted to the SRC until it transnhiesdossiers to
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the dean.
b. Dean of the Candidate’s School

The candidate must be given a written invitatiomtet with the dean to answer any questions orezrasrior to
the dean's final recommendation.

The dean will submit his/her recommendation tovise chancellor for academic affairs.

The dean will not make a recommendation in his@tvan case for promotion and/or tenure.

c. Campus Review Committee

A Campus Review Committee for Promotion (CRCP) afi@ampus Review Committee for Tenure (CRCT) will be
elected each year. Each committee will be compo$ede tenured member from each school, who wilelected

from the two highest professorial ranks in the sthdhe dean of the school may not be electedthercCRC.

The CRC will receive, discuss, and evaluate thepteta dossier of each candidate and submit itsmewndation
to the vice chancellor for academic affairs, witbopy to the candidate.

A person may sit on a CRC for an individual for whthat person has written a letter of informatidowever, the
CRC member should refrain from including a positivenegative recommendation in the letter.

A member of the SRC shall not serve on the CROR®CRCT in the same year unless there is an ingirft
number of eligible members in the school.

The candidate for promotion may not be a membénefCRCP in the year that his/her case is beingidered.

A person may not serve on both the CRCT and theZRGhe same year unless there is an insufficiantber of
eligible members in the school.

d. Campus Administration

The vice chancellor for academic affairs will makerritten recommendation to the chancellor, whauim, will
prepare a recommendation to the president of thestgity or his/her designee. The chancellor wiltify the
candidate, the dean, the School Review Committeffee Campus Review Committee of the actions thledore
the recommendations are sent to the president.

5. Procedural Violations

When a case is reviewed by the Faculty Board ofdRe{BR) and that body finds evidence of procetura
irregularities, the case must be reevaluated as as@ossible beginning at least with the earfiggie in the review
at which an irregularity was noted. In a tenurgecan FBR review can come only after the finalgies has been
made.

B-15. Salary Policies

IU Southeast adheres to Indiana University poliiywespect to determination of annual faculty salacreases.

In general, this policy recognizes that a numbdactors affect salary increases, including megtary minima,
remedial equity, and inflation. The policy statiest “Merit has primacy among these.” See the ademic
Handbook for the full text of the university policy

Further details about campus practices and polafi@asademic units with respect to faculty salacias be found by
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going to the Office of Academic Affairs website.
B-16. Poalicy for Faculty Members Holding Administrative Positions

The following Board of Trustees approved policylsapply to the Vice Presidents, Chancellors, \@&ancellors,
Deans, Directors, and other administrative positias identified by the Chancellors or Presidentsdradl be used to
determine the salary of an individual who holdshbmfaculty and administrative position when thdividual
relinquishes or is removed from the administrapesition.

At the time an individual assumes both faculty addhinistrative positions, a memorandum shall batexktthat sets
forth the twelve month salary of the individualdatermination shall then be made by the appoirtffigial that
establishes the portion of the salary that shattdsesidered the faculty component of the indivithialary and the
portion of the salary that shall be consideredatthministrative component of the salary. From yeardar, as raises
may be given, the raises shall be apportioned letwlee faculty component of the salary and the atnative
component of the salary. These figures shall betamied by the appointing official with a copy pided to the
faculty member/administrator and to the appropriat®pus faculty records office.

At such time as a faculty member relinquishes oeiisoved from the administrative position, the facmember’s
salary shall return to the faculty component ofghkary and the faculty member shall no longerrigled to the
administrative component and the faculty compowétite salary shall revert to ten twelfths (10/d2jhe faculty
component if the individual returns to an acadeyeiar teaching position.

B-17. Sabbatical L eaves of Absence

1. Purpose of Sabbatical Leaves

Tenured and tenure-track faculty members have mieeipal academic functions: teaching, servarg] research
or creative work which enriches their own teachang that of their colleagues. The sabbatical lga@gram
enables a faculty member better to perform thesetiions. It provides time for research, and ferattendant travel
to libraries, research centers, and to areas wieddenvestigations may be conducted. It enaldesity members
to keep abreast of developments in their fieldsen¥ice to the university.

The sabbatical leave is granted on the basis ataaptable proposal from the faculty member, indigehe
manner by which these general objectives are tchived. It is expected that the plan will beeadH to with
reasonable diligence. The faculty member shouwldsadhe dean for research and the Research amisGra
Committee abouany change in sabbatical plans which might occur atsabbatical proposal has been approved.
If the changes result in a completely new projén a new proposal should be submitted for review.

