



















































































































































































2.2 Faculty Policy Guidelines

a. The Dean of Faculty is charged with the responsibility of administering the
funds budgeted each year for 1) faculty research, development, publication and
professional activity and travel and 2) student research.

b. The Dean of Faculty shall adopt, publish, and annually update guidelines which
shall govern grant applications and awards. Funds may not be redistributed among
the separately budgeted categories without College Council approval. Nor shall
these funds be used to pay the salaries of grantees.

Eligibility Faculty on sabbatical leave, unpaid professional leave, terminal
contract, and multiple-year part-time contract (2/5 time or more) are eligible for
funds, along with full-time faculty. Part-time faculty on year-to-year contracts who
have taught 2/5 or more per year during consecutive years shall be eligible for
funds during the year following the accumulation of a full year's equivalent of
teaching time. The emerita/us faculty, who are not otherwise receiving funding for
research from the College, are eligible for research funds, provided that such
awards do not come at the expense of active faculty members in the awarding
year.

c. From time to time, the Dean of Faculty may use funds in the accumulated
reserve (faculty travel, research, publication) to create one or more additional
fellowships which shall be competitively awarded by the Dean of Faculty in
accordance with guidelines announced at that time.

2.3 Guidelines

a. Faculty travel to professional meetings. Faculty allowances are allocated by
the Dean of Faculty's Office and routinely distributed within policy guidelines by an
Assistant in the Dean'’s office. Faculty may apply at any time during the academic
year for funds to assist trips to be made during the fiscal year which runs from July
1 to June 30. Funding may include one or more trips. Funding maxima, guidelines,
and applications are obtainable from the Dean of Faculty’s office, Fletcher 208, and
completed forms returned to this office prior to travel for approval.

i. Per diem expenses cannot be reimbursed without original receipts.

ii. Other expenses. Transportation and accommodation expenses, as well as
conference registration fees, can be covered. Original receipts are needed
for this reimbursement.

iii. Limits. Each faculty member normally has a yearly allowance for travel to
professional meetings equal to approximately 1.5% of the Travel budget
($2000 in 2007-08]. 50% of this allowance ($1000) is available upon
attendance at the first domestic meeting. Another 25% ($500) is available
to faculty members attending two domestic meetings. The full amount is
only available to those faculty members who are attending three or more
domestic meetings or one international meeting.

b. Faculty research, development, publication, and professional activity

i. The Dean of Faculty will consider proposals for the funding of research.

Under this heading are included the following:

a) research or other creative activity intended to culminate in (for
example) papers presented, articles or books published, or art
exhibited;

b) research for purposes of curriculum development (e.g., the
development of new courses or the enrichment of existing ones);
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vi.

Vii.

viii.
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c) research, study, or training designed to enlarge significantly a faculty
member's area of professional competence (e.g., through workshops,
institutes, formal coursework, professional internships, etc.);

d) publication (See b, x); and e) professional activity (See b, xi).

e) professional activity (See b, xi).

Within the limits of the Research and Awards budget, the Dean of Faculty
will fund project costs up to a maximum that is equal to approximately 5%
of funds available during the year.

Deadlines, etc. There will normally be two grant review periods per year--
in September and February; exact deadlines will be announced each year.
Faculty can apply for funds for periods of time such as a semester, an
academic year, a summer, or a combination thereof. The Dean of Faculty
usually commits about 75% of its budgeted Research and Awards funds in
the fall and 25% in the spring. If funds remain after the February grants
have been made, a third round will be announced, at which time both new
applications and supplemental grants will be considered. Applications are
available from the Dean of Faculty’s Office, Fletcher 208.

Report. No applicant will be funded who has previously received a
research grant from the Dean of Faculty and has not filed a report on the
work for which the immediately previous grant was received. Applications
should be accompanied by a copy of such report.

Priority. If the total amount requested exceeds the amount available, the
Dean of Faculty will disburse funds non-competitively.

Outside funding. Faculty seeking additional funds for a continuing project
that has been funded in a previous year by the Dean of Faculty will be
expected to show evidence of having sought outside support for the project
or to show why outside support is not feasible. Faculty seeking advice or
technical assistance concerning outside financial support should consult
the Dean of Faculty.

Travel expenses. Room, board and transportation expenses incurred
during travel for research purposes may be reimbursed.

Research assistants. Since the Dean of Faculty’s funds are limited, and
since there are numerous Pitzer students whose financial package
contains a "work-study" component funded jointly by the Federal
government and the College, it is recommended that faculty needing
research assistants (or other student workers) will be expected to seek
them first from the work-study pool before asking the Dean of Faculty to
fund them. Faculty should also look into the possibility of employing a
student on work-study from another College (if no qualified Pitzer student is
available), applying to the Dean of Faculty for the 20% of salary not funded
by the Federal Government. Salaries paid to research assistants should
normally be the equivalent to the going rate of student employment.

Termination. Any portion of a faculty research grant not spent and
reimbursed by the end of the third full semester following the date of award
shall automatically revert to the general research budget of the Dean of
Faculty.

Equipment. Equipment, such as computer equipment, purchased with
research funds will be the property of Pitzer College.

24



X. Faculty publication.

Purpose. Normally grants up to one-third of the maximum award available for
research and course development (3,b,i) are available to help defray some
of the expenses connected with the publication of books and articles.
Application deadlines are the same as for research grants. In order to help
distinguish "publication" from "research," it may be helpful to think of
"publication" as comprising those tasks necessary to bring out a book or
article after creative and scholarly work has concluded.

Grants will not be made for dissertations, other advanced degree expenses, or
any other costs connected with credentials for faculty.

Typing Expenses : Final manuscripts will have priority over submission
manuscripts; book manuscripts over article manuscripts; technical typing
over ordinary typing. Faculty should normally arrange for papers and
articles to be typed by the Faculty Assistant.

Publication subsidies (books). Publication subsidies in the sense of

subventions to book publishers will be considered only in unusual and
compelling circumstances and will have low priority compared with other
types of publication expenses.

Offprints. Requests for funds for the purchase of offprints will have low priority.

Xi. Research Materials . Books, journal subscriptions, computer software,
and databases purchases for research and scholarly activities may be
reimbursed.

xii.  Membership Dues . Membership dues in professional organizations may
be reimbursed.

c. Student Research

i. Purpose. Modest grants ($250) are available to assist Pitzer College students
with certain research project costs. One of the goals of the grants is to encourage
independent research by students. Research necessary for the satisfactory
completion of coursework will not be funded, with the exception of Independent
Study projects, senior theses (whether required or optional), and other senior
projects. Travel, registration, and maintenance costs for students who are
presenting papers at professional meetings are eligible for funding, up to a
maximum of $500.

ii. Eligibility. Part-time students and students on external studies are eligible for
funds, along with full-time students on campus. Students may not receive funds for
work beyond the date of graduation.

iii. Application. There will normally be two grant periods announced each year,
one in the early fall, one in the early spring. Applications can be obtained from the
Dean of Faculty’s Office, F208, and should be turned in there. No reimbursement
for expenses incurred can be made until original receipts are provided. Applications
should be for work during the semester, the academic year, and/or the following
summer. Grants for this whole period, or any part thereof, may be reviewed at each
grant period. If funds remain, the Dean of Faculty may schedule a third round of
awards, at which time it will consider new proposals as well as supplemental
requests for projects already funded.

iv. Maximum. Normally, applications will be funded only to a maximum set each
year by the Dean of Faculty but will not exceed 5% of the available funds for the
year.
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v. The typing and photocopying of theses and term papers, the binding of theses,
etc., will not be reimbursed. The payment of salaries for students who are principal
investigators will not be approved. or will funds normally be approved for book
purchases.

H. ADMINISTRATION OF COMMITTEES

The administrative staff person assigned to each committee will be responsible for assisting the
committee and the chairperson in particular, in the preparation of the committee's agenda,
objectives, and priorities at the beginning of each academic year as well as the implementation of
these objectives. Committee minutes, along with other public correspondence, will be sent to all
those who subscribe to the Minutes list via email. The Information Resource Office will solicit
subscriptions to this list via a broadcast message at the beginning of each semester.

Committee chairpersons will prepare an annual report on the work of their committees to be
submitted to the Dean of Faculty and Chair of the FEC three weeks before the end of the spring
semester. These reports shall contain brief summaries of 1) work accomplished; 2) problems in
the operation of the committee; 3) operational changes recommended for next year's committee;
and 4) a proposed agenda for next year's committee.

Review of proposed changes: A review of the revised committee structure should be conducted
by the Faculty Executive Committee and submitted to the College Council and the President at
least every five years.

Adoption and changes: This document and subsequent changes in the committee structure
herein described shall be adopted by a simple majority of the College Council.
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V. FACULTY PERSONNEL POLICIES AND PROCEDURES

Criteria for Contract Renewal, Promotion, and Tenure

Appointments, Promotion and Tenure (APT) Committee of the Faculty Operating
Procedures for Contract Renewal, Promotion, and Tenure Consideration
Personnel Procedures for Part-Time Faculty

Early Consideration for Promotion

Contract Renewal and Promotion for Continuing Faculty Who are Administrators
Periodic Review of Tenured Faculty and of Administrators Who Teach
Appointment Procedures

. Dual Contractual Appointments

Grievance and Special Review Procedures

Personnel Files in the Office of the Dean of Faculty

Distinguished Visiting Professors

Post-Doctoral Research Fellows

Annual Report by Non-Tenured Faculty Members

Affirmative Action Program

Faculty Retirement Policy

Faculty Workload Policies

Leaves

Faculty Sabbatical Policy

Released Time Policies

Availability

Student Assistants

Intercollegiate Programs in Africana Studies and Chicano Studies APT Procedures
Joint Science APT Policies and Procedures

A. CRITERIA FOR CONTRACT RENEWAL, PROMOTION, AND TENURE

Pitzer College, first and foremost, values excellence in teaching. Pitzer aims to renew,
promote and tenure faculty members who are actively engaged as effective educators,
mentors to students, scholars in their disciplines, intellectual resources for colleagues,
students, and the community, and responsible participants in College governance. The
scheduling of contract renewals, promotion, and tenure is outlined in section 4.6 of the By-
Laws. The criteria for contract renewal, promotion and tenure are specified in section 4.4 of
the By-Laws. These criteria are organized into three major categories, which are listed
below. Teaching and advising is the most important category. Scholarly and artistic
activities and service to the college and other communities are equally important
categories. Faculty are expected to make contributions to all three areas.

1.
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Teaching and Academic Advising

Pitzer College expects all faculty members to be effective teachers and advisors. Pitzer
College recognizes that there are many different teaching and advising styles, and that
effective teaching and advising encompasses a variety of approaches, methods, and
activities. Although there are no precise guidelines for evaluating effectiveness in
teaching and advising, these can be manifested in a number of ways, such as, but not
limited to:

a. Teaching

e effectiveness inside and outside the classroom



curricular contributions to the faculty member’s field group

contributions to the educational objectives of the college

curricular innovation and development

sponsorship of internships and other non-traditional means of teaching and
learning

e supervising student participation in research projects

b. Academic Advising

o effectiveness in orienting first year students to the Pitzer experience

e helping students design courses of study appropriate to their interests and
needs

e assuring that advisees meet concentration requirements and the educational
objectives of the college

e assisting students in establishing summer and post-graduation plans

2. Scholarly and Artistic Activities

Pitzer College greatly values the contributions of its faculty members to scholarship and
the arts. Pitzer faculty are expected to show involvement in their field(s) by, for
example:

publication of books, articles, and reviews

performances and exhibitions where relevant

technical reports of applied research and/or action research
presentation of papers at professional meetings

editing of scholarly journals and publications

serving as panel chair or as a discussant at professional meetings
other evidence of ongoing professional activity

The relative importance of particular forms of scholarly or artistic activities differs by
field(s) of study. Through the annual review process, field groups, as well as the Dean
of Faculty, are expected to provide early and ongoing guidance to colleagues regarding
appropriate scholarly and artistic productivity (see Section V.L, below).

