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Faculty members are expected to meet all scheduled classes. In the case of a conflict
between a scheduled class and some other professional activity, such as attendance at
a conference, it is the faculty member’s responsibility to inform students and his or
her department chair well in advance and to arrange either appropriate alternative
activities or make-up sessions for missed classes. Those who find it necessary, under
extraordinary circumstances, to be absent from more than two classes in any one
course during a semester should receive approval from the Dean for Academic
Affairs.

It is the responsibility of all faculty members to be available for College obligations
throughout the working week during the academic year--from fall semester
orientation through scheduled classes, and reading and examination periods--to fulfill
their responsibilities fully and avoid placing undue burdens on their colleagues.
Faculty members are expected to arrange their personal schedules to be available for
the full range of obligations on campus. If unusual personal circumstances require a
different pattern of availability over an extended period of time, faculty members
should make arrangements in advance with their department chair and the Dean for
Academic Affairs.

Faculty members wishing to teach courses at other institutions during the academic
year should consult with their department chair and obtain approval from the Dean
for Academic Affairs.

The Dean for Academic Affairs has been instructed by the faculty to take all such
matters into consideration when determining annual salary increases and/or in
recommending that a faculty member seek promotion to a higher rank.

. Sabbatic Leave Policy and Procedures

The By-Laws of the College provide for sabbatic leave for members of the faculty.
Section 7.7 of the By-Laws states:

Members of the faculty with the rank of Professor or Associate Professor may apply
for a sabbatic leave of absence once in each seven years, the year in question to count
as a year of service to the College. Assistant Professors may apply during their third
year of service for a sabbatic leave of absence, ordinarily to be taken during their
fourth year of service.

1. Purpose

The purpose of this provision is to make available to members of the faculty
opportunities to pursue scholarly, artistic, and professional activities related to
their development as teachers and scholars or artists. Therefore, sabbatic leaves
may not be used ordinarily to teach at other institutions. Should special oppor-
tunities arise for some teaching during a sabbatic leave which might have
particular benefit for a faculty member, approval for accepting such opportunities
must be obtained from the Dean for Academic Affairs. Faculty members are
expected to teach at the College for a period of two years after the sabbatical.
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2. Eligibility*

Eligibility to apply for a sabbatic leave is determined by the number of semesters
of full-time teaching; twelve semesters of full-time teaching constitutes the basic
requirement to be met. Leaves of absence from the College, whether spent in
teaching or research activities, will not count as service to the College in deter-
mining eligibility for sabbatic leaves. At least three years of teaching at the
College should intervene between a leave of absence and a sabbatic leave;
exceptions require the approval of the Dean for Academic Affairs.

The faculty member shall develop a plan for sabbatic leave activities. The plan
should describe the relation of the planned activities to previous research and
scholarly or artistic work, professional development and teaching and course
development in the future.

The granting of a sabbatic leave will depend upon the necessary period of
teaching, an evaluation of the prospects for the successful completion of the
sabbatic leave activities and the value of those activities for the faculty member
and the College. Consideration will also be given to the leave pattern in the
department.

Assistant Professors who are in their third year of service to the College may
apply for a sabbatic leave of absence pursuant to the By-laws of the College.
Approval of such a leave will be contingent upon reappointment. If tenure is
granted, the next sabbatic leave will occur after twelve semesters of full-time
teaching following the leave taken in the rank of Assistant Professor. The leave
will be taken normally in the fourth year, but should it be postponed until the
fifth year, the twelve semesters necessary for the next leave will be counted from
the fourth year. A single semester, junior sabbatical will not postpone the tenure
review which normally is made during the fall of a faculty member’s sixth year
of service to the College (see Section IV.E.3).

3. Procedure

During each academic year, the Dean for Academic Affairs will determine which
members of the faculty will be eligible, on the basis of the number of semesters
taught, for a sabbatic leave during the academic year two years beyond a current
academic year (e.g., in the spring of 1998-99, the determination of eligibility on
the basis of the number of semesters taught will be calculated for the academic
year 2000-01). The Dean for Academic Affairs will notify Assistant Professors of
their eligibility for sabbatic leave of absence at the time at which reappointment
in the rank of Assistant Professor is offered. The Dean will then inform those
members of the faculty about their prospective eligibility and invite discussions
of possible sabbatic leave plans among the faculty member, department and the
Dean for Academic Affairs.

! Revised per (00-2-3), approved by the faculty 6 March 2000.
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The Dean will consult with the relevant department chair, evaluate the leave plan,
and may consult with the Faculty Affairs Committee in determining approval for
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conducting or reporting research. This does not include honest error or
honest differences in interpretations or judgments of data.

b) Misappropriation of research funds, including but not limited to diversion of
such funds to personal or non-college use.

¢) Retaliation of any kind against a person who, in good faith, reports or
provides information about suspected or alleged misconduct.