Within three months after the termination of thavie, the faculty member will submit a report to @féice of
Academic Affairs on a form designed for the purpo®me copy of this report will be delivered to typropriate
dean and one to the Office of Academic Affairs, @mill be available to the Research and Grantm@ittee for
use in evaluating future applications for such ésav

Acceptable programs for the use of time may include

a. Research on significant problems.

b. Important creative or descriptive work in anyamg of expression, for example, writing, paintiagd so forth.

c. Postdoctoral study along a specified line attaranstitution.

d. Retraining to teach in a new discipline or area.
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e. Other projects satisfactory to the ResearchGradts Committee.
2. Terms of Leave

Sabbatical leave will encompass one semesterladialry or one academic year at half salary. Bbatical leave
need not be taken in a single academic year buthealjvided over several academic years. The siahbkeave
program requires that persons on sabbatical leavetd full time to the scholarly activity for whidsave is granted
and will receive no salary or stipend from otheurses than the university except that:

(1) persons on leave for a year at half pay maygadn other scholarly activity consistent withttfta which leave
is granted and receive salary, stipend, or horeofesim other sources in such amounts that totahgastipend, and
honoraria do not exceed approximately the annealme normally earned, and

(2) persons on leave may receive grants from aberces for travel and research expenses incidentiadir
scholarly activity. Faculty members who receivebsdical leave for a full year at half salary slibdiscuss the
potential impact on their retirement benefits witik human resources staff.

Once a full-year sabbatical has received final eyl it cannot ordinarily be shortened to one ssare In special
cases the vice chancellor for academic affairsherrecommendation of the dean of the applicacti®sl and the
Research and Grants Committee, may make an exodpttbis rule. Approval of such a change wouldetel
upon the establishment of a legitimate need forctir@nge and evidence that the quality of the ptejetld not be
seriously compromised. The faculty member shouliharily be compensated on the same basis assathegiving
one-semester sabbaticals. However, other persoomehitments or fiscal stringency may sometimesipcke full
payment for the sabbatical-leave semester andiamréo full-time status for the other semester.

Under special circumstances permission may be epldot a faculty member to augment a full-yearf-salary sab-
batical stipend through part-time teaching at & husditution. The purpose of such an exceptioto imake it
possible for a faculty member lacking outside supgopursue an opportunity for research or creasigtivity
during a full-year rather than a half-year sabladiieave. The faculty member must explain in wgthow the
prospects for a productive sabbatical leave wilkbkanced, and must specify the nature and ext¢iné @roposed
teaching. The dean of the applicant’s school rthest recommend the exception to the vice chanciltaacademic
affairs, who will make the final determination asithether or not it can be allowed. Under no citstances may
total stipends, salaries, etc., exceed the saharfatculty member would have received had he obska on normal
appointment at 1US.

3. Eligibility

A faculty member is eligible for one sabbaticae during each period of seven years full-tim&iser(including
time on sabbatical leave), following the completarnis or her first six years of full-time serviaelUS. For
example, a faculty member may be granted one sabbkave in the seventh, eighth, ninth, tentayehth, twelfth,
or thirteenth year of service, and one in the feemth, fifteenth, sixteenth, seventeenth, eighkeembeteenth, or
twentieth year of service. Ordinarily, howevemlsatical leave will not be granted within less tfieur years
following a preceding sabbatical leave. For examnalfaculty member who is granted sabbatical léawés or her
twelfth year would not again be eligible until lisher seventeenth year. Leaves without pay deouit as part of
the period by which eligibility for sabbatical leais determined. The sabbatical leave prograniegpphly to
persons who will return to their positions at I &t least one academic year following a periogatibatical
leave. For example, a sabbatical leave will nogtaated for the last year of a faculty membern‘gise prior to
retirement.

4. Scheduling

As far as possible, departmental schedules shaufttfanged so as to permit eligible members ofabelty to take
sabbatical leaves. In order to facilitate budgetind scheduling, faculty members should notifyndez their
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schools of their intent to apply for sabbaticalviedn the spring of the year preceding their foreqgblication. In
arranging schedules, an attempt should be madéimize the cost of substitute instruction and disruption of
the department program.