3. Service to the College and Other Communities

As an institution committed to self-governance, Pitzer College places a high value on
faculty members’ contributions to the governance of the college. It also values the
contributions its faculty makes to the intellectual life of the college and the services
provided by faculty members to the community. These efforts can be exhibited in a
number of ways, such as:

e participation in the governance of the college (e.g., faculty meetings, college
council)

service on college and intercollegiate committees and programs

service to field group(s)

acting as an intellectual resource for colleagues, students and the community
serving as a mentor to other faculty members

participating in the governance of professional associations

service to the wider community
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B. APPOINTMENTS, PROMOTION AND TENURE (APT) COMMITTEE OF THE FACULTY
OPERATING PROCEDURES FOR CONTRACT RENEWAL, PROMOTION, AND TENURE
CONSIDERATION

1. THE DEAN OF FACULTY SHALL,

a. inthe semester before a faculty member is to be reviewed, notify that faculty
member of the upcoming review.

b. at the outset of the semester in which a faculty member is reviewed, notify all Pitzer
faculty members that such a review is taking place. Such natification should identify all
members of the ad hoc review committee, and include an invitation to provide relevant
information to the ad hoc committee.

c. early in the semester in which a faculty member is to be reviewed, send to all
students enrolled in courses taught by the faculty member under review during the
preceding three semesters of teaching, as well as to all current advisees of the faculty
member and to students named by the faculty member in accordance with Section 2.c
below, a copy of the core questions (see Appendix 2), together with a letter explaining
the nature of the personnel process and the importance of student input to the review
process. The questionnaire shall be coded to permit determination of whether the
desired distribution of students has been accomplished (see 4a.v. below). The cover
letter should note that students who prefer to be interviewed in person should contact
the chair of the ad hoc review committee.

2. THE FACULTY MEMBER UNDER REVIEW SHALL,
no later than the first week of the semester during which he or she will be reviewed,

a. update his or her personnel file and include a statement of his or her achievements
with respect to the criteria for contract renewal, promotion and tenure. The statement
shall cover the period since the faculty member's most recent review, or from the date
of appointment in the case of a first review, and be accompanied by a current
curriculum vitae and supporting materials such as course syllabi, exams, reading lists,
assignments, manuscripts and reprints of articles, books, portfolios, evidence of
community participation, and any other material that the faculty member wishes to bring
to the attention of the review committee.

b. submit to the APT member of the Ad Hoc Committee a list of up to 6 faculty
members (at Pitzer College or the other Claremont Colleges) other than members of
the faculty member’s field group(s) who, in the opinion of the faculty member, are in a
position to judge his or her qualifications.

c. submit to the APT member of the Ad Hoc Committee a list of up to five students
(including alumni if desired) with whom the faculty member has worked during the
period covered by the review and who are, in the opinion of the faculty member, able to
judge his or her qualifications.

d. Inthe case of promotion and tenure reviews, the faculty member shall also submit
a list of 3 individuals outside the Claremont Colleges who are qualified to evaluate his
or her scholarly or artistic contributions.
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3. THE RELEVANT FIELD GROUP(S) SHALL,

e In the case of promotion and tenure reviews, provide to the Field Group
representative serving on the ad-hoc committee the names of persons outside the
Claremont Colleges qualified to review the candidate’s scholarly and/or artistic
contributions

e submit a report(s) to the ad hoc review committee in accordance with the
procedures described in Section IV.B.2.9 of the Faculty Handbook.

For purposes of contract renewal, promotion and tenure, —fevant field group(s)”
means the field(s) of appointment (including intercollegiate departments) of the faculty
member under review at the time the review is conducted. For faculty with
appointments in more than one field group, a separate report shall be submitted to the
ad hoc committee by each field group in which the faculty member holds an
appointment. The faculty member under review may also request a report from any
field group with which he or she has an active affiliation.

4. THE AD HOC COMMITTEE SHALL,

a. thoroughly investigate the performance of the faculty member under review with
regard to the criteria stipulated in section V.A. All materials, including notes used in the
investigation and responses to the core questions (Appendix 2), should be kept and
dated. The Dean of Faculty’s office is responsible for promptly collecting and properly
filing such material at the close of each review. Following the completion of the review,
they should be placed in Part C of the faculty member's file. The ad hoc review
committee's procedures shall include, but not be limited to, the following:

i. Consult Part A of the file of the faculty member concerned.

ii. Meet with the faculty member concerned, after reviewing the file and the
statement submitted by the faculty member, to discuss the review process.

iii. Interview or request written statements from all faculty members in the
faculty member’s field groups as defined in V.B.3 above and, at the request of
the faculty member under review, from intercollegiate departments/programs with
which the faculty member has an affiliation.

iv. Interview or request written statements from Pitzer and/or other Claremont
Colleges faculty members suggested by the faculty member under review and at
least three additional Claremont faculty members who are, in the opinion of the
ad hoc review committee, in a position to judge the qualifications of the person
under review.

v. Receive written statements in accordance with Section V.B.1.c above, or
conduct interviews with at least 25 students distributed as follows: at least 5
seniors and at least 10 non-senior students who have taken at least one course
with the faculty member during the previous three semesters and who have not
been named by the faculty member under review as students to be interviewed;
an additional 5 students and/or alumni, including those named, if any, by the
faculty member under review; an additional 5 students who have been advisees
of the faculty member sometime during the previous three semesters. All course
evaluations since the last personnel review of the faculty member concerned
shall also be reviewed.

vi. Use the set of core questions (Appendix 2) for all students referred to in
paragraph v. above. The individual members of the ad hoc review committee
may, of course, ask any other questions they wish. If it appears that the ad hoc
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review committee will depart significantly from the strategy suggested by the core
questions, at any time during the interview process, it will consult with the faculty
member under review to inform him/her of its decision.

vii. In the case of tenure and promotion reviews, request and receive a minimum
of 4 letters from appropriate persons outside the Claremont Colleges concerning
scholarly or artistic activities. A minimum of 2 letters shall be from persons
named by the faculty member under review, and a minimum of 2 letters from
persons named by the committee. The letters asking for such information will be
signed and sent by the chair of the ad hoc committee.

viii. Request from College committee chairs, the deans, members of the
administration, and other appropriate persons information about the faculty
member's contribution to the self-governance of the College and other items in
V.A3.

b. As appropriate, in consultation with the faculty member, the ad hoc review
committee will also:

i. Interview and/or request written statements from appropriate faculty and
administrators at the other Claremont Colleges.

ii. Include within the sample additional students from the other Claremont
Colleges in the case of courses having significant cross-registration.

ii. fthere is special reason for doing so, include information derived from
interviews with students currently enrolled in courses of the faculty member
under consideration.

iv. Include information on any courses offered by the faculty member at other
Claremont Colleges.

c. The ad hoc review committee will prepare a written report summarizing all its
procedures and findings in relation to the criteria stated in Section V.A. The ad hoc
committee will incorporate information derived from interviews of the faculty member
under review; from interviews of students, faculty, and administrators; from written
course evaluations on file in the Dean of Faculty’s office; from publications provided by
the faculty member; from a written statement by the faculty member under review, and
from outside letters and the field group report(s). Comments received about the
candidate's personality should not be included in the report unless they bear directly on
the candidate's performance in meeting the criteria. In such cases, the relevance of the
comments should be made clear. The text should accurately report the balance of
positive and negative evidence received. In its report, the ad hoc review committee
must identify any significant difference among different sources of information
(including field group report(s)) and attempt to reconcile those differences. The review
committee is responsible not simply for gathering and reporting information but for
seeking evidence to evaluate and substantiate comments where the committee judges
it appropriate. The text of the field group report will be included in the ad hoc review
committee report as an appendix. Any procedures additional to those listed above in
Sections V.B.4.a and b shall be explicitly identified. The ad hoc review committee shall
make no recommendation concerning the faculty member under review. The ad hoc
committee chair is responsible for assuring that the above procedures have been
followed and that the report fairly and accurately reflects the evidence received. The
report, with appendices (if any), will be submitted to the Dean of Faculty, who will make
it available to the faculty member under consideration no later than two weeks before
the meeting at which the personnel review will be discussed by the Appointments,
Promotion and Tenure Committee. The Dean of Faculty will not deliver the report to the
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APT Committee until the procedures for response and reply set forth in paragraph d
(below) have been completed.

d. The faculty member under consideration will have one week in which to respond in
writing to the ad hoc review committee report regarding any errors of fact or
interpretation or problems of omission which he/she believes the report to contain. The
ad hoc review committee will be given one week to read the written response (if any) to
its report by the faculty member under review so that it may be able to comment, in
writing, on the faculty member's response before the report is sent to the
Appointments, Promotion and Tenure Committee. A copy of the ad hoc committee
comments in reply to the faculty member's response (if any) shall be provided to the
faculty member under review. The APT Committee will not discuss the report until the
faculty member under review has responded to the report in writing, or has had one
week to do so, and the ad hoc review committee has had one week to reply to written
responses by the faculty member (if any). The report of the ad hoc committee, when it
goes to the APT Committee, shall include as appendices the faculty member's
response (if any) and the ad hoc committee's reply (if any).

e. All information including notes from the interviews gathered by the ad hoc
committee is confidential and, once a review is complete and any opportunity for an
appeal is passed, shall be placed in Part C of the faculty member's file. In order to
protect the confidentiality of this material, no copies of this information can be kept
outside of a faculty member's file.

f.  Notwithstanding the provisions of section V.B.4.e above, the Appointment,
Promotion and Tenure Committee shall, as part of its deliberations, have access to all
outside review letters solicited by the ad hoc committee. At the close of the review,
such letters shall be placed with the other confidential material in Part C of the faculty
member’s file.

