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Executive Committee, Faculty Senate
22 January 2008

Meeting Notice

FULL FACULTY ASSEMBLY

29 January 2008
3:00 p.m.
Cabot Science 085

Call to Order, Adjustments to the Agenda
Reading, Correction and Approval of Minutes of Previous Assembly (18 Sep 2007)

Report by the Vice President for Academic Affairs & Dean of the Faculty
e Update on Academic Affairs
Faculty Senate Report by the Senate Chair

New Business
1) Academic Memorandum 2-A — Deans/Associate Deans
2) Academic Memorandum 17 — Dispute Resolution Policy

Open Discussion
1) President Schneider
e NU2019
2) Open Question and Answer
Announcements

Adjournment




Academic Memorandum #2-A

Subject:  Deans of Schools; Appointment, Duties, and Responsibilities of

Dean of School
Associate Dean of School

A School is the basic academic administrative unit of the University. A school
may be composed of academic departments grouped according to disciplinary
relationships, shared educational goals or instructional methods.

The Dean of a School is appointed by the President of the University with the
concurrence of the VPAA based upon the recommendation of candidates by the faculty
within the School following a School search process.

The Dean of a School is responsible to the VPAA.

The Dean of a School is appointed for a term of (3) years and normally does not
serve more than two consecutive terms. In all Schools except National Services, a Dean
shall possess the qualifications required for full-time appointment to the faculty at the
level of Assistant Professor or higher, in accordance with the individual School’s
standards for hiring, promotion and tenure. Uniformed faculty members serving as Dean
of a School will have the Vermont Militia rank of Colonel. The National Services School
shall select its Dean from among the faculty of the Army, Air Force and Naval ROTC
units according to its own procedures.

Deans of Schools will be assigned released time by the VPAA based on the
complexity and duties of the office, as well as the number of faculty, students and majors
within the School. A Dean of a School normally commits at minimum twenty-five
percent of duties to teaching.

a. Establishing and maintaining the internal organization of the School,
with appropriate regard for collegial, disciplinary, and professional
considerations and with the concurrence of the VPAA.

b. Conducting School activities in a manner that ensures all faculty
have the opportunity to participate meaningfully in faculty governance,
the ongoing administration of the School, and in the determination of
the School’s internal policies and procedures.
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Recommending to the VPAA together with the written recommendations
of the Department, if applicable, new faculty appointments, and
termination of faculty according to University policies and procedures as
provided in Academic Memoranda.

Submitting to the University Promotion and Tenure Committee, through
the VPAA, in conformance with established University and School
regulations and with due regard for professional and collegial process, his
or her recommendations for promotion and tenure of faculty within the
School, together with the recommendations of the School’s Promotion and
Tenure Committee.

Preparing, in conformance with established University and School
regulations and with due regard for professional and collegial process, the
written annual evaluations of the faculty within the School, and
submitting his or her salary and merit recommendations, together with the
written recommendations of the Department Chair, if applicable, to the
VPAA.

Assigning and supervising the School support staff (technicians,
secretaries, administrative assistants, program coordinators, etc.).

Ensuring and coordinating regular curricular planning, implementation,
and review within a School.

Monitoring student performance and the maintenance of academic
standards in the School’s programs of instruction.

Assigning, in consultation with the Chair of a Department, where
applicable, teaching responsibilities to the faculty and ensuring that
faculty workloads are appropriate, equitable, and satisfactory to School
standards of productivity.

Preparing, defending, and managing the School’s budget.

Serving as the primary intermediary between the School and major
University administrative offices and support services.

If applicable, assigning administrative tasks to Chairs of Departments, or
to administrative assistants, and supervising their performance.

Leading the School’s planning process and ensuring the School’s
compliance with the University’s long range plan.

Participating in the University’s activities for admissions and in the
University’s efforts for enrollment management.
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0. Working in conjunction with the Development office to attract external
financial support for the University’s academic programs.

A Dean of a School may use a portion of the school’s allotted release time to for
an Associate Dean of the School. The Dean may delegate some of the responsibilities in
a. — 0. above to the Associate Dean. In the absence of the Chair or Chairs of
Department(s), the Dean of a School is responsible for all duties and responsibilities
stipulated for the Chair of Department or delegates all or some of the responsibility to an
Associate Dean of the School or Program Director(s).