In the following text, “complainant” means a person who makes an allegation of
misconduct in research. “Respondent” means the person against whom an
allegation of misconduct in research is directed, or the person who is the subject
of the inquiry or investigation. There can be more than one respondent and
complainant in any inquiry or investigation.

Allegation

Allegations of misconduct in research on the part of a faculty member or other
employee of the college should be reported in writing to the Dean for Academic
Affairs (hereafter “the Dean”) who will treat any allegation impartially and
confidentially, protecting to the maximum extent possible the privacy of those
who in good faith report apparent misconduct. If the Dean determines that the
concern is indeed one of possible misconduct in research, s/he will initiate a
process which will consist of an initial inquiry, followed by an investigation, if
warranted.

Inquiry

An inquiry is a preliminary evaluation of available evidence and testimony that
attempts to determine whether an allegation or other evidence of misconduct has
sufficient substance to warrant an investigation. Its purpose is not to reach a final
determination of whether misconduct occurred or who was responsible.

The Dean will assign a committee, consisting of three members, at least one of
whom shall be drawn from the Research Oversight Committee, to conduct an
initial inquiry into the allegations. The Dean will meet with the respondent to
discuss the allegations and the procedures of the inquiry as set forth below, and
will notify the respondent of the committee membership. If the respondent
submits a written objection within five calendar days to any of the persons
appointed to the inquiry committee, the Dean may replace the challenged person
with a qualified substitute. At the time the Dean meets with the respondent, all
data, records and materials relevant to the inquiry will be preserved and secured
in the interest of protecting the respondent as well as the College. Every attempt
will be made to do this in a way that will minimize disruption to the research
program.

Once the membership of the inquiry committee has been finalized, the inquiry
will involve interviewing the complainant, respondent, and key witnesses and
examining the relevant research records and materials. The inquiry shall be
dent,a final
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period. At the conclusion of the inquiry, the committee will present a written
report to the Dean which states what evidence was reviewed, summarizes
relevant interviews, and includes the conclusions of the inquiry as to whether an
investigation is warranted. If the inquiry takes longer than 60 days to complete,
the record of the inquiry shall include documentation of the reasons for
exceeding the 60-day period. The respondent(s) will be given a copy of the report
of inquiry and will be provided with an opportunity to comment on the report. To
the maximum extent possible, the inquiry committee will provide confidential
treatment to the affected individual(s).

Should the Dean, based on the report from the committee, conclude that further
investigation is not justified, detailed documentation of the inquiry shall be
maintained for three years to permit later assessment of that conclusion.

If the conclusions of the inquiry determine that a formal investigation is
warranted, such an investigation will be initiated within 30 days.

Interim administrative actions, as appropriate to the allegations, may be taken at
any time prior to the completion of the inquiry or investigation if such actions are
necessary to protect the welfare of human or animal subjects of research or to
prevent the inappropriate use of funds.

Investigation

An investigation is a formal examination and evaluation of relevant facts to
determine whether misconduct has taken place, and if so, to assess its gravity and
propose what action should be taken. During the investigation, additional
instances of possible misconduct may be identified that would justify broadening
the scope beyond the initial allegations. The Dean will appoint an investigative
committee of three to five members who have the appropriate expertise to
examine the evidence, interview the witnesses, and conduct the investigation.
Committee members may be from within or outside the Bowdoin community,
and must have no real or apparent conflicts of interest with respect to the
respondent(s) or the case in question.

At the time the investigative body is appointed, the Dean shall inform in writing
the respondent(s) and any co-investigator in the affected research effort that an
investigation is to be conducted. This statement shall include information on the
focus of the investigation and the composition of the investigation committee,
and shall inform those being investigated of the opportunity to defend their
conduct and provide comments and other relevant information to the
investigative body. If the respondent submits a written objection to any of the
persons appointed to the investigation committee, the Dean may decide to replace
the challenged person with a qualified substitute. The Dean shall inform the
Chair of the department of each affected individual that an investigation is under
way. The Dean shall also inform any agency sponsoring the research if such
action is required by the agency.

The investigation normally will include examination of all documentation
including, but not necessarily limited to, relevant research data materials,



Faculty Handbook 2000-2001 7

proposals, publications, correspondence, memoranda, and notes of telephone
calls. Whenever possible, interviews will be conducted of all individuals
involved either in making the allegation or against whom the allegation is made,
as well as other individuals who might have information regarding key aspects of
the allegations. All interviews will be transcribed or tape recorded. Complete
summaries of these interviews will be prepared, provided to the interviewed party
for comment or revision, and included as part of the investigatory file. All parties
involved in the investigation shall strive to maintain confidentiality of
information.
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7. Institutional Reporting Obligations

All specific requirements concerning timing, reporting, documentation, and
confidentiality as described in the Public Health Service and National Science
Foundation regulations will be met. The guidelines for these organizations are on
file in the Dean’s office.

Faculty and appropriate administrative staff will be informed on an annual basis
of these policies and procedures and the importance of compliance.