5. THE APPOINTMENT, PROMOTION AND TENURE (APT) COMMITTEE SHALL,

a. appoint an ad hoc review committee to consider the case of each faculty member
up for contract renewal, promotion, or tenure. Ad hoc review committees ordinarily will
consist of three members, one of whom will be a member of the APT Committee, who
shall be chair. One of the other two members will normally be chosen from the field of
the person under review or from a related field, while the third member will be chosen
from an unrelated field. Each faculty member under review will have two "rights of
refusal" with respect to the composition of the ad hoc review committee selected by the
APT Committee. If the faculty member under review finds the second proposed ad hoc
review committee unacceptable, he or she will be asked to submit to the APT
Committee the names of three Pitzer faculty members acceptable to him or her. The
APT Committee will select one name from that list and appoint two members of its
choice (with the stipulation that one member of the ad hoc review committee must be a
member of the APT Committee). The committee selected in this manner will be the ad
hoc review committee.

b. When an individual comes up for consideration two years in a row, the second time
he/she is to be considered the APT Committee, after review of the previous reports on
this person, shall have the option of determining what topics it wants additional
information on in order to make a second decision and of so directing the ad hoc
committee.
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c. A member of the APT Committee who has pertinent information concerning a
faculty member under review shall furnish that information to the ad hoc committee
while its investigation is under way.

d. The APT Committee, at its discretion, may review Part A of the file of the person
under review. It may also read letters from outside reviewers solicited by the ad hoc
committee, under the provisions of section V.B.4.f above. The APT Committee will
consider the faculty member's written statement, curriculum vitae and supporting
materials, and the ad hoc review committee's report (including any appendices). The
APT Committee shall base its recommendation entirely upon the information contained
in the items listed in this paragraph V.B.5.d. If the APT Committee is presented with
what it judges to be an incomplete or otherwise inadequate ad hoc committee report, it
may reject the report and return it to the ad hoc committee for additional research and
rewriting.

e. In personnel decisions, for all motions, five votes will constitute a majority,
regardless of the number of APT Committee members present. If a member of the APT
Committee is under consideration, that member will absent himself/herself during the
discussion and vote and the chair will vote. All votes will be by written ballot.

f. In personnel decisions, the President can be present but will not participate in the
discussion or vote.

g. After receipt and discussion of the ad hoc committee report, including any
appendices, the APT committee shall make a written recommendation to the President.
Within one week of the APT Committee's recommendation, the chair of APT must write
a separate report to the President summarizing the grounds on which the
recommendation was based and, where appropriate, describe how the APT resolved
differences between the ad hoc subcommittee report and the faculty member's
response.

h. The Dean of Faculty will give a copy of the recommendations and rationale of the
APT Committee to the faculty member to allow for the possibility of the faculty member
making an appeal for reconsideration. (See paragraph V.B.6.a below). The President
will communicate to the faculty member his/her response to the recommendation and
his/her reasons for the decision normally within two weeks, but no more than thirty days
following the expiration of the deadline for appeals stated in V.B.6.a below. If the faculty
member so requests within two weeks of notification of the President's decision, the
President will confirm his/her reasons in writing within two weeks of receipt of the
request.

i. The President will present the recommendation of the APT Committee, in the form
of a letter signed by the chair of APT, along with his/her own recommendations to the
Board of Trustees at a Board meeting before the end of the academic year in which the
review occurs. The President will report to the APT Committee on his/her
recommendation to the Board prior to the Board meeting and on the Board's action
afterwards. If the President's recommendation differs from the APT Committee's,
he/she will explain the reasons in writing to the APT Committee prior to the Board
meeting.

6. Conditions for Reconsideration of APT Committee Personnel Recommendations

a. Within two weeks of notification of the APT Committee's recommendation on
contract renewal, promotion, or tenure, a faculty member who has been reviewed may
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appeal that recommendation. Such an appeal must be made in writing to the President
and must explain the grounds for requesting reconsideration. The President will
determine, within two weeks of the appeal, whether or not to ask the APT Committee to
reconsider its recommendation.

b. The APT Committee shall reconsider a personnel recommendation when and only
when it receives a written request to do so from the President which must contain the
specific grounds for reconsideration, and must be based on the President's opinion that

i. significant information was not available to the APT Committee during its
deliberations, or

ii. the information upon which the recommendation was made contained
substantial error, or

iii. improper procedures were responsible for the recommendation, or
iv. there is evidence of infringement of academic freedom.

c. When a case is reconsidered, the APT Committee has the obligation to act within a
reasonable amount of time. When there are deficiencies in reports or procedures, the
APT Committee must correct those deficiencies prior to the reaching of a
recommendation and provide the President with a revised ad hoc committee report or a
written document describing its handling of the deficiencies. The faculty member under
review will be provided with a revised ad hoc review report or with the draft of the APT
document describing how the deficiencies were resolved before the APT Committee
reaches a final decision and he/she may respond in writing. All of these written
materials will be sent to the President with the new APT recommendation.

d. If the President decides that there are no grounds for reopening a case, he/she
must communicate the basis for his/her decision to the appealing party or parties and
to the APT Committee.

C. PERSONNEL PROCEDURES FOR PART-TIME FACULTY

TENURE. Normally, no faculty member on less than full-time teaching appointment will be
eligible for tenure.

FACULTY STATUS. Persons offering courses for credit at Pitzer College shall be granted
faculty status. (See Section I, 1.3 for voting information.)

APPOINTMENTS AND CONTRACT RENEWAL. Normally, a faculty member on less than
a full-time but more than a half-time teaching appointment may be considered for an
extended contract of up to five years during his/her sixth year of teaching at Pitzer College.

Normally, faculty members appointed to less than half-time teaching positions shall be
ineligible for contracts of more than one year. Such contracts may be considered for
renewal on a yearly basis.

PROMOTION. A faculty member in the instructor or professorial rank with less than a full-
time but more than a half-time teaching appointment shall be considered for promotion
according to the same time schedule applicable to full-time faculty members.
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SALARY. A faculty member not in professorial rank on less than full-time but more than
half-time teaching appointment shall be considered for salary increases comparable to
those entailed in a promotion on a parallel time schedule.

ONE-PERSON FIELDS. When considering the contract renewal of a part-time faculty
member in a one-person field, a report estimating curricular need for the courses offered in
that field shall be part of the criteria for arriving at a recommendation regarding contract
renewal. Such a report shall be prepared by the Academic Planning Committee. The
faculty member under review shall have the opportunity to respond to the report. When a
recommendation to deny contract renewal is made on curricular grounds, no appointment
may be made in that field for a period of at least two years.

D. EARLY CONSIDERATION FOR PROMOTION

In cases of extraordinary merit, a faculty member may be considered for early tenure
and/or promotion (see Bylaws, Article 5, Sections 6 and 7). Such a proposal must originate
from outside of the APT Committee. The faculty member or a relevant field group may
propose early promotion and/or tenure consideration. Such a proposal should include a
detailed statement of the reasons for early consideration. After receiving such a proposal,
the APT Committee will determine if the case merits further investigation. If it so
determines, the APT Committee shall appoint an ad hoc committee according to normal
personnel procedures.

If the faculty member is denied early promotion and/or tenure, he or she will be reviewed at
the normal time.

Non-tenure-track faculty members at the rank of Instructor, Assistant Professor, or
Associate Professor whose faculty contracts are coterminous with administrative
appointments (e.g., the academic directors of CCCSI and the Writing Center) will be
evaluated for their first contract renewal (normally in the third year) and, if they so desire,
promotion without tenure to Associate and Full Professor, according to the criteria,
procedures, and schedules established for faculty contract renewal and promotion (V.A.
and V.B.), with the exception that these faculty are not expected to serve on ad hoc and
standing committees. Review of the performance of their administrative responsibilities will
include interviews with faculty, students, and staff who have worked with them in their
administrative capacity and with the Dean of Faculty to whom they report. The
Appointments, Promotion and Tenure Committee will decide whether to act on the request
for consideration for promotion.

E. CONTRACT RENEWAL AND PROMOTION FOR CONTINUING FACULTY WHO ARE
ADMINISTRATORS

Non-tenure-track faculty members at the rank of Instructor, Assistant Professor, or
Associate Professor whose faculty contracts are coterminous with administrative
appointments (e.g., the academic director of CCCSI) will be evaluated for their first contract
renewal (normally in the third year) and, if they so desire, promotion without tenure to
Associate and Full Professor, according to the criteria, procedures, and schedules
established for faculty contract renewal and promotion (V.A. and V.B.), with the exception
that these faculty are not expected to serve on ad hoc and standing committees. Review of
the performance of their administrative responsibilities will include interviews with faculty,
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students, and staff who have worked with them in their administrative capacity and with the
Dean of Faculty to whom they report. The Appointments, Promotion and Tenure Committee
will decide whether to act on the request for consideration for promotion.

F. PERIODIC REVIEW OF TENURED FACULTY AND OF ADMINISTRATORS WHO TEACH
1. Tenured Faculty

a. Each faculty member who has a continuing appointment to the college will prepare a
brief annual report, accompanied by a curriculum-vitae update. The report should
comment on the year's teaching and advising, scholarship, and service. It will conclude
with a brief self-statement about the year's achievements, and, if desired, what the
college and the faculty member could do to enhance the faculty member's
effectiveness. (A form for this report is included in Appendix F of the Faculty
Handbook.) These self-reports are due by August 15, before the next academic year,
and will be reviewed by the Dean of Faculty’s office and placed in Part A of each faculty
member’s personnel file.

b. A faculty member is responsible for distributing each semester to all students in his
or her classes course evaluation forms in each course taught, with the choice of any of
the approved Pitzer forms or a form of his or her choice or design. Completed
evaluations will be collected by a designated student who will take them to the Dean of
Faculty’s office where they will be available by request to the individual faculty member
for examination in the Dean of Faculty’s office after the conclusion of a semester. Each
semester’s evaluations will be retained for a period of five years in an Appendix to Part
A of the faculty member’s personnel file.

c. Reviews of tenured faculty will normally occur at five year intervals. However, if a
five-year review would fall within two calendar years of a review of another sort (e.g., a
review for promotion), it will not be held.

i. For each five year review, the Appointments, Promotion and Tenure (APT)
Committee will appoint an ad hoc committee consisting of two faculty members.
The faculty member to be reviewed will have the right to reject up to three of the
names proposed by APT for the ad hoc committee.

ii. Purpose. A 5-year review provides the opportunity for self-reflection on the
faculty member's role in the college, and also provides feedback to the faculty
member to enhance his or her effectiveness and satisfaction. It should also
provide information to the college to acknowledge professional contributions, to
adjust a faculty member’s relationship to the college, and to identify opportunities
for possible improvements in faculty performance.

iii. A normal five year review will consist of a brief written report prepared by the
ad hoc committee that draws on information from 1.a and 1. b above and on a
self-statement prepared by the faculty member. This report summarizes the
faculty member’s overall contributions to the college during the period under
review and forms the basis for APT Committee discussion. A copy of this report
is sent to the faculty member under review not less than 10 days before the APT
Committee discusses the review.

iv. The ad hoc committee has the responsibility for accurately summarizing
material and for reflecting the balance of positive and negative evidence. The ad
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hoc committee shall make no recommendation to the APT Committee about the
adequacy of performance of the person under review.

2. Procedures to be followed in preparing the ad hoc committee’s report.

a.) Within the first week of the semester during which the faculty member will be
reviewed, the faculty member will prepare for the ad hoc committee an up-to-date
curriculum vitae and a written statement reviewing the course of his/her career at the
College since the previous review. The statement should address, but not limit itself to,
the criteria described in Section V A of the Faculty Handbook, and should include a
self-evaluation of the person's contributions to the College. It should direct the attention
of the ad hoc committee to any perceived problems in the faculty member's relation to
the College. The faculty member may choose to provide illustrative materials such as
course syllabi, evidence of scholarly or artistic activities and may request that
interviews be carried out with students, field group members and other colleagues or
both.

b.) The ad hoc committee will discuss with the faculty member the self-evaluation and
the concerns to be explored in the review. The ad hoc committee shall, at a minimum,
consult and incorporate into its report information from the self-evaluation statement,
annual reports and teaching evaluations for the period since the faculty member’s
previous review that are in the faculty member’s personnel file, as well as evidence of
advising effectiveness (once these procedures are developed).

c.) If a faculty member has requested at the outset that student interviews or interviews
with field group members and colleagues be conducted to supplement the ad hoc
committee’s report, the ad hoc committee will follow the same procedures, in selecting
and interviewing students (including the use of the Core Questions) and in interviewing
field group faculty, prescribed for tenure and promotion reviews in Section V.B.4 of the
Faculty Handbook

d.) The ad hoc committee will also characterize in a list any additional material supplied
by the faculty member.

e.) In the written report to the APT Committee, reference should be made to the criteria
in Section V.A, but emphasis should be placed on the overall role of the faculty
member at the College. If interviews have been requested, the ad hoc committee
should make clear the basis of its information, without identifying individual sources.
Comments received about the candidate’s personality should not be included in the
report unless they bear directly on the candidate’s performance in meeting expected
professional criteria.

f.) The report will be submitted to the Dean of Faculty, who will make it available to the
faculty member no later than 10 days before the meeting at which the personnel review
will be discussed by the APT Committee. The Dean of Faculty will not deliver the report
to the APT Committee until the procedures for response (set forth below) have been
completed.

g.) The faculty member will have one week in which to respond in writing to the ad hoc
review committee report regarding any errors of fact or interpretation or problems of
omission which he/she believes the report to contain. If the faculty member wishes to
write a response to the report, it will be included as an appendix to the ad hoc
committee report when it goes to the APT Committee.
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h.) All information gathered by the ad hoc committee, including notes of interviews if
any, are confidential, and once a review is complete notes or other documents shall be
placed in Part C of the faculty member’s file. In order to protect the confidentiality of this
material, no copies of this information can be kept outside of a faculty member’s file.

