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GRAYS HARBOR [COMMUNITY] COLLEGE
http://ghc.ctc.edu/instruction/contract/I11.htm#Section_9 Due_Process

Section 9. Due Process/Representation

No faculty member shall be disciplined without just cause, which must be documented in
the official personnel file as described in section 8 of this article. Discipline will be
corrective and will move progressively through informal coaching, written
warning/reprimand, and dismissal as appropriate, unless the severity of the employee’s
action requires otherwise. This sub-section shall not apply to decisions regarding renewal
or non-renewal of probationers, decisions regarding the re-hire of part-time or special
grant employees, dismissal of tenure track employees, or decisions regarding the re-hire
of extra-contractual stipend activities.

In the event that informal coaching fails to resolve a problem, any issues that remain shall
be addressed in writing and be made available to the faculty member. The faculty
member shall have the right to have a GHCFT [Grays Harbor College Federation of
Teachers] representative present at any meeting. No disciplinary action shall be taken
until such representation is present or within five (5) days of notification, whichever is
sooner.



UNIVERSITY OF WISCONSIN-MADISON
http://wiscinfo.doit.wisc.edu/secfac/governance/FPP/Chapter_9.htm

9.01. PREAMBLE.

The university has a tradition of commitment to professional honesty and integrity, as
described in FPP Chapter 8, and also recognizes the need for fair and adequate
investigation of alleged violations of rules and policies relating to faculty conduct. The
unified rules and procedures contained herein shall apply in faculty disciplinary and
dismissal proceedings, within the framework established in sections UWS 4 and UWS 6
of the Wisconsin Administrative Code. Faculty members charged with actions which
could lead to discipline or dismissal are entitled to due process both by tradition and by
law. While this chapter provides the formal structure for proceeding in disciplinary and
dismissal cases, many cases will be resolved by agreement among the parties involved or
by formal mediation. In cases involving alleged scholarly misconduct, the rules and
procedures are those set forth in faculty document 867a, which is presented in the faculty
legislation appended to Faculty Policies and Procedures.

9.02. CAUSE FOR DISCIPLINE.

No faculty member shall be subject to discipline except for just cause, based upon a
determination that the faculty member has violated a university rule or policy or has
engaged in conduct which adversely affects the faculty member’s performance of his/her
responsibilities to the university but which is not serious enough to warrant dismissal. As
used in this chapter, discipline means any sanction except dismissal imposed by the
administration against a faculty member for misconduct, including but not limited to an
official reprimand, reduction in salary or reduction of a departmentally recommended
increase in salary, or reduction in rank.

9.03. CAUSE FOR DISMISSAL. (See UWS 4.01.)

No faculty member shall be subject to dismissal except for just cause, based upon a
determination that the faculty member’s conduct directly and substantially affects
adversely, to a degree greater than that reserved for disciplinary action, the ability to
carry out satisfactorily his/her responsibilities to the university. Examples of conduct that
may warrant dismissal include, but are not limited to, fraud or intentional
misrepresentation of facts for personal benefit, gross abuse of authority or influence
(e.g.,discriminatory or retaliatory actions, particularly where a pattern is evident), or
willful and protracted violations of university rules or policies. Layoff and termination
for reasons of financial emergency are not dismissals for cause, and such actions are
taken pursuant to Chapter 10 of these rules.

9.04. COMPLAINTS ABOUT FACULTY MEMBERS.

Complaints against faculty members alleging facts which, if true, might constitute
adequate cause for discipline under UWS 6 or dismissal under UWS 4 shall be in writing
and shall be filed with the vice chancellor for academic affairs and provost (provost).

9.05. ACTION BY PROVOST ON COMPLAINTS.
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On receiving a complaint concerning a faculty member, the provost shall determine
whether the complaint deals with scholarly misconduct and/or other misconduct.
Complaints alleging scholarly misconduct shall be dealt with according to Faculty
Document 867a and FPP 9.14. A formal allegation of misconduct in scholarly research
will be referred to the chair of the department (or functional equivalent) or to the
corresponding academic dean or, in the case of conflict of interest on the part of the chair
or academic dean, to the dean of the Graduate School.