E. Human and Animal Research Policy

Bowdoin College is committed to the proper treatment of human and animal research
subjects. All members of the College -- faculty and students alike -- are expected to
show a decent regard for any sentient creature subjected to investigative procedures.
The dignity and privacy of human subjects are to be respected. Unnecessary pain to
any creature is to be avoided. Awareness and discussion of these issues are part of the
professional development and responsibility of faculty and the education of students.

All empirical investigations involving human or animal subjects should meet federal
and relevant professional standards, regardless of their funding, whether carried out
by faculty or students. Members of the departments which carry out investigations
using humans or animals should acquaint themselves with the pertinent standards.
The principal responsibility for determining that an empirical investigation falls
within the purview of government or professional guidelines lies with the principal
investigator. He or she is also responsible for acquainting any student investigators in
his or her charge with the relevant principles of, and guidelines for, ethical research
and for monitoring compliance with them.

Different categories of investigation require different levels of review. Department
chairs should be consulted first about whether or not any investigation meets the
relevant standards. Classroom experiments and course-related projects need no
further review. Research investigations by faculty and/or students engaging in
independent studies or funded research must be reviewed by internal department
review procedures if such procedures are available. Departments with members who
regularly engage in such research are expected to develop and use internal review
procedures and maintain a written record of such reviews for several years. These
procedures will be periodically reviewed by the Research Oversight Committee
(ROC). In the absence of internal procedures, the investigator must submit a written
statement to the ROC describing the research and how it complies with pertinent
professional standards. If at any point questions occur as to whether the investigation
meets appropriate standards, the questions should be referred to the ROC.

All research using human or animal subjects funded by federal sources must be
reviewed by the Research Oversight Committee (ROC). To initiate review for a
project involving human or animal subjects by the ROC, the investigator should
complete an Application for Protocol Review and submit the application to the chair
of the ROC. Applications and assistance in the preparation of the document may be
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a) During the first year of appointment, a member of the faculty unable to work
because of illness or disability (including childbirth) is entitled to paid sick
leave as needed up to a maximum of thirty (30) days; after one year of
service, up to six (6) months, as medically necessary.

b) A faculty member may take a Family Leave for up to twelve (12) weeks to
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The College recognizes that it must also establish standards against which to measure the
success or failure of its affirmative action policies and procedures. The first step is to
make sure that all qualified candidates are encouraged to apply. As a consequence of its
recruitment efforts, the College should find in its applicant pools the proportion of
women and minorities who received Ph.D.’s in the disciplines in which Bowdoin is
recruiting. The ultimate measures of success are increasing numbers of minority and
women faculty in tenured and tenurable positions at the College.

The Dean for Academic Affairs is responsible for ensuring that faculty excellence and
diversity receive a consistently high priority in recruitment. The Affirmative Action
Officer serves as a resource person for departments in their efforts to attract minority and
women candidates. Although departments have the major responsibility for defining
positions, for recruiting and hiring, and for conducting reviews for reappointment and
tenure, the Affirmative Action Officer and the Dean for Academic Affairs will review
their recruiting procedures and monitor their success in attracting, hiring, and retaining
minority and women faculty. The Affirmative Action Officer will prepare an annual
report to the President and to the Committee on Appointments, Promotion and Tenure.
Each year in the fall the Committee on Appointments, Promotion and Tenure will review
this report with the Dean for Academic Affairs and the Affirmative Action Officer in
order to check the progress made and, when necessary, to identify ways of improving the
College’s performance.

Free Speech and Human Rights in the Academic
Community

A. Freedom of Speech and Political Activity

Free speech is a constitutional right in a democratic society and a cornerstone of
intellectual life at Bowdoin. Members of the college community are encouraged to
express their views on all matters including controversial, political issues in the
public domain. Preservation of freedom of speech is a primary task of the College;
the right to express both popular and unpopular views is to be protected. The College
furthers this end best by serving as a forum where ideas may be debated and

ot iste th e Xanin m Airasndaite v a i ahyd tnaxomiili Ziecarmmdkmeked s dolo hieeeeQ o g e
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members recognizes the dignity and worth of every other member, and when the
community as a whole is willing to declare intolerable any act or statement that
constitutes or results in the harassment or intimidation of another human being. Every
student and faculty member at Bowdoin must maintain toward every other student
and faculty member an unqualified respect for those rights that transcend differences
of race, sex, or any other distinctions irrelevant to human dignity. When violations of
those rights occur, Bowdoin will assume its responsibility to protect the members of
the college community from discrimination and intimidation.

V.

Policies and Procedures Governing Appointment,
Reappointment, Promotion, Tenure, and Faculty Evaluation

A. General Criteria for Reappointment, Tenure, and Promotion

1. To evaluate teaching, the reviewers will consider factors such as: knowledge and

enthusiasm for the subject; organization of courses and subject matter; capacity
to challenge students; ability to present abstract ideas and theories clearly;
effectiveness to engage the class through lectures, discussions, or laboratories;
encouragement of students to think independently; accessibility to students;
fairness in examinations and grading.