In schools with Associate Deans, the Associate Dean is appointed by the VPAA
according to the recommendations of the School Dean. The faculty of the school will
nominate one or more candidates and will submit the candidates for appointment as
Associate Dean to the School Dean. The School Dean will facilitate the nomination

rocess.

Y -

To ensure the effective, collegial administration of the School, the School Dean, using
formal written evaluations from the School faculty, evaluates the administrative
performance of the Associate Dean annually. The VPAA, using formal written
evaluations from the faculty, evaluates the Dean of the School annually.

A majority of the regular faculty members in a School may request that the Dean
recall the Associate Dean from office. The request must be in writing, must be signed by
those faculty members making the request, and must contain a statement of the reasons
for the request. The Associate Dean will be provided a copy of the request and shall have
two weeks from receipt of the request to respond in writing. Within thirty days of the
receipt of the request, the Dean will notify the School’s faculty of his or her decision
whether or not to approve the request for recall, and shall provide the School with written
reason for the decision.

A majority of full-time faculty members in a School may request that the VPAA
recall the Dean of the School from office. The request must be in writing, must be
reasons for the request. The Dean of the School will be provided a copy of the request
and shall have two weeks from receipt of the request to respond in writing. Within thirty
days of the receipt of the request, the VPAA will notify the School faculty of his or her
decision whether or not to approve the request for recall, and shall provide the School
with written reason for the decision.
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Academic Memorandum #17

Subject: Dispute Resolution Policy

Dispute Resolution Policy

This policy supersedes all previous dispute resolution policies.

Norwich University strives to foster an environment in which regular and non-regular faculty feel free to bring up
professional issues and employment disagreements for constructive consideration. This policy is intended to cover faculty
issues relating to:

Disciplinary actions.

Improper and/or unfair school or departmental policies, procedures, rules, regulations, ordinances, and statutes
or their improper or unfair implementation.

Acts of reprisal as a result of using this procedure.

Acts of reprisal as a result of being a witness or giving information during the informal or formal steps of this
policy.

Problems involving alleged violation of federal and/or state constitutional rights. These do not include situations
in which a person believes he/she has been subjected to discrimination on the basis of gender, race, ethnicity,
religious beliefs, disability, sexual orientation, age or veteran’s status, for which the procedures are given in the
Norwich University Non-Discrimination Policy.

The following matters are not grievable under this procedure:

The contents of Norwich University policies, procedures, and rules approved by or with the authority of the
President and the Board of Trustees.

The measurement and assessment of work activity through an annual evaluation except where the employee
proposes to show the evaluation to be arbitrary (i.e. not done according to sound reason or judgment).

Termination or suspension from duties because of reduction in force, or release from the University as a result of
a demonstrable emergency. Reduction in Force policy for faculty, including the appeal process, is given in
Academic Memorandum # 7.

Promotion and/or Tenure decisions. The process for appealing these decisions is given in Academic Memorandum
#9.

Revocation of tenure. The process governing revocation of tenure is given in Academic Memorandum #16.

There are three problem solving processes:

Informal problem solving

Mediation

Formal problem solving





Faculty who are not satisfied with the outcomes of informal problem solving or mediation may request formal problem
solving. All faculty may use these processes freely and without fear of punishment or intimidation.

Supervisors are expected to recognize that faculty may need assistance in solving problems. All parties involved in problem
solving are expected to keep all proceedings confidential. However, frivolous claims may be grounds for disciplinary action.

Note: Faculty who are uncertain whether their complaint may be considered under this procedure are encouraged to seek
the advice of the VPAA.

Informal Problem Solving

Many faculty and their supervisors can solve their problems informally and are encouraged to do so. In addition,
supervisors can sometimes help two individuals understand and resolve their differences. Informal resolutions are
encouraged within each department or school. However, faculty are always welcome to discuss their problems directly with
their Dean who will work to encourage a mutual understanding and a fair decision. The Director of Human Resources may
serve as a resource in this process.