3. Responsibilities of the APT Committee . The Appointments, Tenure and Promotion
Committee will read and discuss the self-evaluation and the ad hoc committee's written
report. If the APT Committee is presented with what it judges to be an incomplete or
otherwise inadequate ad hoc committee report, it can reject the report and return it to the
ad hoc committee for additional research and rewriting. It is expected that information from
yearly self-reports and from ongoing teaching evaluations, and material supplied by the
faculty member, will be sufficient to provide full and constructive evaluation to the faculty
member and to the college.

a.) After full and fair discussion of the ad hoc committee report, including any
appendices, the APT Committee will vote to accept the report or to extend the review
by gathering further information in accordance with either the procedures for a faculty
contract review and promotion or to implement procedures for a Special Review.

b.) If the report is accepted , the APT Committee will direct the Dean of Faculty and the
chair of the APT Committee to provide the faculty member with oral feedback on the
issues raised in the ad hoc committee's report and the APT Committee discussion. In
addition, the Dean will write a letter, approved by the APT Committee, reflecting the
outcome of the APT discussion. This letter will be filed in Part A of the faculty member’s
personnel file, where it will be available for the faculty member to read. The process will
conclude.

c.) In most cases, the faculty member’'s conversation with the Dean of Faculty and APT
Committee chair will focus on minor adjustments, constructive feedback and
brainstorming about ways to improve the faculty member’s productivity or relationship
to the college.

d.) In the rare case that, as a result of evaluation and careful weighing of available
information in a five year review, the APT Committee concludes that significant
problems are occurring in a tenured professor’s performance that require immediate
corrective action, this will be communicated to the faculty member in a written letter
signed by the APT Committee chair and the Dean of Faculty and placed in Part A of the
faculty member’s personnel file not more than one week after the APT Committee
discussion. At its discretion, the APT Committee may make a recommendation for
sanctions to the President of the college in accordance with Article 5, Section 9 of the
By-Laws. The faculty member will be informed of any recommendation that is made. A
recommendation to the President about sanctions based on poor performance, or
inadequate professional conduct requires a written ballot; five votes constitute a
majority regardless of the number of APT Committee members present. If a member of
the APT Committee is under review, that member will absent himself/herself during the
discussion and vote and the chair will vote. Any appeal of the APT Committee’s
recommendation is directed to the President of the college and must be filed by the
faculty member within 30 days from the date on which the faculty member was notified
of the APT Committee’s recommendation. The President must inform the faculty
member and the APT Committee of her/his action on the recommendation and its
appeal, if any, within 60 days of the end of the semester in which it was decided by the
APT Committee. The outcome of the appeal and /or the duration and terms of action
taken by the President to sanction the faculty member will be final and will be recorded
in Part A (or Part B if it involves salary) of the faculty member’s file.
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e.) If the APT Committee judges that, as a result of a personnel evaluation it has
reason to be concerned about serious dereliction of duty, incompetence, or serious
misconduct on the part of a faculty member, it is obligated to begin procedures for a
Special Review (see Section V.H, below). The Dean of Faculty will inform the faculty
member. A new ad hoc committee to investigate will be formed and procedures for a
Special Review will commence immediately.

4, Administrators Who Teach

Administrators who regularly teach courses shall be periodically reviewed in their
teaching capacity, normally in every third year during which one course is taught, or
sooner if requested by the administrator. An administrator is responsible for distributing
teaching evaluations in each course taught. Procedures in V.F.1.c also apply to
administrators who teach.

G. APPOINTMENT PROCEDURES
1. Appointment and duties of search committees.

a. For tenure-track searches at the college, search committees will be named by the
Appointments, Promotion and Tenure (APT) Committee upon recommendation of the
Dean of Faculty in consultation with the voting members of the hiring field group.

Normally, a search committee will consist of all faculty members of the hiring field
group, and have a minimum size of three. In field groups with student members, the
field group should clearly delineate the role of student members in the search at the
time the search committee is named. In searches run by field groups of fewer than
three members, the APT Committee, in consultation with the hiring field group, will
name additional search committee members. In all cases, the majority of the members
of the search committee will be Pitzer tenured or tenure-track faculty. The Dean of
Faculty and the APT Committee will work to ensure that, when possible,
underrepresented minority and women faculty are afforded an opportunity to serve on
search committees.

b. The search committee, with support from the Dean of Faculty’s office, is responsible
for the search process, including the posting of advertisements, screening of
candidates’ files, scheduling of interviews, arrangement of on-campus visits (including
job talks), publicizing job talks to colleagues at Pitzer and the other Claremont
Colleges, and making a recommendation to the APT Committee at the end of the
process.

c. The search committee’s recommendation to the APT Committee will be the result of
a majority vote, and will take the form of a ranked slate of candidates. If the search
committee finds one or more of the candidates invited to campus unacceptable, it will
indicate to the APT Committee its reasons for not recommending such candidates.

d. At all points during the search, the search committee will work with the affirmative
action facilitator (AAF) appointed by the APT Committee to assure that Pitzer’s
affirmative action procedures (see Section V.M, below) are followed. In particular,
search committees are required to familiarize themselves with, and to follow the
affirmative action hiring protocols in Section V.M.7, below.
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2. Timeline:

The following timeline illustrates the normal sequence of events in a tenure-track job
search at Pitzer. Not all searches will follow this model, for reasons that include the timing
of national professional meetings and the interdisciplinary character of some
appointments. In general, however, tenure-track searches at Pitzer should follow this
sequence:

In the academic year prior to campus visits:

e The Academic Planning Committee solicits proposals from field groups and
individual faculty members to fill an open tenure-track slot.

e APC, in consultation with the Diversity Committee, recommends a position
description to Faculty Meeting. Faculty Meeting recommends the position
description to College Council.

e College Council approves position description.

e Job ads are submitted to relevant disciplinary journals and websites, and to
additional venues specified by the Dean of Faculty’s office in order to broaden
outreach to women and persons from underrepresented minority groups.

Six months or more prior to campus visits:

o The APT Committee, upon recommendation of the Dean of Faculty and the
hiring field group, approves a search committee.

o The APT Committee appoints an affirmative action facilitator (AAF) to the
search. The AAF is charged with ensuring that Pitzer’s affirmative action
policies are followed throughout the process.

e The search committee alerts colleagues at the other Claremont Colleges that
a search is taking place. This will include contacting colleagues at the
Intercollegiate Program in Women’s Studies, and the Intercollegiate
Departments of Africana Studies, Asian American Studies, and
Chican@/Latin@ and Transnational Studies.

Two or three months prior to campus visits:

e The search committee meets with the AAF to discuss affirmative action
procedures, and to set out a procedure for going through applications. An
invitation is extended to the Diversity Committee chair to review applications.

e Search committee members read files of applicants. As soon as possible after
job ad closing date, search committee meets to discuss all candidates. AAF
and Diversity Committee chair should be invited to this meeting, and to any
other meetings where the applicant pool is winnowed down.

e The search committee agrees on a slate of 8-15 semifinalists. Normally, these
semifinalists will be personally interviewed by the search committee at a
national disciplinary meeting, or by phone. In cases where personal interviews
are not feasible, the search committee will explain to APT in writing its
reasons for following another procedure.

e To the best of her/his ability, the AAF tabulates the numbers of women and
minority candidates (both in the overall candidate pool, and in the group of
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proposed semifinalists) and reports this information to the Dean of Faculty and
to the APT Committee.

e The APT Committee approves a slate of semifinalists for search
committee interviews.

One month or more prior to campus visits:

e The search committee interviews semifinalists, in person (preferably) or by
phone or videoconference. The search committee recommends three — or, in
rare circumstances, four -- candidates to bring to campus. The search
committee may also, at its discretion, name a slate of backup finalists, for
consideration should any of its first choices decline.

e The APT Committee approves the slate of on-campus candidates and any
backup slate. The AAF tabulates the number of women and minority
candidates on the slate of on-campus candidates.

One or two weeks prior to campus visits:

o The Dean of Faculty’s office contacts on-campus finalists, explaining the
structure and likely audience for a Pitzer job talk. Any special requests (AV
equipment, advance photocopying) should be taken care of at this time.

e The search committee contacts students (usually senior or junior majors) and
schedules meals or other contacts with each candidate during on-campus
visits.

e The search committee contacts relevant colleagues at the other Claremont
Colleges and invites them to job talks, as well as to meals and other meetings
as appropriate.

During on-campus visits and after:;

e Each candidate meets with the Diversity Committee, and with other campus
constituencies as appropriate.

e Each candidate gives a public job talk, to which all members of the community
(faculty, students, staff) are invited. Normally these talks are scheduled at
non-class hours: TTh 11 a.m., or after 4 p.m. MTW.

o At the search committee’s discretion, each candidate gives an additional
—elaching talk,” to be arranged by the search committee. Provided the
candidates are given adequate notice and some briefing as to context, and
that the talk clearly fits the existing syllabus, this talk may be given to an
existing Pitzer class, with APT and search committee members invited to
attend. Otherwise, the search committee will arrange a —rock class” of majors
or other students, with APT and search committee members invited to attend.

e Each candidate has a formal interview with the Diversity Committee, in which
a standardized set of questions developed by the Diversity Committee is
employed. Normally three or more Diversity Committee members (which
ideally would include at least one faculty, staff, and student member) will
participate in the interview, schedules permitting.

e \When the last candidate visit concludes, the search committee invites all
Pitzer and Claremont colleagues who saw at least one of the job talks to give
their impressions of the candidates. This invitation ought to go out several
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days in advance of the search committee meeting to recommend a hire to the
APT Committee.

e The APT Committee meets with the Diversity Committee to discuss the
finalists.

e The search committee recommends one or more candidates to APT
Committee.

e The APT Committee approves making an offer to a candidate.

o The Dean of Faculty makes offer to a candidate and enters contract
negotiations. If these negotiations are successful, the candidate is hired.

¢ |n the event that the offer is declined, and if the APT Committee has approved
other on-campus finalists in advance, the Dean may make offers and enter
into contract negotiations with such candidates. Otherwise, the APT
Committee may (at its discretion) ask the search committee to bring new
candidates forward from its semifinalist slate, for approval by the APT
Committee and subsequent campus visits. The APT Committee may also (at
its discretion) terminate the search.