The nature of scholarly or artistic engagement varies according to the field of the
candidate. Engagement may take the form of research, writing, publication, or
creative work and exhibition. To evaluate engagement, reviewers will consider
factors such as: progress towards publication, exhibition, or production of work;
development of a program of scholarly or artistic work beyond that carried out
before coming to Bowdoin; participation in meetings of learned societies or other
forms of professional scholarly communication.

Contributions to the College community include effective participation in
college, departmental, and program committees as well as such activities as
lectures, exhibits or performances for members of the College community;
arrangement of visiting lectures, concerts, and exhibits; advising of student
organizations; and myriad other activities that aid in faculty and college
governance and enhance the intellectual and artistic life of the community.
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B. Initial Appointment and Promotion to Assistant Professor3

[for those faculty members initially appointed in a tenure-track position before July 1,
2000, Section 1V.B. of the 1999-2000 Faculty Handbook applies]

Responsibility for initial faculty appointments, reappointments and promotions
within the untenured ranks rests with the President of the College. This responsibility
is normally delegated by the President to the Dean for Academic Affairs. The Dean
for Academic Affairs is regularly advised by the Committee on Appointments,
Promotion and Tenure. Initial appointments to the faculty are usually made for a
period of four years.

1. Non-tenured appointments are normally made at the rank of instructor or
assistant professor, appointment to the rank of assistant professor being
contingent upon the completion of all requirements for a doctorate or its
professional equivalent (see Section IV.B.3 below). If work on a doctorate is
completed during an instructorship, promotion to the rank of assistant professor
is automatic on the July 1 or January 1 following award of the degree, within the
term of that person’s current appointment.

2. The College expects that instructors will normally serve in that rank for no more
than three years, with the requirements for the doctorate to be completed by
November 15 of the third year. Failure to earn the doctorate or its professional
equivalent within this time will result in non-reappointment. In exceptional
circumstances and with the concurrence of the department, the Dean for
Academic Affairs may grant an extension of the deadline until June 30 of the
third year of the appointment.

3. The Dean for Academic Affairs, in consultation with the appropriate academic
department chair, will determine at the time of appointment, or during an
appointment, whether or not an individual has achieved the professional
equivalent of a doctorate. The possession of a terminal degree in a field which
does not offer the doctorate, as well as teaching, professional distinction and
experience in an academic field, are among the factors to be weighed in the
determination of professional equivalency.

C. Reappointment of Tenure-track Faculty

1. Criteria and procedures

Reappointment decisions are based upon an evaluation of teaching, scholarly or
artistic engagement and contributions to the College community. While all three
criteria are considered significant, two are of paramount importance at the time
of reappointment. Candidates for reappointment will be expected to have shown
sufficient strength as teachers and promise as scholars or artists to justify re-

3 See (99-12-3), (00-2-3), and (00-3-1), approved by the faculty 6 March 2000.
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appointment leading to a tenure decision. This means that, while non-tenured
faculty members will be judged in part on their contributions to the College com-
munity, including college, departmental and program committees, they should
not become immersed in institutional functions at the expense of either their
teaching or their scholarly or artistic work.

The standards and procedures of evaluation will be explained to all finalists for a
tenure-track position, will serve as the basis upon which the successful applicant
is evaluated in the reappointment review, and will not be changed for the
individual. Exceptions to the procedures will be made when the Dean for
Academic Affairs, with the advice of the Committee on Appointments,
Promotions and Tenure and the chair of the department or program, determines
that the standard procedures are insufficient for evaluation in a particular
discipline or interdisciplinary program.

In the fall semester of the first year of the initial four-year appointment, the
candidate, the department chair, the Dean or Associate Dean for Academic
Affairs, and the Affirmative Action Officer will meet to confirm all parties’
understandings of institutional reappointment procedures.

At least two tenured members of the faculty will evaluate a candidate for
reappointment and promotion to the rank of associate professor, with tenure. In
departments which have fewer than two tenured members, the Dean for
Academic Affairs, in consultation with the Chair of the Committee on
Appointments, Promotion and Tenure, will appoint an evaluation committee
which will serve as the review committee for reappointment and promotion.

In cases where a candidate holds a joint appointment in a department and
program, the Dean for Academic Affairs, in consultation with the Chair of the
Committee on Appointments, Promotion and Tenure, will appoint at least two,
and ideally three, tenured faculty members who teach in the relevant program
and who are not members of the department to serve with the tenured members
of the department as the candidate’s committee for reappointment and promotion.
If possible, one of the program representatives will be the individual serving as
director of the program during the candidate’s first year of employment. In the
year of the reappointment or tenure review, the current director of the program
will be added to the review committee for that year only if he/she is not already
on the committee. The chair of the department will be chair of the review
committee.