5. Administration

Application for leave will initiate with the eligie faculty member. In order to facilitate plannigugd budgeting and
to assist faculty members in developing viable psats, application is made in three stages: Adyishmtification,
Preliminary or Draft Proposal, and Final Proposatlvisory Notification is by memorandum, a form féreliminary
and Final Proposals is available from the acadaiffiiirs office. The form is described, and theeddiy which
proposals are due are specified, inlti& Research Policy Manual. The successive administrative stages through
which proposals are routed are as follows:

a. School

The dean of the school will forward the preliminarydraft application to the dean for researche @han of the
school will attach a statement confined to showh®gproposed schedule adjustments to permit thve laad the
additional staff or other expenditure that will hecessary.

b. Dean for Research

The dean for research will forward the applicatiothe Research and Grants Committee with any gpipte
remarks concerning budgeting or scheduling.

c. Research and Grants Committee

The Research and Grants Committee will review tleéiminary version of the application and make
recommendations for revision if necessary. Upaeikeng the final version of the application, thedearch and
Grants Committee consider it and formulate an gmpte recommendation for action. In arrivingtat i
recommendation, the committee may call on the @sahother members of the applicant's disciplinscbiool for
an evaluation of the worth of the proposed projécimay also call on the dean of the school ifesitiing problems
are the only bar to the leave.

The committee will recommend approval or non-apptdased upon the acceptability of the proposepgirin
terms of the criteria specified above. The applicihall be given the opportunity to make represtént to the
committee, if he or she considers it advisableuggport the application. The committee will noggch applicant
for sabbatical leave of its recommendation to tiee ¢hancellor for academic affairs as soon asohemittee’'s
decision is made, and a copy of the notificatiolh bé sent to the appropriate school dean.

Notification that the committee recommends appro¥application for sabbatical leave will includstatement that
leave is not granted until approved by the vicenclk#or for academic affairs, the chancellor, thesplent, and the
Board of Trustees. A favorable recommendationhignice chancellor establishes sufficient likelida a grant of
leave so that applicants are justified in procegdiith plans and arrangements for leave.

d. Vice Chancellor for Academic Affairs

If the cost of leave applied for or its prospectiligruption of schedule appears excessive, thechiaacellor for
academic affairs may, personally or through an @gmte committee, review with the school or dioip
concerned the problem of scheduling,

B-18. L eave Without Pay

REQUEST FOR LEAVE
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When a faculty member or other academic employa#sia take such a leave (LWOP), he or she shaitidte a
request through normal administrative channelds fidgquest should be accompanied by a brief staittaf¢he
reasons for which the leave is sought. Leavebsérce without pay are limited to one year. Unotersual
circumstances, exceptions can be approved.

STATUS OF TIME SPENT ON LEAVE WITHOUT PAY

A year or semester on LWOP does ootint as a year or semester of service to theddsity. This means that such
leave will notbe counted in reckoning:

1. University obligations to make contributionsédirement funds.

2. Year's credit toward tenure, except that it rhaycounted if the leave is spent as a full-timaltganember at
some other institution.

3. Year’s credit towards sabbatical eligibility.

4. Years of service which may be relevant underathgr University regulations, such as those coresbwith

early retirement.

BENEFITS WHILE ON LEAVE WITHOUT PAY

Group Life Insurance

During leave without pay, the University will comtie the insurance in force for three months. dfléave extends
for more than three months, the insurance willuspsnded unless the employee elects its continuanttee
advance payment of premiums at the campus humanroes Office. If the insurance is suspended dutie
leave, when the appointee returns it will be autizally reinstated in accordance with the planitiedte.

Group Medical Insurance

It is the policy of the University to continue @tsntributions toward medical insurance for facatystaff members
on leave of absence without pay for as long agfip@intee continues paying the employee sharesgframium.
The appointee must make arrangements with the lthiiyén advance of the beginning of the leavedy the
employee’s share of medical insurance premiumati@aation in the plan is optional. If it is droguh re-
enrollment procedures are necessary to re-entgane either immediately upon return from leaveatthe annual
open enrollment date.

IU Retirement Plan Contributions

It is the policy of the University not to make retnent plan contributions while an appointee iseave without
pay. A participant in an IU retirement plan wharms to take leave of absence without pay shoulderapkropriate
arrangements with his or her prospective employgrantor agency to cover his or her contributio8sich
contributions can be made directly to the plan mlewby the employing institution whether or naattimstitution
participates in that particular program. Alteraaly, the employing institution could set the lesécompensation
at a figure which would permit the individual to kegpayments to the plan provider, although taxdliaatages
would usually result from such an arrangement.