3. Non-tenure track searches.
The following guidelines are for use by field groups in hiring non-tenure-trackfaculty.

Such hires include replacements for faculty on sabbatical leaves, primary caretaker
leaves, administrative leaves, medical leaves, unpaid leaves of all types, and for courses
made available by course releases (such as those for the Scholar in Residence program,
or the editing of scholarly journals):

a. In submitting candidates to the APT Committee for temporary hiring, the proposing
field group is responsible for presenting sufficient information to support an
appointment. Field groups should outline in their requests the steps they took in
arriving at the hiring nomination. Such steps might include advertisements, personal
contacts, e-mails to local department chairs, review of submitted materials, and any
other recruitment or selection activities. In the case of full-time appointments, job
postings, job talks, campus visits, or personal interviews are highly desirable.

b. Field groups will provide evidence of compliance with the spirit of Pitzer’'s affirmative
action procedures. All positions must be announced to the intercollegiate ethnic and
women’s studies centers.

c. In submitting candidates to the APT Committee, the field groups will provide
evidence of the candidate’s teaching abilities (for example: course evaluations,
department chair letters, course syllabi, student letters) or an explanation of why these
materials are unavailable.

d. The dean of faculty will work with field groups to assure that steps a-c have been
followed before the APT Committee considers any replacement request. Inadequately
supported requests will be returned to field groups.
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G-1.
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Dual Contractual Appointments [passed College Council 2-4-10]

1. Pitzer College does not create future faculty positions in dual contractual
appointments.

2. Rather than using a —oe-size-fits-all” approach, we recommend Pitzer College address
existing DCA using the following two options:

OPTION 1: DCA faculty may choose to leave one of the field groups and become
contractually tied to one field group.

a. The faculty member and FEC will agree upon an appropriate exit strategy for
faculty leaving their contractual field group. In some cases, FEC may recommend
certain remedies such as a development of a Memo of Understanding (see section b)
in order to mitigate disruptions to curriculum, advising and service to the severed field
group. In other cases, such remedies may be unnecessary. The appropriate
remedies, if any, will be determined by the faculty member and FEC.

b. MEMO OF UNDERSTANDING: Faculty will draft a memo of understanding
between the Dean of Faculty and a representative of the field group he/she is leaving.
The intention is to minimize the impact of the faculty member’s departure from a field
group by creating a transition period, during which the faculty member provides
curricular and advising support to the field group. The memo of understanding will:

i. Lastfor 3 years, at which point said faculty has the option to re-negotiate the
terms of his/her continued affiliation with the field group he/she is leaving

ii. Include courses in field group that the faculty member agrees to teach.

iii. Include advising responsibilities to majors in field group being left. The
expectation is that, after three years, most declared majors being advised by the
former DCA faculty will have graduated.

c. REVIEWS: When it comes to faculty evaluations for promotion, tenure and contract
renewals, faculty will be evaluated by the field group with whom they have the
contractual arrangement. The affiliated faculty member may request a letter of
evaluation from the field group he/she had left

OPTION 2: DCA faculty may choose to stay as DCA. We recommend that such faculty
member and the Dean of Faculty develop appropriate remedies based on rank designed to
ensure the DCA does not jeopardize the faculty member’s chances for promotion to the
rank of associate professor or full professor. DCA who are full professors may be eligible
for compensatory remedies to be negotiated between the DCA and the Dean of Faculty.

3. DCA RETIREMENT or the DCA POSITION VACATED

In order to fulfill the goals noted in recommendations 1 and 2, we recommend that joint
appointments not continue past current DCA faculty retirement or if the line is vacated.

The committee recommends the college adopt the following policy:

i. When a DCA retires or if the DCA position is vacated, the two field groups
involved in the DCA both return to APC with position requests. The responsibility
for allocation of positions will then lie with APC. We recommend that APC
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include a continued area of specialization in the subsequent position description.
So, for example, in the case of a Political Studies/Chicano Studies DCA, if
Political Studies is granted the position, it will include Chicano/Latino politics as
an area of specialization or, if Chicano Studies is granted the position, it will
include Political Science as an area of specialization.

H. GRIEVANCE AND SPECIAL REVIEW PROCEDURES

Pitzer College has two distinct procedures for addressing complaints by, and against, individual
faculty members. The Grievance Procedure provides a means by which a faculty member may
present a grievance, not related to and therefore not covered by Appointment, Promotion and
Tenure procedures, alleging that a decision or action of another faculty member, administrator, ad
hoc or standing committee or the institution adversely affects or affected the grievant. The
procedure is designed in accordance with AAUP guidelines to mediate grievances in a prompt,
informal and amicable way, without the need for formal hearings.

The Special Review Procedure is intended only for complaints of dereliction of duty, professional
incompetence, or serious misconduct --including acts of verbal or physical harassment — on the
part of an individual faculty member. Special Reviews may be initiated only by a vote of the
Faculty Executive Committee.

1. Grievance Procedure.

a. A faculty member who has a grievance as described above should present that
grievance in writing and in a timely fashion to the Dean of Faculty to enlist his or her
assistance in reaching a prompt resolution. The faculty member’s statement should
also include her/his proposal(s) for a possible solution. The Dean of Faculty will inform
all those named in the grievance. If within two weeks the Dean and the grievant cannot
work out a resolution satisfactory to the grievant, the grievant may present a written
statement of the grievance to the chair of FEC, indicating the nature of the grievance,
identifying those parties against whom the grievance is being filed, and specifying the
remedy being sought. If the Dean of Faculty is among the parties against whom the
grievance is filed, the Dean will immediately pass the grievance on to the chair of FEC,
skipping the two-week mediation period specified above.

b. The chair will promptly inform FEC, in writing, that a grievance has been filed. In a
timely fashion (normally at the next scheduled meeting), FEC will consider the
grievance. If FEC judges that the grievance charges a faculty member with dereliction
of duty, professional incompetence, or serious misconduct -- including acts of verbal or
physical harassment — FEC may, at its discretion, initiate a Special Review as provided
forin Section V.H.2, below. For all other grievances that FEC judges to be sufficiently
serious and not satisfactorily resolved, FEC will appoint an ad hoc committee
consisting of three tenured faculty members to investigate the situation. If an FEC
member is one of the parties against whom a grievance is filed, s/he will be absent
from FEC's discussion of the matter. If a majority of FEC members are named in a
grievance, FEC will move directly to appointing an ad hoc grievance committee. In
appointing the ad hoc committee, FEC will seek membership that is acceptable to the
grievant and the parties named in the grievance. If this effort is not successful, FEC will
select at random from eligible faculty and invite the chosen faculty members to serve,
continuing until three willing members have been identified or each eligible faculty
member has been asked to serve. All tenured faculty are eligible, with the exception of
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those serving on FEC or APT, those on leave at the time of selection, those on leave
the following semester, and those named in the grievance.

c. The ad hoc committee will explore the grievance. It may conduct its own inquiry,
interview the grievant and the parties named in the grievance, interview witnesses, and
gather information, subject to the conditions set forth in the personnel files section of
this handbook (Section V.l1). With the consent of the grievant and of all parties named in
the grievance, the ad hoc committee may also bring in an outside mediator of its
choosing. If outside mediation is chosen, no party in the grievance will be represented
by an attorney in the mediation, and the ad hoc committee, as a body, will not consult
any attorney on matters of law unless authorized to do so by all parties to the
grievance. These conditions seek to balance the rights of individuals to privacy of their
personnel files and the rights of other faculty members and of the ad hoc committee’s
need for information necessary to carry out its task. Normally, this exploration will be
completed within one month.

d. Having explored the grievance, the ad hoc committee will attempt to achieve a
resolution that is satisfactory to the grievant and to all parties named in the grievance. If
either the ad hoc committee or the grievant believes that mediation efforts have
reached an impasse and that further efforts will be unproductive, either may terminate
the process.

e. Whether or not mediation proves successful in resolving the grievance, the ad hoc
committee shall write a report to FEC describing its efforts. If mediation has been
successful, the report shall be signed by members of the ad hoc committee, the
grievant and all those specifically named in the grievance. If mediation is unsuccessful,
a copy of the ad hoc committee report summarizing the reasons for failure will be sent
to the grievant, who will indicate in writing that he or she has seen the report. If the
grievant decides to terminate the mediation process or unilaterally withdraws the
grievance, the grievant is required to write a report to FEC summarizing the reasons for
this decision. Both the report of the ad hoc committee and any report of a grievant shall
be made available for reading to the grievant, to all those named in the grievance, to
the President, to the Dean of Faculty, and to members of FEC. Copies of both reports
shall be placed in Part A of the personnel files of the grievant and of each of the faculty
members named in the grievance. Copies will be forwarded to the College’s Personnel
Director and placed in the files of staff members named in the grievance in accordance
with staff personnel regulations and procedures.

2. Special Review Procedure

a. Special Reviews pertain only to complaints of dereliction of duty, professional
incompetence, or serious misconduct --including acts of verbal or physical harassment
— on the part of an individual faculty member. Such complaints include findings by the
APT committee during five-year reviews of serious dereliction or incapacity on the part
of tenured faculty members, as specified in the Bylaws (Handbook Section 11.5.9).
Such complaints do not include sexual harassment complaints. Any sexual
harassment complaint brought against a faculty member either by the alleged victim or
by a Pitzer College representative will be heard under the procedures outlined in the
Sexual Harassment Policy (Handbook Section VIII.D). In both Special Reviews and the
Sexual Harrassment Policy, if a recommendation for dismissal results, AAUP due
process procedures will be followed.

b. fthe FEC judges that a complaint merits a Special Review under the limits
specified by Section V.2.a above, and judges the matter to be sufficiently serious and
not satisfactorily resolved, the FEC will appoint an ad hoc committee consisting of three
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tenured faculty members to investigate the situation. The faculty member to be
reviewed will be informed of the impending review, and will have the right to reject up to
three of the names proposed by FEC the for ad hoc committee. Before the ad hoc
committee begins its work, the FEC will determine the specific areas of concern to be
investigated and appropriate procedures to be used in the investigation; these
procedures and areas of investigation will be communicated to the faculty member
under review.

c. The report of the investigating committee will be submitted to the faculty member
under review at least one week before it is presented to the FEC, and the faculty
member will have the opportunity to respond in writing to the report. After the FEC has
received the ad hoc committee's report and the faculty member's response, if any, it will
decide whether dereliction of duty, professional incompetence, or serious misconduct
has occurred and will make a recommendation to the President regarding any action to
be taken. This action may include such things as reallocations of responsibilities, leave
of absence, freezing of salary, or initiation of dismissal proceedings. If dismissal
proceedings are initiated, AAUP provisions for due process in formal proceedings will
be observed. The faculty member under review will be informed in writing by the Chair
of FEC of the FEC's recommendation to the President. Throughout the special review,
the goal shall be to resolve the perceived problem. If at any point during this process
the situation is informally settled to the satisfaction of all parties involved, the special
review proceedings will be discontinued.

d. The President shall not act on the FEC recommendations for a period of at least
two weeks from the date on which the Chair of FEC gives the recommendations to the
faculty member under review, to allow for the possibility of the person's making an
appeal for reconsideration. [See paragraph 3.a immediately below.] If no request for
reconsideration has been received during this two-week period, the President will then
communicate to the faculty member his/her response to the FEC recommendation and
his/her decision in writing to the FEC; if the President's decision differs from the
recommendation of the FEC, he/she will explain the reasons in writing to the FEC.