Mediation: An Alternate Dispute Resolution Process

A faculty member or a supervisor who does not agree with the outcome of the informal problem solving process may
choose mediation as a second step in solving problems. Mediation may also be requested at any stage in the formal
problem solving process, and may be recommended by the VPAA. Both parties and the VPAA must agree to mediation.
Mediation is a voluntary procedure led by a neutral third person to assist in reaching a mutually agreed upon solution. The
VPAA will normally act in this role, but may appoint a mediator, e.g., the Director of Human Resources could serve in this
role.

Formal Problem Solving Process

If a problem is not resolved informally or through mediation, faculty may choose the formal problem solving process.
Norwich University has established this formal internal procedure to resolve, fairly, concerns related to conditions of
employment. No one from outside the University may participate in the formal process. Should mediation be requested
during the formal stage, outside mediators may be appointed.

Step 1 — A faculty member who wishes to use the formal problem solving process should write a letter of complaint to the
Department Chair within two weeks of completion of the informal solving process or the mediation process. This letter
should describe those acts or occurrences the employee questions and explain what she or he wants done. The faculty
member should also send a copy of the letter to the Dean. The Department Chair will investigate the matter and respond
in writing with a copy to the Dean within two weeks. Department Chairs who wish to use this formal process start at step
I11. Deans who wish to use this formal process start at Step IllI.

Step 11 - If the faculty member who requested formal problem solving does not agree with the Department Chair's
response, she or he may submit a letter of appeal to the appropriate Dean within two weeks after the date shown on the
written response. The faculty member should also send a copy of the appeal to the VPAA. The Dean will investigate the
matter and respond in writing, with a copy to the VPAA, within two weeks.

Step 111 - If the faculty member who requested formal problem solving does not agree with the Dean’s response, she or
he may request a hearing on the matter within two weeks after the date of the Dean’s response. The hearing will be
conducted by the VPAA.

The VPAA will conduct a hearing into the matter within two weeks of the request for a hearing. The requesting faculty
member will present her or his complaint, including supporting information from appropriate witnesses. The Department
Chair, and/or the Dean will respond to the complaint, and may present witnesses in the response. Each party will have an
opportunity to question the other party and any witnesses. The complaining faculty member is entitled to be accompanied
and advised by another University employee of his or her choice, but neither party will be represented by legal counsel.
The hearing will be conducted as informally as possible while preserving order and fairness in the proceedings. The VPAA
will consider the information presented at the hearing as well as any relevant documents, including the submissions and
responses from the previous steps. The VPAA will render a decision in writing within two weeks after the date the hearing
is held.

Step 1V - If the faculty member who requested formal problem solving does not agree with the VPAA'’s decision, she or he
may request a review of the matter by the President. The President will consider the request, and may elect to uphold or
reject the VPAA's decision with or without comment, or may elect to conduct a hearing into the matter following the same
process for the hearing as provided at Step Ill. The President’s decision is final.

Record Keeping

Records of formal problem-solving procedures are maintained in a separate file in the Human Resources’ Office under the
employee's name.






NORWICH UNIVERSITY
- GENERAL GRIEVANCE PROCEDURE FOR CONTRACTED PERSONNEL

1. COVERAGE - This procedure will be applicable to all faculty and
'staff worklng under contract or appointment with the University.

2. GRIEVANCE - A Grievance is defined as a disagreement about any-
matter which affects the employment’ relationship between the
grievant and the University, including but not necessarily limited
"to promotion, salary 1level, tenure decisions, termination
~ decisions, disciplinary action, and any form of employment
~~discrimination which is forbidden under state or federal law.