B-19. Family and Medical L eave

TheFamily and Medical Leave Act (FMLA or the Act) became effective on August 5939 This law gives
eligible IU employees the right to take up to 122k of leave in a calendar year because of:

1. Birth of a child and to care for a newborn child
2. The placement with the employee of a son or keudor adoption or foster care;

3. The need to care for the employee’s spousegistezed same sex domestic partner, son, daugitearent with
a serious health condition;

4. A serious health condition that renders the egg® unable to perform the functions of his orjbbr
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Each of these four situations is considered a fyiradi reason under the law.

In the case of iliness or other qualifying situatia full-time academic employee shall be paidigeks’ full salary
and one-half salary for the balance of the semé@sigase the illness or situation lasts that loWhere prognosis
for early recovery is favorable, the University megtend this leave beyond the limits of one semésta total
maximum of six weeks at full pay and nine additiomaeks at one-half pay.

In the case of the birth or adoption of a childarthe serious health condition of the appointesgisuse or
registered same sex domestic partner, child ompafevhom the appointee is primary or co-primaayetaker, after
three years of service and with a frequency neitteed once every three years, a full-time acadeppointee is
eligible forpartially paid leave. For the birth or adoption of a child, such leawast be concluded within twelve
months of the date of the birth or placement famitn of the child. The partially paid leave dhwd for a period
not to exceed fifteen weeks or the end of the staneshichever occurs first. During the partighigid leave, the
appointee shall be paid an amount not to exceedhalfi¢he appointee’s salary; contributions to ¢neployee’s
retirement plan shall be based on the salary dgtpald. During the period of leave, a teachingulty member is
relieved from teaching duties while continuing @esh, creative work and service activities, andrugedurn to
regular duties shall not be required to assumeagideteaching load than normal. The continuintieduof a
librarian or of a clinical faculty member shall begotiated.

B-20. Retirement and Emeritus Status

Any faculty member may submit a recommendatiorafgarding emeritus status to a retiring faculty membrhis
recommendation should be submitted early in tHes@ahester. The chancellor will solicit the advidehe dean of
the candidate’s school, the vice chancellor fodaazic affairs, and the full professors of the cdaté's school
before making a recommendation to the presidenttam@oard of Trustees. Emeritus status is awairded
recognition of the individual's contributions teethniversity and the profession.

In the spring semester of each academic year, HiReaources will arrange a social event to honcgrajployees
who are retiring after ten or more years of fuli employment. Their names and dates of servitdaengraved
on the retirement plague located in the lobby efAldministrative Wing of the University Center.

Retired personnel who wish it will be placed on ¢ireulation list for the student newspaper ancdeottampus
publications and receive these publications witlatatrge. They shall also retain all faculty lilyrarivileges and, if
it is desired and feasible, will be provided withaffice. Office assignments will be on a spacailable basis and
will in all likelihood be different than the officesed while on active status.

Retired faculty members may be asked by the detaatdh on an adjunct basis if their services aegleg and the
vice chancellor for academic affairs approves. chea by retired faculty members must be approwethb Board
of Trustees and is typically restricted to one seyser semester. Only in cases of exceptional, rggaoved by the
dean and the vice chancellor, will retired facuitgmbers be asked to teach additional courses toisec

B-21. Grievance Procedures

Faculty members with a problem or complaint shquikekent it first to the dean of their school. Tiisy be done
orally, or in writing if either the faculty member the dean thinks this is preferable.

If the faculty member is not satisfied with the idamn of the dean, he or she may appeal the decisiariting to
the School-Level Grievance Committee (if one eXistéthe faculty member is not satisfied with the
recommendation of the grievance committee or tle'deesponse to that recommendation, he or sheppeal in
writing to the vice chancellor for academic affairs

If the faculty member regards the decision of tlee ehancellor as unfair, he or she may appeatiting to the
Faculty Board of Review (FBR) except in promotioddenure cases. Procedures for handling an FB& axa
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described in By-Law No. 3 in the Appendix. The FBNR not take appeal cases regarding promotiontandre
until after the chancellor has announced a decisiothe promotion or tenure recommendation.