If the complaint alleges misconduct other than scholarly misconduct, the provost shall
determine whether a prima facie case exists for the imposition of discipline or for
dismissal. The provost shall also consider the timeliness of the complaint, particularly in
light of related state and federal limitations statutes. As used in this section, a prima facie
case for discipline exists whenever the information submitted in support of the complaint
would warrant disciplinary action, if considered on its face to be true and not subject to
refutation or exculpatory explanation. A prima facie case for dismissal exists whenever
this standard is met, but with the additional requirement that the information submitted in
support of the complaint be of such substantial character that the magnitude of the alleged
conduct warrants contemplation of dismissal if determined to be true. If a prima facie
case does not exist or if the complaint is not considered timely, the complaint shall be
dismissed.

Whenever the provost receives a complaint against a faculty member which he/she deems
substantial and which, if true, might lead to dismissal under UWS 4, the provost shall
proceed under UWS 4 and the provisions of this chapter of FPP.

9.06. INVESTIGATION AND FURTHER ACTION.

If the provost determines that a prima facie case exists for imposition of discipline or
dismissal and the case is timely, he/she shall institute an investigation by appointing an
investigator or investigators of his/her choosing. The provost shall also offer to discuss
the matter with the faculty member concerned, giving the faculty member an opportunity
to speak to the matter, and shall provide the faculty member with a written statement of
the matter(s) to be investigated. The faculty member shall also receive a copy of the
original signed complaint, subject to the possible need to redact information pertaining to
third parties that will not be considered part of the investigation. The faculty member
concerned shall have the right to be advised and represented by counsel or other
representative at his/her expense throughout the investigation and thereafter.

The faculty member can state objections to the provost’s selection of investigator(s). The
investigator(s) shall investigate the complaint as soon as practicable and provide an oral
and/or written report to the provost. Following the investigation the provost shall consult
with recent past chairs of the University Committee and the Committee on Faculty Rights
and Responsibilities who shall advise the provost as to the actions that should be taken as
enumerated in C. below.

Actions that the provost may take are:
dismiss the case; or
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refer the complaint to the department(s) or the equivalent functional unit(s) in which the
faculty member concerned holds membership if the investigation indicates that the case
involves a matter which should be resolved at the departmental level and in which
disciplinary action by the provost is not warranted; or prepare to invoke an appropriate
disciplinary action. In doing so, the provost will present the faculty member with a
written summary of all evidence obtained both for and against each charge brought
forward for disciplinary action or dismissal. The provost shall then invite the faculty
member to participate in voluntary and confidential settlement negotiations which could
involve, with agreement of both parties, formal mediation.

If formal mediation is invoked, the parties shall agree on the appointment of a mediator
or mediators. Formal mediation must be completed within 30 days of the appointment of
the mediator(s), unless both parties agree to an extension of no more than 30 days. At any
time, either party may withdraw from the mediation process.

if settlement is not achieved by negotiation or mediation, invoke appropriate discipline or
dismissal. When the provost invokes either discipline or dismissal, he/she shall provide
the faculty member with a copy of any investigatory report produced and a copy of any
written recommendation as provided above. The provost shall also inform the faculty
member of his/her right to appeal to the Committee on Faculty Rights and
Responsibilities (CFRR).

9.07. COMMITTEE ON FACULTY RIGHTS AND RESPONSIBILITIES.

When a faculty member appeals a disciplinary action to the committee, the committee
shall: conduct fact-finding hearings if requested by the faculty member or by the provost
or if deemed necessary by the committee; make recommendations to the chancellor
concerning the validity of the appeal.

When a faculty member appeals dismissal, the committee shall under UWS 4.03 serve as
the standing committee to hear and act on the case, except for cases involving allegations
of misconduct in scholarly research in which the Hearing Committee on Misconduct in
Scholarly Research shall be the standing committee, under Faculty Document 867a.

9.08. CFRR HEARINGS.

When CFRR is holding a fact-finding hearing in a discipline case or is acting as a hearing
body in a dismissal case, it shall operate as provided in UWS 4.05 and 4.06. Additionally,
the faculty member shall have a right to: service of notice of hearing with specific
charges in writing at least twenty days prior to the hearing; notification of the name(s) of
the complainant(s); be heard by all bodies passing judgment or making
recommendations; refrain from testifying without such omission being used as formal
evidence of guilt; and a stenographic record of all hearings and transcripts thereof at no
cost to him/her.

9.09. FINDINGS BY CFRR.
A finding of just cause for the imposition of discipline or just cause for dismissal must be
based on clear and convincing evidence in the hearing record.
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A finding by the committee of just cause for discipline or just cause for dismissal requires
a majority vote with not more than two dissenting votes. Otherwise, the committee shall
report that just cause for discipline or just cause for dismissal has not been established.
The vote shall be reported in every case.