" 3. PROCEDURE ~ The grievant will follow the procedure outlined

" below.

a) The grievance will be discussed orally with
the enployee’s immediate supervisor. This
- discussion will be informal, and is intended
to eliminate the need for any formal action in
cases which are the result of misunderstanding
or other easily remedied error. Grievances
resolved at this level will not appear in any
-formal  record. If the . grievance is not
resolved, the grievant may then pursue the

- formal procedure.

b) "STEP ONE.
: I) The employee’ s grlevance will be
* reduced to writing, 1nc1ud1ng the
following information:

- Grievant’s name and title

- A clear statement of the issue or
~issues involved in the grievance,
the date the action occurred, and
the remedy sought

-~ A brief description of the efforts
.made at an informal level to resolve
‘the problem

."II) This written grievance must be filed
‘ within 90 days of the date the
‘grievant knew or should have Xknown -
about  the action which gave rise to
the problenm

_III) The written grievance shall be
-~ presented to the appropriate person
-as follows: '

- Faculty -~ Provost & Dean of the






IR o - - Faculty
B e o Staff -- The Chief Administrative
o Officer

L , IV) - Within 10 days of receipt of the
T L grievance the person responsible
will do one of the following:
. = Grant to the grievant the remedy
. sought
- Schedule a hearlng to review the
facts of the grievance  to be held
- within 30 days of receipt of the
. written grievance

V) In the hearing the follow1ng rules
" will be observed:

.The grievant will have the right to
be present,. to present his or her
case, to call witnesses in support
of their position, to hear testimony
presented . in opposition and to
cross—-examine witnesses. ~

The. University Administration will
" have the right to present its side
of the issue, to call witnesses in
defense 'of the action taken, to hear
all testimony presented by the
grievant, and to <cross-examine
"witnesses. ‘

All grievance hearings will be
" closed except: to those directly

involved and witnesses necessary to

present the facts of the case.

VI) Within 30 days of the. completion of
.~ the ' hearing process, a written
. decision will be provided to the

- grievant outlining the position of

- the Unlver51ty'Admlnlstratlon on the

- issues of the grlevance. If the

. grievant is not satisfied with this.
decision, they may appeal to the

- second step of the process. This

- appeal must be filed within 10 days

of receipt of the decision.

c)  STEP TWO

;'If.resolution of the grievance is not reached
-at Step One, the grievant may appeal within 10
days of receipt of the Step One decision to






the second step of the grievance process. all
~faculty and contracted staff will appeal to
the President of the Unlver51ty. The President
will review all of the ‘previous materials,
including the grievance, the decision at Step
One, and any other relevant information in
making his decision. If the President feels it
is necessary, or if the grievance originated
~at -Step Two, -the President will schedule a
;. hearing. within 10 days of receipt of the
grievance which will be . conducted following
'~ . the same rules as are outlined for hearings at
- 'Step. One. If a hearlng is held, the written
.decision will be made within 30 days of
completion of the hearing.

d)  STEP THREE

If resolution of the grievance is not reached
in Step Two, the. grievant may, within 10 days
.of receipt of the Step Two decision, appeal to
- the TUniversity Trustees. The  Executive
Committee of the Board of Trustees may hear
- the appeal at their next regular meeting, or
if more rapid action is needed, may appoint an
" ad hoc committee to hear the appeal In cases .
where - termination of employment is at
. question, the Board will conduct a hearing in
accordance with the rules set forth for the
first two steps. In all other cases the Board
may determine whether they feel that a hearing
is necessary. In cases where the Board
determines that a hearing is not necessary, a
written decision will be rendered within 60
- days of the recelpt of the grievance.
Otherwise the decision will be made w1th1n 60
days of completlon of the hearing.

-The dec151on of the Board of Trustees will be
,flnal. _

: ENERAL PROVISIONS - Throughout the process every effort will be
.»made to conduct the proceedings as quickly as possible. At any
point the time limits may be extended with the mutual consent of
both parties. Ordinarily, a grievance will not be considered at
-step Two or Step Three unless it has been‘properly'reviewed‘at

a prior levels. If however, the nature of the grievance is such that

the decision cannot be affected by the person responsible for

':f_hearlng the issue at Step One and/or Step Two the grievant may

 reqguest permission of that person to flle the grievance at the next
higher 1eve1.

No one personally affected by the outcome of a grievance or who was
originally responsible for taking grieved action shall act as the






‘reviewer of such grieVance. In such cases the Ptesident of the-

University will name an alternative person to hear the grievance at
Step One, or will delegate this authority at Step Two. The Board of
Trustees will hear all Step Three appeals regardless of thelr prior

.lnvolvement in the question.