B-22. Discrimination Grievance Procedures

These procedures are drawn up solely for case$vingadiscrimination grievances related to gendacge, minority
status, national origin, sexual orientation, religiage, handicap, or status as a disabled orafietera veteran.

A discrimination grievance review should be vievesda final attempt to settle a complaint. It ingally expected
that an employee requesting a review will have ipresly attempted to work out a solution throughcdisions with
the appropriate supervisors and/or through the atiedi efforts of the Office of Equity and Diversity Human
Resources.

Initiating and Conducting a Grievance Procedure

If an employee has an affirmative action grievaaued, after talking to the Affirmative Action Officewants to
request a formal review, he or she should obtgrievance review request form from the Office ofigand
Diversity and return the completed form to the clioe of this office.

The Affirmative Action Officer, who directs the @fe of Equity and Diversity, performs the first @stigation
using the Guidelines for Investigating and Resgv@omplaints. The Affirmative Action Officer wilhvestigate,
and make a written report of the findings and rem@md a final decision to the chancellor within thivorking
days of receipt of the complaint. This report khalalso sent to the parties directly involvedhe complaint and a
copy shall be kept in the Office of Equity and Dsity. An appeal may be made of the Affirmativetidn Officer
decision within fifteen working days of the finaport.

For more details regarding the procedures, cotii@cDffice of Equity and Diversity at (812) 941-230

B-23. Sexual Harassment

1. Policy (as approved by the Board of Trustee5/6A)

Harassment on the basis of sex is a violation @érfal and state law. Indiana University does olgrate sexual
harassment of its faculty, staff or students. \liatlials who believe they are victims of sexual banaent, as well as
those who believe they have observed sexual haesgsare strongly urged to report such incidentsnmtly.
Indiana University will investigate every sexuatdssment complaint in a timely manner and, wherettsea
finding of sexual harassment, take corrective adtiostop the harassment and prevent the miscoffrdunat
recurring. The severity of the corrective actiop,ta and including discharge or expulsion of thierder, will
depend on the circumstances of the particular case.

Once a person in a position of authority at Indiaiméversity has knowledge, or should have had kedgé, of
conduct constituting sexual harassment, the Urityersuld be exposed to liability. Therefore, aagministrator,
supervisor, manager or faculty member who is awleexual harassment and condones it, by actiamection, is
subject to disciplinary action.

2. Definitions

Following federal guidelines, Indiana Universityfides sexual harassment as follows:

Unwelcome sexual advances, requests for sexualsaand other verbal or physical conduct of a sexature
constitute sexual harassment when:

a. submission to such conduct is made either attplar implicitly a term or condition of an indidual’s
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employment or academic advancement;

b. submission to or rejection of such conduct bynaividual is used as the basis for employmerdeardemic
decisions affecting such individual; or

c. such conduct has the purpose or effect of uorednly interfering with an individual’'s work or ate@mic
performance or creating an intimidating, hostilepffensive working or learning environment.

3. Application

This University policy is designed to protect aktmbers of the University community. It appliesetationships
among peers as well as to superior/subordinatéaeships. It also applies to all individuals, aegless of their
gender or sexual orientation.

4. Provisions

a. Faculty, staff, and students have the righatserthe issue of sexual harassment. Furtherdraess against
complainants or retaliation against complainantstbers who participate in the investigation obanplaint will not
be tolerated. Appropriate and prompt disciplinaryemedial action will be taken against personmébto be
engaging in such further harassment.

b. The University will deal with reports of sexirdrassment in a fair and thorough manner, whicludes
protecting, to the extent possible and to the exiermitted by law, the privacy and reputation&tiests of the
accusing and accused parties.

c. Education is the best tool for the preventiod aelimination of sexual harassment. Each deasactdir,
department chair, and/or administrative officereisponsible within his/her area of jurisdiction foe
implementation of this policy, including its dissieation and explanation.

d. It is the obligation and shared responsibilityalb members of the University community to adhtrehis policy.
5. Enforcement Principles

Enforcement and implementation of this sexual lamasit policy will observe the following principles:

a. Each campus must have procedures - consistdnhations of due process - for implementing tlaqy
including where complaints are made, who investigabmplaints, how complaints are resolved, whatgatures

are available for appeals, and how records are kept

b. At IUS, the Affirmative Action Officer shall see as a resource with regard to interpretatioreafial harassment
guidelines.