9.10. SUSPENSION.
The faculty committee to be consulted by the chancellor in considering suspension under
UWS 4.09 is the University Committee.

9.11. TRANSMITTAL OF CFRR FINDINGS IN DISCIPLINE CASES.

CFRR shall transmit its findings of fact and recommendations in discipline cases in
writing to the chancellor, with copies to the provost, to the faculty member involved, and
to the complainant within ten days of the conclusion of its proceedings.

Within ten days of the transmittal of the committee’s findings and recommendations to
the chancellor, the faculty member concerned or the original complainant may file
written objections with the chancellor.

The chancellor shall, as soon as practicable after the expiration of this ten-day period,
render his/her decision and transmit such decision to the committee, the provost, the
faculty member concerned, the original complainant, and the University Committee.

9.12. CFRR TRANSMITTAL OF FINDINGS IN DISMISSAL CASES.
CFRR shall transmit its findings of fact and recommendations in dismissal cases in
accordance with UWS 4.07.

9.13. NO FURTHER JEOPARDY.

Following recommendations of CFRR and a decision by the chancellor, or following
action by the provost if the committee is not involved, the faculty member concerned
shall not be subject again under these rules to the same charges arising from the original
complaint.

9.14. PROCEDURES WHEN MISCONDUCT IN SCHOLARLY RESEARCH IS
ALLEGED.

Whenever the provost acting pursuant to Faculty Document 867a (2/4/91) has decided to
bring charges that would warrant discipline or dismissal of a faculty member on the basis
of misconduct in scholarly research, sections 9.01 through 9.05.B, 9.10, and 9.13, of this
chapter, as well as other sections specifically noted below, shall govern faculty dismissal
and disciplinary actions as follows:

The report of the Inquiry Committee provided for in Faculty Document 867a (2/4/91),
Part I11.B.5-7, shall constitute the investigation required by 9.06.A. and the complaint
referred to in 9.01. and 9.04. After reviewing the report of Inquiry Committee and the
response, if any, of the faculty member, if the provost believes that dismissal may be
warranted, the provost shall proceed in accordance with UWS 4, or, if the provost
believes that lesser discipline may be warranted, the provost shall proceed in accordance
with 9.06.C.3. or 9.06.C.4., and UWS 6.01. If the provost decides to dismiss the case,



http://www.legis.state.wi.us/rsb/code/uws/uws004.pdf
http://www.legis.state.wi.us/rsb/code/uws/uws004.pdf
http://wiscinfo.doit.wisc.edu/secfac/governance/FPP/#901
http://wiscinfo.doit.wisc.edu/secfac/governance/FPP/#905
http://wiscinfo.doit.wisc.edu/secfac/governance/FPP/#910
http://wiscinfo.doit.wisc.edu/secfac/governance/FPP/#913
http://wiscinfo.doit.wisc.edu/secfac/governance/FPP/#906
http://wiscinfo.doit.wisc.edu/secfac/governance/FPP/#901
http://wiscinfo.doit.wisc.edu/secfac/governance/FPP/#904
http://www.legis.state.wi.us/rsb/code/uws/uws004.pdf
http://wiscinfo.doit.wisc.edu/secfac/governance/FPP/#906
http://wiscinfo.doit.wisc.edu/secfac/governance/FPP/#906
http://www.legis.state.wi.us/rsb/code/uws/uws006.pdf

he/she shall proceed in accordance with 9.06.C.1. Hearings subsequent to the provost’s
actions shall be conducted by the Hearing Committee on Misconduct in Scholarly
Research under Faculty Document 867a, Part I11A and may be appealed to CFRR, as
provided below and in Faculty Document 867a, Part I11.B.

The Hearing Committee on Misconduct in Scholarly Research provided for in Part
I11.A.1. of Faculty Document 867a shall consist of three to five members, a majority of
whom shall be UW-Madison faculty members. The chair, who shall be a law trained
UW-Madison faculty member, and one additional UW-Madison faculty member shall be
appointed for two-year terms. Other members shall be experts in areas germane to the
scholarly misconduct allegations in question, and any member who does not come from
the UW-Madison faculty shall be a tenured faculty member at an institution of higher
education in the United States. All members shall be selected by the provost after
consultation with the University Committee.