At the end of the second semester of the first year of the initial four-year
appointment, the candidate, the department chair, and at least one other tenured
member of the department, or, in the case of a joint appointment, the director of
the program will meet to discuss the candidate’s progress in teaching and
scholarly or artistic work, and to exchange views of the candidate’s long-term
teaching and scholarly or artistic goals and the means of effecting those goals. A
letter summarizing this discussion will be written by the department chair, a copy
given to the candidate and a copy placed in the candidate’s file. Departments and
candidates are encouraged to hold such meetings annually each subsequent year
until the tenure decision point.
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The reappointment review commences in the fall of the third year of
appointment. Deferred appointments or leaves of absence for illness, disability,
childbirth, and meeting familial responsibilities, as well as for research and
scholarship or artistic work, will allow postponement of the reappointment
decision. Leaves of absence for research, scholarship or artistic work will
normally postpone the reappointment review by no more than one year.
Postponements based on leaves of all kinds usually will not exceed the total time
taken for all such leaves, except when an additional semester is needed to allow
the review to begin during the fall semester. Each birth or adoption of a child will
allow postponement of the reappointment review by one semester if a leave is not
taken, except when an additional semester is needed to allow the review to begin
during the fall semester. Arrangements for postponement must be made with the
Dean for Academic Affairs prior to the leave.

Evaluation materials
Early in the fall of the candidate’s third year of appointment, in preparation for
the reappointment review, the candidate’s departmental chair shall prepare a

dossier consisting of the following materials.

a)
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choose to submit forms from earlier semesters; failure to do so will not
jeopardize the evaluation.

(vii) Departments may require the submission of their separate departmental
forms.

Materials to be provided by the chair:

(i)  The letter summarizing the discussion that took place at the end of the
first year of the appointment.

(i)  Separate departmental student opinion forms if used.

(iii)  Letters solicited by the department chair from a sample of the
candidate’s students. The sample will consist of students chosen from
all courses taught by the candidate while at Bowdoin approximately in
proportion to their enroliments, according to a method described by the
Dean for Academic Affairs.

(iv) Departments and programs may consider their observations of
departmental colloquia or other presentations made by the candidate.

3. Formal procedure

a)

b)

d)

The tenured members of the department, or the evaluation committee
appointed by the Dean for Academic Affairs, will meet to consider whether
the candidate should be offered reappointment to the Bowdoin faculty. They
will consider the candidate’s performance as a faculty member in light of the
evaluation criteria.

The department chair will discuss the department’s or committee’s
evaluation with the Affirmative Action Officer and the Associate Dean for
Academic Affairs before submitting it to the Dean for Academic Affairs and
the candidate to ensure that procedures have been followed.

The department chair will then communicate the evaluation in writing to the
candidate and to the Dean for Academic Affairs, normally before January 15.
The evaluation will include a formal recommendation for reappointment or
non-reappointment. This evaluation should be in accordance with the three
criteria established in Section 1V.C.1 and specified in IV.A and should
indicate the kinds and sources of information used, as specified in Section
IV.C.2. The evaluation sent to the Dean for Academic Affairs should be
accompanied by all the materials considered by the department.

The evaluation forwarded to the candidate and the Dean for Academic
Affairs will be signed by all tenured members concurring in it. Any dissent
will be indicated and a dissenting opinion may also be submitted, signed by
any tenured member of the department or committee who wishes to do so.
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e) The candidate may discuss the evaluation with any member of the
department or committee who contributed to it.

f) The Dean for Academic Affairs will make the decision regarding
reappointment. The Dean will submit his or her decision regarding
reappointment in writing to the candidate normally before March 1.

In the event that a faculty member is appointed to a position leading to a tenure
review after a period of employment in a nonrenewable position, the appointing
department will, soon after the appointment, provide the Dean for Academic
Affairs and the faculty member with an evaluation equivalent to the evaluation
for renewal.

A positive evaluation does not necessarily imply reappointment, since changes in
the curricular needs of the department or the College might make reappointment
inadvisable.

D. Notice of Non-reappointment

If the College has stipulated that an appointment is renewable in a letter of
appointment and does not intend to reappoint a faculty member, notice will be given
as follows:

1.

No later than March 1 of the first academic year of service, if the appointment
expires at the end of that academic year; or, if an appointment terminates during
an academic year, at least three months in advance of its termination;

No later than December 15 of the second academic year of service, if the
appointment expires at the end of that academic year;

At least twelve months before the expiration of an appointment if the person has
served two or more years in the College.

E. Promotion to Associate Professor with Tenure

1.

Promotion to the rank and title of associate professor or professor normally
confers tenure. Any appointment or promotion which confers tenure must be
approved by the Board of Trustees. Provisional appointments of persons outside
the Bowdoin faculty to the position of associate professor or professor may be
made without tenure for a period not to exceed three years. See also Section IV.H
below.