~Because the grlevance process is intended to prov1de internal

administrative review of ‘University decisions, participation is

‘limited to the people involved and those with information essential

to understanding the issue. Neither the University'nor the grievant
will be permitted to involve outsiders in the process, or to be

: represented by counsel, provided, however, that if the grievance
-involves a claim of employment discrimination forbidden under State

or Federal law, the President or a delegate of the President at
Step Two, or the Board of Trustees at. Step Three, may seek the
written adv1ce of a Attorney—at Law, who may, prior to rendering

- an opinion, confer with counsel for the grievant and with State’
and/or Federal off1c1als charged with enforcement of the law in

questlon.

Approved by Executive Committee
- . of the Board of Trustees 3/25/81

- Updated 5/94







FULL FACULTY ASSEMBLY

DRAFT

18 September 2007
Cabot Science 085
Norwich University

I. Call to Order, Adjustments to the Agenda
The VPAA and Dean of the Faculty called the meeting to order at 15:04.

I1. Reading, Correction and Approval of Minutes of Previous Assembly (30 Jan 2007)

Motion by Neuharth and seconded by Kearsley to approve the minutes of the 24 April 2007 Full
Faculty Assembly. Approved.

I11. Report by the Vice President for Academic Affairs & Dean of the Faculty
1. Status of Faculty — there are currently 120 regular faculty slots.

2. Faculty Support — a) tenure-track junior faculty mentoring seminars; b) new support
positions of grant writer and AVPR; and c) faculty development funds (Chase funds are not part
of the Faculty Development budget).

3. New Academic Affairs Initiatives — a) release time; b) start-up research expense grants for
tenure-track assistant professors; and c) research and academic laboratory enhancement grants.

4. 2007-08 Goals — a) academic program review; b) retention strategy; c) assessment; d) 3 year
outlook and business plans; and e€) 2010 NEASC comprehensive review.

5. Faculty Scholarship Celebration — opening ceremony on Monday, 22 October 2007.

IV. Faculty Senate Report by the Senate Chair

1. Faculty Manual — The Faculty Manual has been updated, reflecting the many changes,
improvements and reorganization that have been approved since the last assembly. The Faculty
Manual is now available on the university website in a singe pdf file for easy access..

2. Background Check Policy — The proposed background check policy has been referred back
to Human Resources, we are awaiting a response.

3. Administrator Evaluations — process has been implemented, however there was poor faculty
response to the first iteration. This might be due to the timing during final exams and right after
graduation. We are hoping for a much better response the next time around. However, the
process does work and the Senate Chair thanked the administration for its cooperation in this
effort.

4. Academic Regulations — a) asked for pilot program to determine metric for advising
program; b) transfer of C- grades returned to CASD for consideration; and ¢) summer session
doesn’t count for academic probation.

5. Student Government — action on the SGA proposal has been tabled at this time.
6. Leadership Development Program — work on the LDP program is ongoing. The NU





Student Life Out Report is still outstanding. There has been no word from the Commandant
Office when the Faculty Senate can expect that report.

7. Problem-solving Policy — up for second read in October.
8. Residency — change for study abroad programs.

9. Memo #2A - The VPAA asked the Senate for an opinion on Deans and expectaions for
teaching. The Senate was clear on its position that a) we see our Deans as Faculty and are
governed by Memo 2-A and the expectation is that Deans will teach teach ¥4 time. A proposal
to include associate deans will be coming.

10. SGS Tenure/Promotion Clock — sent to SGS University P&T committees for response.
11. Information Security Policy — in the process.
12 Memo #10 — outside consulting by faculty. Consult Memo10 for change in wording.

V. New Business
None.

V1. Open Discussion

1. Public Prayer — There was a robust discussion. The VPAA requested input from the faculty
for his consideration in drafting a policy recommendation to be submitted to the President.

2. Q&A - President Schneider responded to questions from the faculty.

VII. Announcements
None.

VI1I. Adjournment
Full Faculty Assembly adjourned at 17:16.

These minutes are subject to approval by the Full Faculty Assembly at its January 2008 meeting,
however they are substantially correct.

Stephen Fitzhugh, Secretary