Conditions for Reconsideration of Special Reviews

a. Within two weeks of natification of the FEC's recommendation after a special
review, a faculty member who has been reviewed may appeal that recommendation.
Such an appeal must be made in writing to the President and must explain the grounds
for requesting reconsideration. Within two weeks of the appeal, the President will
determine whether or not to ask the FEC to reconsider its recommendation.

b. The FEC shall reconsider a special review recommendation when and only when it
receives a written request to do so from the President; the President's request must
contain the specific grounds for reconsideration, and must be based on the President's
opinion that

i. significant information relevant to the proceedings was not available to the

FEC during its deliberations, or

ii. the information upon which the recommendation was made contained
substantial error, or

iii. improper procedures were responsible for the recommendation, or

iv. there is evidence of infringement of academic freedom as defined by AAUP
criteria and guidelines.
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c. When a case is reconsidered, the FEC has the obligation to act within a
reasonable amount of time. When deficiencies in a report or procedures have occurred,
the FEC must correct them prior to reaching a new recommendation. The FEC may
request the ad hoc committee to undertake further work and the preparation of a new
report, or the FEC may address itself to the deficiencies in the report or procedures and
write a statement explaining its actions. The faculty member under review will be
provided with a revised ad hoc review report or with the FEC document describing how
the deficiencies were resolved before the FEC reaches it final decision, and he/she
may respond to the FEC in writing. The FEC must then provide the President with a
revised ad hoc committee report or a document describing its handling of deficiencies
in the first report or procedures. These documents together with the faculty member's
response to FEC, if any, will be sent to the President along with the new FEC
recommendation.

d. Disposition of Documents If no evidence is found to support the complaint, all
documents relevant to this Special Review will be placed in Part C of the faculty
member's file. Otherwise, the documents will be placed in Part A of the faculty
member's file.

.  PERSONNEL FILES IN THE OFFICE OF THE DEAN OF FACULTY

1. This section describes faculty personnel files maintained in the office of the Dean of
Faculty. The policy seeks to achieve three objectives. First, it guarantees both that each
faculty member has the fullest possible access to the information contained in his/her file
and that each faculty member be protected against improper use of the material in his/her
file by members of the College community or anyone else. Second, the policy guarantees
the right to confidentiality of those individuals who have provided information with the
expectation that their identity not be revealed. Third, it defines the instances when duly
appointed representatives of the College may properly use information contained in
personnel files as part of College procedures. It is recognized that, from time to time, a
faculty member's right to privacy regarding material in his/her personnel file may exist in
tension with the rights of other faculty individuals or the requirements of a review or
grievance committee. At such times, even though information contained in the personnel
file may be deemed relevant to the case at issue, it is incumbent upon the Dean of Faculty,
when considering a request for information from a faculty member's personnel file, to weigh
the right of the individual to the privacy of his/her file against the rights of other individuals
and the requirements of a review or grievance committee. In the event that the Dean of
Faculty perceives himself/ herself to be placed in conflict of interest in making such a
determination, s/he or she shall designate the Chair of FEC or any member of FEC to act in
his or her stead. The faculty member concerned will be informed in writing of any decision
to allow any relevant committee or individual to have access to the material in his/her
personnel file

2. Parts of Faculty Personnel Files
a. Part A:

Only the following individuals will have access to this portion of the file: the faculty
member concerned, the Dean of Faculty, the President, the members of an Ad Hoc
Review Subcommittee and the members of the APT Committee during a personnel
review, the members of the APT Committee when hearing an appeal of a relevant
personnel review, the members of an Ad Hoc Grievance Committee during its relevant
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grievance proceeding. An AHGC will be granted such access only upon submission of
a formal written request to the Dean of Faculty or his/her designated representative
(see section V.1.1, above), and upon his/her subsequent written approval of that
request. This section of the file will contain only the following:

i. past personnel reports that the faculty member has been eligible to read
(excluding those written before September 1, 1978)

ii. any responses by the faculty member to those reports

iii. any Ad Hoc Subcommittee responses to the faculty member's response
iv. annual reports written by the faculty member

v. sabbatical reports written by the faculty member

vi. personnel summaries prepared by the faculty member for personnel review
purposes

vii. written summaries of confidential letters or of oral statements which the
faculty member has been given and any response by the faculty member to such
letters or statements. Both the written summary and the written response, but not
the original letter or statement, will be in this part of the file.

viii. any official correspondence from an officer of the College to the faculty
member which bears on his/her conditions of employment other than salary

ix. grievance reports or requests for grievances

X. any additional materials which a person has requested to be placed in his/her
own file, or which the Dean of Faculty deems relevant.

b. Part B:

Only the Dean of Faculty, the President, and the faculty member will have access to
this part of the file. This part of the file will contain only the following:

All contract letters which include salary information, subsequent notices of salary
adjustments (e.g., due to unpaid leave), arrangements made during medical leave, and
other information about the individual's salary

c. PartC:

Only the following individuals will have access to this portion of the file: the Dean of
Faculty and the President and then only after he/she has informed the faculty member
in writing that he/she intends to read a particular item(s) in this part of the file; members
of FEC or APT when acting as an appeal committee for a relevant personnel decision;
and the members of an Ad Hoc Grievance Committee during its relevant grievance
proceeding. An AHGC will be granted such access only upon submission of a formal
written request to the Dean of Faculty or his/her designated representative (see section
V.l.1, above), and upon his/her subsequent written approval of that request. This
section of the file will contain only the following:

i. all confidential letters and statements

ii. all personnel reports written prior to September 1, 1978

iii. all information, including letters from outside reviewers and notes from
interviews gathered by Ad Hoc Committees in personnel reviews, grievances,
and faculty searches.
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3. If afaculty member wishes to inspect or copy material in Part A or Part B of his/her own
file, he or she may do so by making an appointment with the Assistant to the Dean of
Faculty. Upon request, a faculty member will obtain a summary of the contents of
documents in Part C while safeguarding the confidentiality of the sources of his/her file.

4. The Dean of Faculty shall maintain on each personnel file a sign-out/sign-in sheet.
Each person using that file will record his/her name, the date and the time he/she obtained
the file and the date and time he/she returned the file. The Dean of Faculty shall be exempt
from this requirement for normal day-to-day operations of his/her office.

J. DISTINGUISHED VISITING PROFESSORS.

In accordance with the College Bylaws, Article V, Section 4.3, the President, in consultation
with the Appointments, Promotion and Tenure (APT) Committee and the relevant field
group(s), shall have the privilege of appointing distinguished individuals as visiting
members of the faculty. Faculty members or field groups may also recommend the
appointment of distinguished individuals as visiting members of the faculty, subject to the
availability of funds and the approval of the APT Committee. Before a candidate is
suggested, it should be determined that he/she is available for the semester(s) in question.
Suggestions should be accompanied by a vita or some other evidence of the candidate's
qualifications.

K. POST-DOCTORAL RESEARCH FELLOWS.

Post-Doctoral research fellows who receive sufficient outside support to cover the costs of
normal College benefit programs will receive their stipends through the College payroll
system. This means, in effect, that the College will not deduct any amount from the total
award for overhead or indirect costs. As long as possible (i.e., as long as it does not
seriously interfere with faculty space needs), one faculty office will be assigned for use by
post-doctoral fellows and/or faculty research assistants. These individuals will not normally
have access to secretarial assistance except to the extent they are working on joint
projects with a faculty member.

L. ANNUAL REPORT BY NON-TENURED FACULTY MEMBERS

1. Each untenured faculty member on a renewable contract will submit an annual report to
the Dean of Faculty. This report will be submitted at or prior to the end of the second full
week of classes at the beginning of the academic year and will cover the faculty member's
performance during the preceding year in the three areas listed as the criteria for personnel
recommendation: a) teaching and academic advising; b) scholarly and artistic activities; c)
service to the College and other communities.

2. Each semester, the faculty member will distribute course evaluation forms of his or her
choice or design, to all students in his or her classes. The faculty member will submit the
course evaluation forms completed by students together with the annual report (see
above). The faculty member is also encouraged to invite colleagues to visit his or her
classes and to discuss the content and design of these courses.

Section V. Faculty Personnel Policies and Procedures - rev 8/16/2011 23



3. The Dean of Faculty will meet annually with the tenured members (if any) of the faculty
member's field group of appointment, to discuss relevant material pertaining to the criteria
for renewal and tenure of the individual.

4. The Dean of Faculty and the personnel liaison or a senior member (if any) of the field
group of appointment, will then meet with the faculty member to discuss his or her report
and any other relevant material. In the absence of a field group member, a senior faculty
member agreed upon by the Dean and the faculty member will serve.

5. The faculty member's report and a summary of the discussion in (4) prepared by the
Dean of Faculty, as well as all completed course evaluation forms, will become part of the
faculty member's personnel file; and will be available to the APT or any review committee.

6. The Office of the Dean of Faculty is expected to administer and monitor this feedback
process.

M. AFFIRMATIVE ACTION PROGRAM

Pitzer College has achieved a national reputation for its emphasis on cultural diversity and
intercultural understanding. In order to maintain this reputation, the College is committed to
attracting and retaining a diverse faculty to teach, advise and mentor its diverse student body.
We believe that a diverse faculty (i.e., one that includes people of various races, genders, sexual
orientations, ages, creeds, physical abilities or disabilities, socioeconomic backgrounds, veteran
statuses, and political perspectives) is essential to achieve the intellectual vitality Pitzer seeks to
foster.

1. As a step toward furthering this Affirmative Action policy, Pitzer College has adopted the
goal of increasing, during the period 2010-2020, the overall size and diversity of the faculty,
with the goal of achieving representation of women and underrepresented ethnic minorities
on the continuing faculty that at least matches the representation of those groups in the
local labor market, as measured by the most recent Census for Los Angeles County.
Before commencing a search, search committees must consult current data on the
composition of the Pitzer faculty, and current Census data on the composition of the Los
Angeles County labor market, which are to be kept and updated by the Dean of Faculty’s
office. To assure gender and ethnic diversity across age and rank, it is expected that some
appointments will be made at the Associate and Full Professor levels. Itis understood that
these percentages are goals and not quotas, and that this policy is to be implemented in
congruence with Pitzer’s policy of hiring the most qualified candidate for every position.

2. While the principle of affirmative action applies to all faculty positions, special emphasis
shall be placed upon regular full-time and/or multiple year positions.

3. While certain routine responsibilities rest with the Dean of Faculty, the Affirmative Action
Officer of the College, and the Affirmative Action Facilitator for each search (see below,
paragraph 4) to ensure that regular affirmative action procedures are followed and records
are kept, it is recognized that the identification and recruitment of women and minority
candidates does not occur automatically as a result of following routine procedures but
depends upon the initiative and effort of each field group and every individual faculty
member.

4. Affirmative Action Facilitators. Each year the President shall, in consultation with the
Appointment, Promotion and Tenure Committee (APT), appoint a committee member to
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serve as Affirmative Action Facilitator (AAF) for each recruitment search. The general
purpose of the AAF is to stimulate and coordinate affirmative action faculty recruitment.
Since this is a heavy responsibility, different APT members may serve as the AAF for
different searches. Legal counsel or another qualified professional will provide training to
all AAFs regarding affirmative action implementation prior to AAFs meeting with the search
committee.