According to the By-Laws of the College, tenure exists as a safeguard to
academic freedom and may be terminated only for reasons of gross neglect of
duty, serious misconduct, or physical or mental incapacity. The tenure decision is
usually an extension of the review procedures for reappointment discussed
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above. Tenure decisions are based upon an evaluation of teaching, scholarly or
artistic engagement and contributions to the College community. While all three
criteria are considered significant, two are of paramount importance: candidates
for tenure will be expected to have excelled in their teaching and to have
achieved a level of professional distinction recognized by members of their guild
outside the College. This means that, while non-tenured faculty members will be
judged in part on their contributions to the College community, those
contributions, however great, will not override teaching and scholarly/artistic
records that fall short of the required excellence and distinction.

a) As in the case of reappointment, at least two tenured members of the faculty
will evaluate a candidate for promotion to the rank of associate professor,
with tenure. In departments which have fewer than two tenured members, the
committee which served as the reappointment evaluation committee will
serve as the review committee for promotion with a substitute or substitutes
named, if needed, by the Dean for Academic Affairs in consultation with the
Chair of the Committee on Appointments, Promotion and Tenure.

In the case of joint appointments, the review committee that served at the
reappointment stage will evaluate a candidate for promotion to the rank of
associate professor, with tenure. A substitute or substitutes will be named, if
needed, by the Dean for Academic Affairs in consultation with the Chair of
the Committee on Appointments, Promotion and Tenure. The current director
of the program will be added to the committee if he/she is not already a
member.

b) Promotions to tenured rank are made on the basis of merit considered in
relation to the overall educational needs of the College. Although there is no
official maximum tenure ratio, either in the College as a whole or within a
given department or program, the recommendation for tenure by the
Committee on Appointments, Promotion and Tenure will be influenced by
such particular circumstances as curricular and other institutional needs.

Recommendations for promotion to tenured rank are made during the fall of a
faculty member’s sixth year of service to the College. The assembly of materials
for review leading to the necessary recommendations will usually begin during
the spring of the faculty member’s fifth year of service to the College.

The period of service leading to a tenure review may be shortened in recognition
of unusual scholarly or artistic and teaching distinction. Leaves of absence for
illness, disability, childbirth, and meeting familial responsibilities, as well as for
research and scholarship or artistic work, will allow postponement of the tenure
decision. Leaves of absence for research, scholarship or artistic work, including
leaves taken prior to reappointment,* will normally postpone the tenure review by

nonpetedtida theeolka0cFosimheate diuSi6ed efol eavehiof)jadbéBpdsdisuslyandlmpostponement of the t

not exceed the total time taken for all such leaves, except when an additional



Faculty Handbook 2000-2001 19

semester if a leave is not taken, except when an additional semester is needed to
allow the review to take place during the fall semester. Arrangements for
postponement must be made with the Dean for Academic Affairs before the end
of the semester following the leave, birth or adoption.

a) At the time set for a tenure decision, a faculty member’s fitness for tenure at
the College will be considered by the Committee on Appointments,
Promotion and Tenure, whether or not the person has been proposed for
tenure by the department. The procedure will be as follows:

(i)

(i)

(iii)

The Dean for Academic Affairs invites the candidate to submit a
packet of materials for the confidential use of the department or ad hoc
review committee, the Committee on Appointments, Promotion and
Tenure, the Dean for Academic Affairs, the President of the College,
and the Academic Affairs Committee of the Trustees. This packet
should be submitted to the department or committee chair by
September 15. It should contain the same types of materials expected
in the reappointment stage (see Section 1V.C.2.a). The candidate’s
department or review committee chair shall prepare a dossier that
contains the materials submitted by the candidate, as well as updated
materials similar to those listed in Section IVV.C.2.b. The Dean for
Academic Affairs is available for advice and meets with the candidate
during the spring of the fifth year to discuss the procedures and the
preparation of the review materials.

The Dean for Academic Affairs solicits a confidential evaluation of the
candidate’s actual and potential professional achievement from experts
who are in the candidate’s field of specialization but who are not
members of the College. The Dean for Academic Affairs asks both the
candidate and the department to suggest persons from whom
evaluations will be sought. Names of potential reviewers will be
submitted by the department and the candidate so that six reviewers
can be selected. Information about potential reviewers should be
submitted to the Dean by May 1 (this and other deadlines may be
extended only under unusual circumstances) of the spring semester
prior to the review year. By July 1 of that year, seven copies of the
scholarly or artistic work to be reviewed should be submitted to the
Dean for mailing to reviewers, who will be asked to complete their
reviews in writing by September 15 of the academic year in which the
tenure review will be conducted. Reviews of a candidate’s scholarly or
artistic work provided by external reviewers will be made available to
the tenured members of the department at their request.