The Hearing Committee shall proceed in accordance with the provisions of UWS 4.04-
4.06 and Faculty Document 867a, Part I11.A. and E. In order to make a finding of
misconduct in scholarly research, the committee must be satisfied that there is clear and
convincing evidence of such misconduct.

Within 10 days after receipt of the Hearing Committee’s report, the faculty member may
appeal to CFRR by giving written notice of the appeal to the chair of CFRR.

CFRR shall review the record made before the Hearing Committee, but shall not receive
any new evidence. CFRR may ask members of the Hearing Committee to explain matters
within their expertise, and the faculty member is entitled to be present when any such
explanation is given and to ask pertinent questions. Within ten days after giving notice of
appeal, the faculty member may submit written arguments to CFRR. CFRR will hear oral
argument if the faculty member or the Hearing Committee requests it.

The action of the Hearing Committee shall be affirmed unless CFRR determines (a) that
the Hearing Committee’s factual findings are clearly erroneous, or (b) that the committee
erred in applying the law and that this error influenced the committee’s decision, or (c)
that the recommended sanction is inappropriate. In determining whether a factual finding
is clearly erroneous, the question to be answered by CFRR is not whether it would have
reached the same conclusion as the Hearing Committee but, rather, whether reasonable
people could have considered the findings to have been supported by clear and
convincing evidence. Similarly, the criterion for reviewing the sanction shall be whether
reasonable people could consider it appropriate under the circumstances of the case. If
CFRR finds error as defined above, it will recommend to the chancellor actions to
remedy the error. If CFRR finds an inappropriate sanction was recommended, it will
recommend a different sanction.

If the Hearing Committee decision is appealed to CFRR, CFRR shall formulate a written
decision and transmit it to the chancellor and the faculty member within ten days after the
conclusion of its proceedings. Within ten days thereafter, the faculty member may file
objections with the chancellor.
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If no appeal is taken to CFRR from the Hearing Committee decision, the faculty member
may file objections with the chancellor within ten days after receipt of the Hearing

Committee’s report.
Procedures thereafter shall be according to UWS 4.07-4.10 or UWS 6.01.
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VIRGINIA POLYTECHNIC INSTITUTE AND STATE UNIVERSITY
(VIRGINIA TECH)
http://www.provost.vt.edu/facultyhandbook/fh-02.html

2.11 Imposition of a Severe Sanction or Dismissal for Cause

2.11.1 Adequate Cause

Adequate cause for imposition of a severe sanction or dismissal will be related, directly
and substantially, to the fitness of faculty members in their professional capacity as
teachers and scholars. Imposition of a severe sanction or dismissal will not be used to
restrain faculty members in their exercise of academic freedom or other rights of
American citizens.

Adequate cause includes:

1. violation of professional ethics (see especially section 2.7);

2. incompetence as determined through post-tenure review;

3. willful failure to carry out professional obligations or assigned responsibilities;

4. willful violation of university and/or government policies;

5. falsification of information relating to professional qualifications;

6. inability to perform assigned duties satisfactorily because of incarceration; or

7. personal deficiencies that prevent the satisfactory performance of responsibilities (e.g.,
dependence on drugs or alcohol).

Reason to consider the imposition of a severe sanction or dismissal for cause is usually
determined by a thorough and careful investigation by an appropriately-charged faculty
committee (as in the case of allegations of ethical or scholarly misconduct, or through a
post-tenure review) or by the relevant administrator (for example, the department head,
equal opportunity officer, internal auditor, or campus police). Generally, these
investigations result in a report of findings; some reports also include a recommendation
for sanctions. The report is directed to the relevant administrator for action; it will also be
shared with the faculty member. Imposition of a severe sanction or initiation of dismissal
for cause proceedings, if warranted, shall follow the procedures set forth below.

2.11.2 Imposition of a Severe Sanction

Definition and Examples: A severe sanction generally involves a significant loss or
penalty to a faculty member such as, but not limited to, a demotion in rank and/or a
reduction in salary or suspension without pay for a period not to exceed one year,
imposed for unacceptable conduct and/or a serious breach of university policy.