5. In furtherance of its commitment to its stated goals of ethnic and gender diversity, Pitzer
College is committed to the following strategies for increasing the diversity of its Faculty:

a. In cases in which a Field Group has been authorized to fill a position and it has
identified an extraordinary individual who meets the Field Group’s needs and who
would also serve to further the College’s commitment to a diverse faculty, that Field
Group will make the case to APT that the person proposed is of high quality and offers
an unusual opportunity to the College. If APT concurs, that Field Group may proceed
without a national search. The remainder of the College’s hiring procedures will be
used to consider the hiring of such a person. That is, the person will be invited to
submit an application, visit the campus, give a professional talk, and meet with
members of APT and other community members. The Field Group will then make a
recommendation to APT, and APT, in turn, will choose whether or not to make a
recommendation to the President.

b. Pitzer College will develop a Diversity Fund to allow the College to make occasional
tenure-track and/or part-time appointments that meet diversity criteria. The Diversity
Fund will be a designation for annual fundraising activities as well as any capital
campaign(s). In addition, the Budgetary Implementation Committee will include
possibilities for funding a Diversity Fund position in its five-year budget cycle. Whatever
the source of funding, it is intended that, in its long-range planning functions, the
Academic Planning Committee include consideration of Diversity Fund positions. (See
Section 3.g. of the charge to the committee in the Faculty Handbook: Fhis Committee
will consider and recommend to College Council the allocation and description of
multiyear positions within the context of long-term planning.”) The Committee may, as
part of the long-term planning process, recommend for College Council approval a
Diversity Fund position and manner of funding in consultation with the Budgetary
Implementation Committee. Proposers of candidates for such an approved Diversity
Fund position may include, in addition to Field Groups, interested cross-disciplinary
coalitions. The proposing body will make the case to APT that the person proposed is
of high quality and offers an unusual opportunity to the College and that the proposed
appointment would serve to further the College’s commitment to a diverse faculty. If
APT concurs, the candidacy may proceed without a national search. The remainder of
the College’s hiring procedures will be used to consider the hiring of such a person.
That is, the person will be invited to submit an application, visit the campus, give a
professional talk, and meet with members of APT other community members. The Field
Group will then make a recommendation to APT, and APT, in turn, will choose whether
or not to make a recommendation to the President.

c. Pitzer College is committed to using some portion of sabbatical replacements as a
way of diversifying the faculty and establishes two programs toward this end:

(i.) Visiting Junior Scholars Program: The College may use sabbatical
replacements to further diversity goals by pooling some sabbatical replacement
money to fund one-year appointments for junior scholars who would meet these
goals and who show special promise or distinction at an early stage in their
career. These scholars will be invited to team-teach a course with a faculty
mentor in the first semester. In the second semester, the teaching arrangement
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will depend on where the scholar is in her/his career (i.e., ABD or beyond).
Participants in the Visiting Junior Scholars Program will give at least one public
talk during their year at the College. Candidates for this program may be
proposed by Field Groups, individual faculty members, cross-disciplinary
coalitions, or other members of the Pitzer College community.

(ii.) Visiting Advanced Scholars Program: The College may use sabbatical
replacements to further diversity goals by pooling some sabbatical replacement
money and seeking one semester or one-year appointments of established
scholars who would meet these goals. Such scholars would be expected to teach
at least one course per semester and also to offer at least one public
presentation for the community. Appointments to the Visiting Advanced Scholars
Program may be initiated by Field Groups, individual faculty members, cross-
disciplinary coalitions, or other members of the Pitzer College community.

(iii.) In making appointments under the Visiting Junior Scholars Program and
Visiting Advanced Scholars Program, APT will necessarily orchestrate—in
conjunction with the Dean of Faculty—particular sabbatical replacement requests
with diversity priorities. This orchestration will generally require more lead time in
planning for sabbatical replacements. Core curricular areas should be covered
each year from within the Field Group.

6. This policy and all affirmative action procedures relating to faculty, including the
Affirmative Action Protocols in Section M.7 below, shall be reviewed every five years by a
subcommittee appointed by the Chairperson of the Faculty Executive Committee, which
shall report on progress (or lack thereof) in affirmative action and make appropriate
recommendations for change. The Faculty Executive Committee shall, in turn, report to the
faculty.

7. Affirmative Action Protocols

The procedures governing tenure-track faculty searches are spelled out in section V.G,
—Apointment Procedures,” above. The affirmative action protocols associated with those
search procedures are as follows:

a. To ensure a diverse applicant pool, Field Groups seeking an appointment must
include in their position description to the APC an estimate of the number of
candidates likely to apply for the position. They must also indicate, on the basis of
subject-area demographics, the likelihood of the search attracting qualified persons
from underrepresented minorities.

b. The Academic Planning Committee, in collaboration with the Diversity Committee,
shall review and approve the wording of all job descriptions. In addition, the
following statements (in boldface) shall be added as a matter of policy to all tenure-
track faculty job descriptions irrespective of Field Group:

Pitzer College has a strong institutional commitment to diversity in all areas
and strongly encourages candidates from underrepresented groups. We
favor candidates who can contribute to the College’s distinctive educational
objectives, which promote interdisciplinary perspectives, intercultural
understanding, and concern with social responsibility and the ethical
implications of knowledge and action. Pitzer College is an Affirmative
Action/Equal Opportunity Employer. For the successful applicant with the
relevant interests, affiliations are possible with the intercollegiate
departments of Africana Studies, Asian American Studies, Chican@/Latin@
Studies, and/or Women’s Studies.
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To apply, send letter of application, curriculum vitae, selected evidence of
excellence in teaching and research, statement of teaching philosophy, a
description of your research, and three letters of recommendation VIA EMAIL to
(email address). Within their applications, candidates
should address how their cultural, experiential, and/or academic background
contributes to the understanding of diversity at the College. Electronic
documents are required in the following formats: MS Word or PDF. Applicants may
but are not required to submit duplicate hard copies to: Dean of Faculty, 1050 N.
Mills Ave., Claremont, CA, 91711. The deadline for applying is (Date/month/year)
or until the position is filled.

c. The Dean of Faculty and the Affirmative Action Facilitator (AAF) for a search will
work to ensure that, when possible, underrepresented minority and women faculty
are afforded an opportunity to serve on the search committee during its formation.
Due to his/her independent role in overseeing affirmative action, the Dean of
Faculty will not serve as the AAF for a search.

d. At the start of the search the AAF will receive training from legal counsel or from
another qualified professional regarding affirmative action implementation, and
then shall call a meeting of the search committee, Dean of Faculty, and Diversity
Committee representative. At that meeting the AAF shall: (i) explain his/her role;
(i) systematically review the Affirmative Action Protocols, (iii) discuss with the
Search Committee what special efforts it intends to make to attract
underrepresented minority and women candidates; (iv) indicate APT commitment
to the importance of the Affirmative Action Protocols, (v) review the Affirmative
Action Mailing List for additions and changes; (vi) collaborate with Field Group
members on mechanisms for identifying and contacting discipline-specific
associations of minority scholars. The AAF is responsible for upholding the
College’s Affirmative Action Protocols governing the search to the best of his/her
abilities.

e. All tenure-track searches will be nationally advertised. In addition, at the start of
each search, the AAF shall verify that the search committee has sent a copy of the
job description to the Intercollegiate Program in Women’s Studies; to the
Intercollegiate Departments of Africana Studies, Asian American Studies,
Chican@/Latin@ Studies; and to selected underrepresented minority colleagues
both at the Claremont Colleges and in the larger academic community, soliciting
their collective help in identifying underrepresented minority candidates who might
be interested in applying for available positions.

f. The Search Committee and the AAF shall ensure that the Affirmative Action
Mailing List, located in the Dean of Faculty's Office, is used for advertising
positions, and that positions are advertised in various publications that have a wide
dissemination among underrepresented minority scholars. Every effort should be
made by the search committee to follow up on late or missing letters of
recommendation for all candidates in order to assure that no candidate, including
underrepresented minority candidates, is overlooked simply because of late
recommendations.

g. The AAF shall review all candidate files and compare the composition of the
applicant pool with the Field Group’s original estimate provided to the APC when
the position was first proposed. If the search has generated a markedly smaller
number of applicants or a smaller percentage of persons from underrepresented
minorities than originally predicted, the search will be subject to the review of the
AAF, who, in consultation with the Diversity Committee, will make a
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recommendation to APT and the Field Group as to how to proceed (including the
possibility that the search be cancelled or postponed).

h. The AAF shall participate in all on-campus search committee meetings and
discussions. The search committee is explicitly barred from conducting meetings
in which the applicant pool is winnowed down to which the AAF is not invited.

i. The search committee will normally select from the general applicant pool a slate of
8-15 semifinalists to be interviewed at a national disciplinary meeting or by phone
or videoconference, and from this semifinalist pool will propose a slate of finalists
for on-campus interviews, and (at its discretion) a slate of back-up finalists. At
each stage of this selection process, the search committee is required to provide
the AAF with an explicit (evidence-based) justification any time it elects not to
advance the candidacy of an underrepresented minority applicant to the
semifinalist, finalist, or back-up-finalist pool. The slate of finalists proposed for on-
campus interviews should to the extent possible include one or more qualified
minority group candidates from among those included in the slate of 8-15
semifinalists interviewed at a national disciplinary meeting or by other means.

j.  The search committee will forward to the Diversity Committee a statement justifying
its selection process and the proposed slate of finalists and back-up-finalists. This
statement should describe the qualities, qualifications, and potential contributions
of each candidate on the finalist and back-up-finalist slate, including a discussion of
how each might potentially contribute to the understanding of diversity at the
College. At the same time, the AAF will forward to the Diversity Committee a
report summarizing the recruitment and selection process. This AAF report must
include:

(i) A description of how the job position was advertised, with a listing of venues
and other means by which information about the position was disseminated.

(i) A statistical summary of the ethnic/racial/gender breakdown of (a) the applicant pool,
(b) the semifinalist pool, (c) proposed finalist slate, and (d) proposed back-up-finalist
slate (to the extent to which this information can be ascertained).

(iii) To the extent possible, a description of the overall ethnic/racial/gender composition
(nationwide) of newly minted PhDs and/or faculty in the advertised field of study,
along with a discussion of how the composition of the actual applicant pool obtained
in the search compares with these broader populations.

(iv) A statement by the AAF verifying that each time an underrepresented minority
candidate in the pool was excluded from further consideration during any stage of the
search, the search committee provided the AAF with an explicit rationale for its
decision, and that the AAF is satisfied with the reasons provided. The AAF’s report
must include a statement that he/she is satisfied that the entire search was conducted
in a manner consistent with the Affirmative Action Protocols governing faculty hires.
Any departures from these protocols during the search must be explicitly noted in the
AAF report.

k. The Diversity Committee will review the search committee recommendation and
AAF report. At this stage the Diversity Committee may raise any concerns or
request further clarification from the AAF and/or search committee. The Diversity
Committee will then compose a formal statement briefly summarizing its views,
focusing primarily on whether the search process appears to have been conducted
according to protocols, and noting, when appropriate, any outstanding concerns.
The Diversity Committee will have a minimum of three working days (from receipt
of the search committee recommendation and AAF report) to compose its formal
statement.
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I. The search committee recommendation, the AAF report, and the Diversity
Committee statement will then be forwarded to the Dean of Faculty. The Dean of
Faculty’s approval of the AAF report is required before passing these materials
along to APT. The APT will not authorize interviews until it has received a
satisfactory AAF report.

m. The APT shall review the above materials. Should it accept the search committee
recommendations, the finalists shall be invited out for on-campus interviews,
following the Appointment Procedures in Section V.G, above.

n. On-campus visits shall include a formal interview with the Diversity Committee (in
which a standardized set of questions developed by the Diversity Committee is
employed). Normally three or more Diversity Committee members (which ideally
would include at least one faculty, staff, and student member) will participate in the
interview, schedules permitting. These Diversity Committee members will also
attempt to attend the public job talks of the finalists. In collaboration with the Dean
of Faculty, the AAF shall also ensure that every effort be made by the search
committee to have underrepresented minority and women candidates meet with
underrepresented minority colleagues at the Claremont Colleges during their on-
campus visits. Note: These Claremont colleagues should not be members of the
Search Committee nor directly responsible for making hiring decisions.