c. Confidentiality of information relating to inviigations of complaints of sexual harassment dielhaintained to
the extent practical and appropriate under thaioisgtances and to the extent permitted by law.viddals charged
with implementing this policy shall share infornmatiwith regard to given incidents of sexual harasgnonly with
those who have a “need to know” in order to impletikis policy.

d. Investigations must be conducted promptly andatghly.

e. Whether particular actions constitute sexuad$sment will be determined from the facts, on a-tgscase basis.
The University will look at the record as a whas,well as the context in which the misconductioed.

f. Both the charging party and the respondentlvéglhotified of the outcome of the investigation.
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g. In the event it is found that sexual harassrhastoccurred, corrective action, up to and inclgdiischarge or
expulsion of the offender, will be taken througk #ppropriate channels of the university. Theexdive action
will reflect the severity and persistence of thealsament, as well as the effectiveness of any gueviemedial
action. In addition, the university will make fol-up inquiries to ensure the harassment has satired and the
complainant has not suffered retaliation.

B-24. Sexual or Amorous Relationships
1. Relations with Other Employees

In the interest of avoiding actual or perceivedflionof interest, academic personnel should ne¢atly supervise
employees with whom they are having sexual or ansrelationships. Academic supervisors shall dikiyua
themselves from employment-related decisions coimgisuch employees and, in consultation with theleyee
involved and other appropriate persons, the viencéllor for academic affairs or other equivalearhpus
administrator shall take steps for the appointnoémat surrogate supervisor.

2. Relations with Students

With regard to relations with students, the teracUity" or "faculty member" means all those whacteand/or do
research at the university, including (but not fedito) tenured and tenure-track faculty, lectyrévgarians, holders
of research or clinical ranks, graduate studentts teaching responsibilities, visiting and partdifaculty, and
other instructional personnel, including coachesjsors, and counselors.

The university's educational mission is promotegimfessionalism in faculty-student relationships.
Professionalism is fostered by an atmosphere ofiahtitust and respect. Actions of faculty memlzerd students
that harm this atmosphere undermine professionalisirhinder fulfillment of the university's educatal mission.
Trust and respect are diminished when those irtiposiof authority abuse or appear to abuse tleirep. Those
who abuse their power in such a context violaté thety to the university community.

Faculty members exercise power over students, whettgiving them praise or criticism, evaluatihgtn, making
recommendations for their further studies or thatinre employment, or conferring any other benefitghem. All
amorous or sexual relationships between faculty begmand students are unacceptable when the fanatiyber
has any professional responsibility for the studeéich situations greatly increase the chanceghbdaculty
member will abuse his or her power and sexualljaixthe student. Voluntary consent by the studerstuch a
relationship is suspect, given the fundamentaljyrasetric nature of the relationship. Moreover,eststudents and
faculty may be affected by such unprofessional bieihdecause it places the faculty member in atjpwsto favor
or advance one student's interest at the expershafs and implicitly makes obtaining benefitstomgent on
amorous or sexual favors. Therefore, the universgillyview it as a violation of th€ode of Academic Ethics if
faculty members engage in amorous or sexual rekatigth students for whom they have professional
responsibility, as defined in number a. or b. belewen when both parties have consented or appéwve
consented to the relationship. Such professi@sgdansibility encompasses both instructional andinstructional
contexts.

a. Relationships in the Instructional Context

A faculty member shall not have an amorous or decel@tionship, consensual or otherwise, with aetu who is
enrolled in a class being taught by the faculty tnenor whose performance is being supervised duated by the
faculty member.

b. Relationships outside the Instructional Context

A faculty member should be careful to distance kifnsr herself from any decisions that may rewargenalize a
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student with whom he or she has or has had an aimomsexual relationship, even outside the insbmal context,
especially when the faculty member and studeniraifee same academic unit or in units that arealli
academically.

B-25. Safety and Security

For the safety and security of all concerned, figamembers should report all accidents, injuriess af vandalism
or threats of harm to persons or property promjothe University Police, UC 027, ext. 2400.

Firearms Prohibitions:

Unauthorized firearms, weapons, ammunition, explssiand other items that the campus police contidee
dangerous are prohibited on university premisesatiid events. This policy includes activities s
introducing, possessing, using, buying or sellinggims even with a valid state firearms perminlyQaw
enforcement officers and others, in exceptionaurirstances, who have prior approval by the polidefcare
authorized to carry a firearm. This prohibitiortends to all University-controlled sites where Wssity employees
are working or University-directed activities areirig held. For additional information on this pglirefer to theU
Personnel Policies for Professional Staff and Support Staff.