By September 15 of the tenure review year, the candidate and the
department or committee will each submit to the Dean for Academic
Affairs the names of three present or former Bowdoin faculty members
outside the candidate’s department, or in the case of a joint
appointment outside the candidate’s department and program, who are
judged to be qualified to comment on the candidate’s contributions to
the College. These might include those who have worked closely with
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the candidate on College committees. Letters from these faculty
members will be solicited by the Chair of the Committee on
Appointments, Promotion and Tenure.

The chair of the candidate’s department or committee submits to the
Dean for Academic Affairs by October 15 of the tenure review year a
written evaluation of the candidate as determined by the tenured
members of the department or committee. This evaluation should be in
accordance with the three criteria established in Section IV.E.2, IV.A,
and the preamble, should indicate the kinds and general sources of
information used, and should be accompanied by the dossier assembled
by the department or committee, including the packet of materials
submitted by the candidate. The evaluation is signed by all tenured
members of the department who concur with it. Any dissent will be
indicated, and a dissenting opinion may also be submitted, signed by
any tenured member of the department or committee who wishes to do
s0. The department or committee evaluation and recommendation is
made available to the candidate by October 15, at the time the letter is
sent to the Dean.

b) The Committee on Appointments, Promotion and Tenure will then meet to
review and discuss in detail all of the materials submitted and collected.
These will include:

(i)
(i)

(iii)

(iv)
v)

The department’s or committee’s letter or letters.

The dossier submitted by the department or committee, including the
packet of materials submitted by the candidate.

Evaluative statements on file from the time of reappointment.

Letters from the reviewers of the candidate’s scholarly or artistic work.
Letters from members of the Bowdoin faculty who wish to comment
on the candidate’s fitness for tenure as well as those letters that have

been individually solicited by the chair of the Committee on
Appointments, Promotigrirendafdnure.
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In the case of alleged discrimination or infringement of academic freedom, the
candidate can submit a description of the alleged offense along with any pertinent
documents, including a personal statement, to the committee or individual
involved in the next stage of the review process. The candidate’s statements will
remain a part of the candidate’s file throughout the tenure review.

F. Promotion to the Rank of Professor

The College expects that associate professors will serve in rank for a period of six (6)
years to be eligible for promotion to the rank of professor. Promotion to the rank of
associate professor with tenure does not necessarily imply further promotion. Promo-
tion to the rank of professor will be based on evaluation of teaching, scholarly and
artistic engagement, and contributions to the College community. Although tenured
faculty have a particular obligation to assume their fair share of the responsibility for
the governance and intellectual and artistic life of the College, such contributions do
not substitute for the primary criteria for promotion — continuing excellence in
teaching and in scholarly or artistic work.

Associate professors may be considered for promotion to the rank of professor sooner
than the normal period of time in recognition of unusual scholarly and teaching
distinction.

In departments which have fewer than two faculty members in the rank of professor,
the Dean for Academic Affairs will appoint one or two professors, as needed, from
those in that rank at the College to serve as evaluators. Professors will be appointed
in consultation with the Chair of the Committee on Appointments, Promotion and
Tenure.

The procedures to be followed for promotion to the rank of professor are similar to
those for promotion to the rank of associate professor. Reviewing subcommittees
consist, however, of Professors in both the department and the Committee on
Appointments, Promotion and Tenure.

Recommendations for promotion to the rank of full professor are usually made in the
spring of the faculty member’s sixth year as associate professor. The assembling of
materials for review leading to the necessary recommendations will usually begin

during the fall of the faculty member’s sixth year of service as associate professor.y begin
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review semester. Reviews of a candidate’s scholarly or artistic work provided by
external reviewers will be made available to the professors in the department at their
request.

The department evaluation and recommendation will be made available both to the
candidate and to the Dean for Academic Affairs by February 20.

The subcommittee on promotions of the Committee on Appointments, Promotion and
Tenure will then meet to review and discuss in detail all of the materials submitted
and collected, as enumerated in IV.E.3.b. No later than March 15, the Dean for
Academic Affairs will inform each candidate for promotion of the recommendation
of the subcommittee on promotions, and the reasons therefore, together with the
Dean’s own recommendation before conveying these recommendations to the
President. The President has discretionary authority to authorize or not authorize
promation.

G. Appeals of Reappointment, Promotion and Tenure Decisions

1. The Reappointment, Promotion and Tenure Appeals Committee
Composition of the Appeals Committee

The Reappointment, Promotion and Tenure Appeals Committee (hereafter, the
Appeals committee) shall consist of six members of the teaching faculty elected
by ballot of the faculty. There shall be two members from each of the three
professorial ranks, and no more than one member from any one department. No
one shall serve concurrently on the Appeals Committee and on the Committee on
Appointments, Promotion and Tenure. The term of service shall be three years.
The chair shall be chosen at the beginning of each academic year by and from
among the elected members of the Committee.

In the event of an appeal, a three member Investigative Committee shall be
chosen by the chair from the members of the committee; ideally, this committee
will be composed of faculty from each of the ranks.