Routine personnel actions such as a recommendation for a below average or no merit
increase, conversion from a calendar-year to an academic-year appointment,
reassignment, or removal of an administrative stipend do not constitute “sanctions”
within the meaning of this policy. A personnel action such as these may be a valid issue
for grievance under procedures defined in the Faculty Handbook.
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Process for Imposing a Severe Sanction: The conduct of a faculty member, although not
constituting adequate cause for dismissal, may be sufficiently grave to justify imposition
of a severe sanction. Imposition of a severe sanction shall follow the same procedures as
dismissal for cause beginning with step one. If the matter is not resolved at the first step,
a standing or ad hoc faculty committee will conduct an informal inquiry (step two). The
requirement for such an informal inquiry shall be satisfied if the investigation was
conducted by an appropriately-charged faculty committee (as would be the case with an
alleged violation of the ethics or scholarly misconduct policies) and, having determined
that in its opinion there is adequate cause for imposing a severe sanction, refers the matter
to the administration.

2.11.3 Dismissal for Cause

The following procedures apply to faculty members with tenure or continued
appointment, or in the case of involuntary termination of an instructional faculty member
on a fixed-term regular appointment before the end of the term. Procedures for dismissal
for cause for administrative and professional faculty without tenure or continued
appointment are contained in section 3.0 of the Faculty Handbook. Dismissal for cause
procedures for special research faculty is contained in the Special Research Faculty
Handbook.

Dismissal will be preceded by:

1. Step one: Discussions between the faculty member and the department head or chair,
the dean, and/or the provost, looking toward a mutual settlement.

2. Step two: Informal inquiry by a standing (or, if necessary, ad hoc) faculty committee
having concern for personnel matters. (This committee shall attempt to effect an
adjustment and, failing to do so, shall determine whether in its opinion dismissal
proceedings should be undertaken, without its opinion being binding on the president’s
decision whether to proceed.)

3. Step three: The furnishing by the president (in what follows, the president may
delegate the provost to serve instead) of a statement of particular charges, in consultation
with the department head or chair and dean. The statement of charges will be included in
a letter to the faculty member indicating the intention to dismiss, with notification of the
right of a formal hearing. The faculty member will be given a specified reasonable time
limit to request a hearing, that time limit to be no less than 10 days.

Procedures for conducting a formal hearing, if requested: If a hearing committee is to be
established, the president will ask the Faculty Senate, through its president, to nominate
nine faculty members to serve on the hearing committee. These faculty members should
be nominated on the basis of their objectivity, competence, and regard in which they are
held in the academic community. They shall be determined to have no bias or untoward
interest in the case and to be available at the anticipated time of hearing. The faculty
member and the president will each have a maximum of two challenges from among the
nominees without stated cause. The president will then name a five-member hearing
committee from the remaining names on the nominated slate. The hearing committee will
elect its own chair.
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Pending a final decision on the dismissal, the faculty member will be suspended only if
immediate harm to himself or herself or to others is threatened by continuance. If the
president believes such suspension is warranted, consultation will take place with the
Reconciliation Committee of the Faculty Senate concerning the propriety, the length, and
other conditions of the suspension. Ordinarily, salary will continue during such a period
of suspension.

The hearing committee may hold joint pre-hearing meetings with both parties to simplify
the issues, effect stipulations of facts, provide for the exchange of documentary or other
information, and achieve such other appropriate pre-hearing objectives as will make the
hearing fair and expeditious.

Notice of hearing of at least 20 days will be made in writing. The faculty member may
waive appearance at the hearing, instead responding to the charges in writing or
otherwise denying the charges or asserting that the charges do not support a finding of
adequate cause. In such a case, the hearing committee will evaluate all available evidence
and rest its recommendation on the evidence in the record.

The committee, in consultation with the president and the faculty member, will exercise
its judgment as to whether the hearing should be public or private. During the
proceedings, the faculty member will be permitted to have an academic advisor and legal
counsel. At the request of either party or on the initiative of the hearing committee, a
representative of an appropriate educational association shall be permitted to attend the
hearing as an observer.

A verbatim record of the hearing will be taken.
The burden of proof that adequate cause exists rests with the institution.

The hearing committee will grant adjournment to enable either party to investigate
evidence about which a valid claim of surprise is made. The faculty member will be
afforded an opportunity to obtain necessary witnesses and documentary or other
evidence. The administration will cooperate with the hearing committee in securing
witnesses and evidence. The faculty member and administration will have the right to
confront and cross-examine all witnesses. The committee will determine the admissibility
of statements of unavailable witnesses and, if possible, provide for interrogatories.

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

The findings of fact and the recommendation will be based solely on the hearing record.