Alcohol & Drug-Free Campus:

The unlawful manufacture, distribution, dispensatipossession or use of a controlled substancal{yseaferred to
as illegal drugs listed under the federal Conttbibstances Act) and alcohol is prohibited on Birsity property
or in the course of a University activity excepspecifically authorized events. The complete @rsity policy on
this subject is available in th&) Personnel Policies for Professional Saff and Support Saff.

Tobacco-Free Campus:

Effective July 1, 2007, tobacco (all types) isclyi prohibited on all University grounds and Unisigy-owned or
leased buildings to include offices, hallways, lges, rest rooms, elevators, classrooms, meetimggodining areas
and all community areas. Tobacco is permitted anlyne’s personal vehicle (University-owned orsiec
automobiles remain tobacco-free). This policy asplo all employees, students and visitors. Tdmepiete
University policy on this subject is available hetOffice of Human Resources.

Building Security

Normally, campus buildings will be open from 7:Qéhato 11:00 p.m. during the period of time wheassks are in
session. On weekends and days which classes &iresession, buildings will normally be lockedéa®0 p.m. In
the interest of security, buildings may be closadier in the event that scheduled activities teaté at an earlier
time or there are no scheduled activities. Buddiwill remain closed and locked until 7:00 a.mthaf day on
which regular scheduled activities resume. Thevites Building, the Library, and Student Compugibabs will

be open in accordance with the schedules estadlish#éhose departments. Copies of those schedrde® be sent
to the University Police Department. If a buildimyst be open for a specific University-sanctioeeent, the
University Police Department should be notifiedeatst 48 hours in advance. All buildings will besed and
locked on holidays and other announced days tleatdimpus is officially closed.

B-26. Alcohol and Drug Abuse
1. Basic Philosophy
In fulfilling its purpose as an institution of higheducation, IU has many responsibilities, one/luth is that of

employer. In this role, the university developdiqes and practices of employment to obtain aratife staff and
maintain the respect of employer and employeedohether.
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One aspect of this philosophy is an Alcohol anddibuse Procedure, the objectives of which are:

a. To establish and maintain a safe, healthy wgrkimvironment for all employees;

b. To reduce the incidence of accidental injurpéoson or property;

c. To reduce absenteeism, tardiness, and poodiffeirent job performance;

d. To insure the positive reputation of the uniitgrand its employees as worthy of the responsibdientrusted to
us; and

e. To provide assistance toward rehabilitatiorafoy employee who seeks help in overcoming an addior
dependence on alcohol or drugs.

2. Regulations

The university does not and cannot accept or com@dgohol or drug abuse by its employees. Alcaimol drug
abusers do not suffer alone. Their abuse is afrintental to the university, to fellow employeand to the public
we serve. Therefore the following applies to facahd all other employees.

a. No alcoholic beverage will be brought onto anszamed on U or IUS property except for specificallithorized
events. Further, no illegal drug will be brought@or consumed on university or campus propergngttime.

b. Any employee whose off-work use of alcohol args can reasonably be established to be the cheseassive
absenteeism or tardiness, or the cause of accideptsor work performance will be counseled to seddabilitation
from available community resources.

c. Rehabilitation itself is the responsibility dietemployee. An employee seeking medical atteitioalcoholism
or drug addiction is entitled to appropriate healgurance benefits. Such treatment is an accleppaibpose for a
leave of absence subject to consideration of theratonditions listed in the leave of absence parsbpolicy.

d. An employee’s request for assistance will betéxkas confidential by the supervisor receivirani only those
personseeding to know will be made aware of the request.

B-27. Service Recognition

Full-time faculty members with five years of see/iwill receive a certificate of appreciation. Thagho complete
ten years of service will be given a certificaté&r@tognition Day ceremonies.

A reception for the entire IUS community will beléh@ach year to recognize ten, fifteen, twenty, vehty-five
year honorees. They will receive a certificate andU service pin. Twenty and twenty-five yeanbees will
receive a gift from the university. A colored pbgtaph, appropriately identified, of each twentyefyear veteran
will be displayed in the Administrative Wing.
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