A member of the Committee who is the appellant, who is a member of the
appellant’s department, or who participated directly in the decision under appeal
shall be disqualified from appointment to the Investigative Committee.

Time Limitations for Filing an Appeal
Any appeal by a faculty member who was denied reappointment, tenure or

promotion must be made in writing to the chair of the Appeals Committee within
60 days after written notification of the final decision.
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2. Grounds for an Appeal

A candidate for reappointment, tenure or promotion, may lodge an appeal and
request an investigation on the basis of alleged discrimination or violation of
academic freedom, or inadequate consideration, as defined below. A written
appeal documenting the alleged irregularities must be filed with the Appeals
Committee within 60 days of notification of the negative decision of the Dean for
Academic Affairs, in cases of reappointment, or of the President, in cases of
tenure or promotion. In conducting investigations the committee will be guided
by the Faculty Handbook (Sections Il1.A and B) and by the following definitions
adapted from the American Association of University Professors’ 1940
Statement of Principles on Academic Freedom and Tenure and its 1971
Statement on Procedural Standards in the Renewal or Nonrenewal of Faculty
Appointments.

a) Non-Discrimination

Teachers are entitled to protection against discrimination on the basis of age,
race, color, sex, marital status, religion, creed, ancestry, national and ethnic
origin, sexual orientation, physical or mental handicap.

b) Academic Freedom

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

(i)  College and university teachers are citizens, members of a learned
profession, and officers of an educational institution. When they speak
or write as citizens, they should be free from institutional censorship or
discipline, but shall make every effort to indicate that they do not speak
for the institution.

¢) Adequate Consideration

The term “adequate consideration” refers to procedural rather than
substantive issues. A lack of adequate consideration occurs when a
decision is arrived at as a result of any of the following: a failure to seek
out and consider all available evidence bearing on the relevant performance
of the candidate; inadequate deliberation over the import of the evidence in
the light of the relevant standards; reliance on irrelevant and improper
standards; or a failure to exercise professional academic judgment. In
determining whether there was inadequate consideration, the Investigative
Committee will not substitute its own judgment on the merits of the case
for that of the members of the department, the Committee on
Appointments, Promotion and Tenure, or the administration.
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3. Procedures

a) Petition for Review Alleging Discrimination or a Violation of Academic
Freedom

b)

Insofar as the petition for review alleges discrimination or a violation of
academic freedom, the functions of the Investigative Committee shall be the
following:

(i)

(i)

(i)

To determine whether discrimination or a violation of academic
freedom was a determining factor in the decision.

Ordinarily, when there is a finding of discrimination or violation of
academic freedom, the Investigative Committee will recommend that
the review of the matter be returned for reconsideration to the next
stage in the decision process beyond the stage where discrimination or
the violation of academic freedom took place. Reconsideration shall
take account of the Investigative Committee’s report.

To communicate its finding, and, if appropriate, its recommendation in
writing to the President, and the Dean for Academic Affairs in cases of
reappointment, and the appellant.

The authority to act on any such finding or recommendation resides
with the President or the Dean. In the event that the President or the
Dean for Academic Affairs (in cases of reappointment) decides to
reject the recommendation of the Committee, he or she shall provide in
writing the reason for his or her action to the Investigative Committee
and the appellant, and the Investigative Committee shall have an
opportunity to reply.

Petition for Review Alleging Inadequate Consideration

Insofar as the petition for review alleges inadequate consideration, the
functions of the Investigative Committee shall be the following:

(i)

(ii)

(iii)

To determine whether the decision was the result of inadequate
consideration at any stage of the candidate’s review.

Ordinarily, when there is a finding of inadequate consideration, the
Investigative Committee will recommend that the review of the matter
be returned for reconsideration to the stage in the decision process
where the inadequate consideration first took place. Reconsideration
shall take account of the Investigative Committee’s report.

To communicate its finding, and, if appropriate, its recommendation in
writing to the President, and the Dean for Academic Affairs in cases of
reappointment, and the appellant. The authority to act on any such
finding or recommendation resides with the President or the Dean. In
the event that the President or the Dean for Academic Affairs (in cases
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of reappointment) decides to reject the recommendation of the
Committee, he or she shall provide in writing the reason for his or her
action to the Investigative Committee and the appellant, and the
Investigative Committee shall have an opportunity to reply.

4. The work of an Investigative Committee shall be completed as expeditiously as
possible.

5. The procedures are fact-finding in nature, not adversarial, and are intended to
give the committee as much flexibility as it believes is appropriate to the case.
The committee will determine the nature and scope of the investigation,
including individuals to be interviewed (if any) and documents to be considered.

H. Appointment of Persons Outside the Bowdoin Faculty at the Rank

of Associate Professor or Professor

Appointments of persons outside the Bowdoin faculty at the rank of associate
professor or professor are unusual, but are sometimes made in order to strengthen
departments or to d