The president and the faculty member will be notified of the recommendation in writing
and will be given a written copy of the record of the hearing.
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If the hearing committee concludes that adequate cause for dismissal has not been
established, it will so report to the president. In such a case, the committee may
recommend sanctions short of outright dismissal or may recommend no sanctions. If the
president rejects the recommendation, the hearing committee and the faculty member will
be so informed in writing, with reasons, and each will be given an opportunity for
response.

Appeal to the Board of Visitors: If the president decides to impose dismissal or other
severe sanction, whether that is the recommendation of the hearing committee, the faculty
member may request that the full record of the case be submitted to the board of visitors
(or a duly constituted committee of the board). The board’s review will be based on the
record of the committee hearing, and it will provide opportunity for argument, written or
oral or both, by the principals at the hearing or their representatives. If the
recommendation of the hearing committee is not sustained, the proceeding will be
returned to the committee with specific objections. The committee will then reconsider,
taking into account the stated objections and receiving new evidence if necessary. The
board will make a final decision only after study of the committee’s reconsideration.

Notice of Termination/Dismissal: In cases where gross misconduct is decided,
termination will usually be immediate. The standard for gross misconduct shall be
behavior so egregious that it evokes condemnation by the academic community generally
and is so utterly blameworthy as to make it inappropriate to offer additional notice or
severance pay. Gross misconduct shall be determined by the first faculty committee that
considers the case. In cases not involving gross misconduct: (a) a faculty member with
tenure or continued appointment will receive up to one year of salary or notice, and (b) a
probationary faculty member will receive up to three months salary or notice. These
terms of dismissal shall begin at the date of final notification of dismissal.
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UNIVERSITY OF PENNSYLVANIA
http://www.upenn.edu/assoc-provost/handbook/ii_e 16.html

11.E.16. Procedure Governing Sanctions Taken Against Members of the Faculty
(Source: Trustees, June 20, 1997; Almanac, October 21, 1997)

1. Introduction and Definitions

Introduction

The imposition of a sanction on a faculty member of the University of Pennsylvania is a
rare event. However, when situations that might lead to such an action arise, they must be
handled fairly and expeditiously. It is essential to have a process that both protects the
rights of faculty members and addresses the legitimate concerns of the University. This
policy replaces the previously existing "Suspension or Termination of Faculty for Just
Cause" (Handbook for Faculty and Academic Administrators 1989, as revised 1991,
pages 47-51) and also modifies the "Procedures of the Senate Committee on Conduct"
(Almanac October 31, 1989).

Any cases initiated after this policy is in force, even if the alleged actions preceded its
adoption, will be governed by the procedures prescribed here. This document simplifies
the previous processes and relates them to a Dean's procedures for imposing minor
sanctions. The result is a more coherent and less cumbersome process.

Definitions

1) "Charging party" - the Provost, a Dean, a Provost's or Dean's designee who shall be a
faculty member of the University, or a Group for Complaint (Definition No. 6).

2) "Complainant” - individual bringing to the attention of a Dean or the Provost a
situation that may call for a sanction (Definition No. 14) against a faculty member
(Definition No. 5). The complainant may be a student or faculty or staff member of the
University, or any individual outside the University who believes that a major infraction
(Definition No. 8) or minor infraction (Definition No. 10) of University behavioral
standards by a faculty member has occurred.

3) "Counsel" - an advisor, who may be an attorney.

4) "Dean" - the Dean of one of the University's schools.

5. "Faculty member" - a member of the standing faculty, or a standing faculty clinician-
educator.

6) "Group for Complaint™ - a charging party elected by the standing faculty of a school,
by a secret ballot, from its own tenured professors which by the fact of its election shall
be empowered to take action that may result in the imposition of a major sanction
(Definition No. 9) pursuant to these procedures. The size of the Group for Complaint
shall be determined by the faculty but shall not be less than three.

7) "Hearing Board" - either the University Tribunal or the School Committee on
Academic Freedom and Responsibility (CAFR). The respondent shall determine whether
the Hearing Board will be the University Tribunal (Definition No. 18) or the School
CAFR.
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8) "Major infraction of University behavioral standards™ - an action involving flagrant
disregard of the rules of the University or of the customs of scholarly communities,
including, but not limited to, serious cases of the following: plagiarism; misuse of
University funds; misconduct in research; repeated failure to meet classes or carry out
major assigned duties; harassment of, improperly providing controlled substances to, or
physical