0. The Diversity Committee will provide both the search committee and APT with a
report on its on-campus interviews with the finalists within one week of the last
finalist’s visit. This report will factually summarize the responses of each finalist to
the standardized set of interview questions and provide assessments of how each
candidate might contribute to the understanding of diversity at Pitzer College. (The
report may also address aspects of the candidates’ public job talks that directly
relate to diversity issues.) The Diversity Committee will not rank the candidates.

p. To the extent possible, if underrepresented minority group candidates (defined in
section M.1 above) have advanced to the campus interview stage, one or more
underrepresented minority group persons must be included among the slate of
candidates proposed for appointment. Exceptions will be made only if a written
report is submitted to the APT Committee, signed by the AAF and endorsed by the
Dean of Faculty. This report shall describe the basis for the omission in sufficient
detail to allow the APT Committee to determine whether or not a qualified
affirmative action candidate has been interviewed. However, the submission of
such a report does not ensure that the APT will judge the omission to be
warranted.

g. The APT serves as the decision-making body regarding faculty hires. The APT
shall evaluate the search committee’s hiring recommendation and all associated
materials and render a decision. In an effort to redress racial/ethnic/gender
imbalances at the College, the APT Committee will recommend the hiring of a
qualified underrepresented minority candidate from the search committee’s listing
of acceptable finalists, unless the committee believes that one of the other qualified
finalists on the listing can make a greater contribution to the academic program of
the College.

r. In negotiating salaries with candidates, the Dean of Faculty is reminded that the
normal practice of recommending higher salaries to recruit certain exceptionally
well-qualified, sought-after scholars, applies as well to minority and women
candidates who may be in especially high demand in their particular fields.
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s. The Dean of Faculty will submit a written report to FEC at the end of each
academic year summarizing the results of affirmative action recruitment for that
year.

t. The Affirmative Action Mailing List and related materials in the Dean of Faculty's
office —including current Census data on the labor market for Los Angeles County,
and on the ethnic and gender composition of the faculty -- shall be reviewed and/or
updated no less than once every 2 years.

u. In addition to the regular review of Affirmative Action procedures provided for in
Section M.6 above, the Pitzer faculty commits itself — within one year from College
Council’s adoption of these procedures — to one or a series of professionally
facilitated retreats to discuss a community-based definition of Affirmative Action
and diversity, which may recommend further revisions to the college’s Affirmative
Action policy.

N. FACULTY RETIREMENT POLICY

This policy recognizes that Pitzer College values contributions of faculty members of a
variety of ages and interests and at the same time enables the institution to open positions,
and, thereby, to continue to bring new individuals, ideas and perspectives to its community.

The retirement policy is designed to widen the range of opportunities available to the
Faculty and to the College. Long-term leaves of absence provide opportunities for
professional exploration, openings for faculty on a temporary basis, and enrichment of the
College in return; early retirement may increase the number of permanent openings for
faculty; and optional opportunities to continue teaching or to sustain professional
connections with the College in emeritus status will provide educational dimensions
previously not available to the College.

The following stipulate the normal conditions of the College's retirement policy.

1. General conditions for normal retirement, early full retirement, or phased early
retirement (All references to age refer to the end of the academic year in which the
faculty member reaches that age.)

a. There is no mandatory retirement age. All normal conditions of employment will
continue until a retirement date is established by an individual Faculty member.

b. A Faculty member may choose either an early full retirement plan or a phased
early retirement plan provided the Faculty member notifies the College at least two
years before the start of the academic year in which the arrangement will start.

c. For either early full retirement or phased early retirement, a contract will be
drawn up by the Dean of Faculty for recommendation to the President making clear
the details of the agreement which will be binding on both parties.

d. Participation in either early full retirement or phased early retirement programs
will normally be available only to faculty members who have been employed at the
College for at least twenty years.
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2. Early Retirement Plan for Faculty (Regular or Phased) - Simplified Summary of

Revised Plan, Approved College Council & Board of Trustees, May 2007. For

complete policy, see Appendix (print version) or click link below (electronic version).
For the complete policy, click here (Appendix G)

ELECTION DATE: (More rigid timeline)

e For Early Retirement: Must elect in writing no later than 24 months prior to the first
July 1 when satisfying both the service and age requirements (20 years & age 60).

e Phased: Must elect in writing by July 1, 12 months prior to academic year of
participation.

AGE REQUIREMENTS for Participation:

Early Retirement benefits may begin:

e As early as age 60 with 20 years of service

o Latest: The July 1 starting the 5th academic year after the later of (a) age 60 and
(b) 20 years of service. (May choose from any of the five July 1’s after eligibility
date).

o If first employed by College at a later age, may still become eligible when attains 20
service years and at least age 60

Phased:

o Earliest: July 1 of first academic year after attaining the later of age 55 and 20
service years.

e Latest: July 1 starting the 10th year after attaining age 55 and 20 service years.

¢ No requirement to establish a final retirement date.

COMPENSATION: SALARY Payment + 5-Year ARP Value Payment

Early Retirement Payments (Two pay segments)

(1) Paid in final teaching year, as a lump sum in December (or NOV): SPA lump sum is
equivalent to 97.5% of specified annual base salary. (Calculation is equal to 75% salary
plus 22.5% for ARP benefit = 97.5% total payment). NOTE: checkmark —R” ARP on this
SPA.

(2) Paid beginning July 1 after retirement date and split over 6 months: SPA lump sum is
equivalent to 162.5% of specified salary year. (Calculation is equal to 5/4 salary (125%)
plus 37.5% for ARP benefit value, equaling 162.5%) NOTE: checkmark —N” ARP on
SPAs.

NOTE: ARP benefit of 22.5% + 37.5% = 60% which is equivalent to 5 years @ 12%
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Phased Retirement: Receives 60% of full-time salary for 60% teaching load. ARP paid on
actual salary earned.

MEDICAL : (Same benefit as current policy) College medical plan coverage continues to
the extent permitted by the Claremont Colleges Benefit Plan, until the member reaches the
Medicare eligibility age. College continues same subsidy rate as for active employees.
Spouse is covered when needed.

OTHER BENEFITS:

Early Retirement: Medical only. No other benefits are included. (Death benefit for
beneficiary.)

Phased Retirement: All benefits continue while on 60% phased retirement to the extent
allowed by benefit plan document. Life insurance benefits may be affected by reduced
salary. LTD is not available to 60% time if hired after 9/30/96 (must be at least 75% FTE to
qualify for LTD).

Questions regarding the new payment plan for Salary & ARP:

Salary Benéefit:
Under the old plan, the salary benefit was spread over two years after departure.

Question: Why are payments under the new policy set up to happen during the last
teaching year (in December) and in 6 installments beginning July 1 of the next calendar
year after the June 30 retirement date?

Answer: The IRS says that for all monies paid to individuals after termination (and when
no longer performing services), the tax burden becomes fully taxable in that calendar year.
By paying out the benefit under the new policy, it spreads the tax burden over two calendar
years. In the first year, while teaching, the person’s salary earnings will be above the Social
Security Base, therefore providing some savings on taxes above the base. (We could still
spread payments over two years after departure, but the whole tax burden must fall in the
calendar year of termination and persons would not yet have the cash available for use or
for payment to IRS.)

ARP Bengfit:

Under the old plan, ARP was paid through the end of the academic year in which the
faculty member turned age 65, based on 12% of the salary amount the faculty member
"would have received if they had been working” (therefore the benefit grew each new
fiscal year).

Question: Now that the faculty member has five July 1’s to choose from as a retirement
date, if s/he chooses to retire later than age 60 (e.g. the 2nd or 3rd or 4th July at age 62,
63, 64 or 65) will s/he still receive 5 years worth of ARP?

Answer: YES. The new benefit is based on a specific year’s salary but the value does not
grow throughout the designated period (usually 5 years).
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3. Emeritus Status

Normally, all tenured Faculty members who retire under the provisions listed above shall be
granted emeritus status. The intent of the recommendations that follow is a) to encourage
prospective emeriti to continue an active and productive professional life in association with
the College, and b) to encourage early retirement in instances when the College considers
such early retirement desirable.

4. Emeriti Perquisites:

a. Office space or desk space in an "emeriti office”" with telephone and secretarial service
will be provided on an "as available" basis.

b. Authority to use college stationery and to use the institution for purposes of
identification and grant administration, the latter through normal committee and staff office
channels.

c. Library and other privileges designated by the Faculty Executive Committee.

This policy will be reviewed at least every five (5) years and modified, if appropriate.
Faculty members are governed by whatever retirement policy is in effect at the time they
conclude a retirement agreement with the College.

O. FACULTY WORKLOAD POLICIES
1. Course releases and overloads

a. Each faculty member teaches five courses per year as a normal workload. On the
recommendation of the Dean of Faculty, and with the approval of the Curriculum
Committee, a faculty member may teach a six-course, a four-course, and a five-course
over a three-year period.

b. At his/her own request, and with the approval of the Dean of Faculty and of the
Curriculum Committee, a faculty member shall be allowed to teach more than the
average of five courses per year at no additional salary.

c. In emergency situations, such as faculty illness which would otherwise result in
course cancellation, at the request of the Dean of Faculty, with the approval of the
Curriculum Committee, and with the consent of the Instructor, a faculty member shall
be allowed to teach more than the average of five courses per academic year at the
salaries below for each additional course. These salaries shall be reviewed every year:

Course overload as of 2009-10 -- $7,000

d. With the approval of the Dean of Faculty, faculty members in their first year of a
tenure-track appointment with the College are allowed to teach four courses at full. In
such instances, the faculty member is not obliged to make up the course. Such faculty
will also be exempted from standing committee service and advising responsibilities for
that first year.
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e. The chairpersons of the Faculty Executive Committee and the Appointment,
Promotion and Tenure Committee shall be each granted one released course or
equivalent stipend.

f. A full-time faculty member may be granted a maximum of two courses of released
time for professional activities during an academic year with a 20% reduction of salary
for each released course. A faculty member who is granted such released time must be
available for all other responsibilities normally associated with full-time faculty status.
Thus, grantees will be expected to be in residence and to continue full involvement in
such activities as academic advising, field group matters, College governance, and the
like. Under this provision, two courses of released time will be regarded as the
equivalent of a semester's professional leave for purposes of determining subsequent
sabbatical leave eligibility.

g. Faculty members who are presented with certain extraordinary professional
opportunities may be eligible for course releases at no loss of salary under the
college’s general policies on released time — see Section V.R, below.

2. Course Flexibility in Teaching Credit for Laboratories/Workshops/Experimental
Sections

Normally, a Pitzer course meets 150 minutes per week. There are various assignments
required outside of the classroom as appropriate to the class. For students, reading,
writing, drawing, watching films, etc.; for faculty, preparation, grading, conferences with
students on subject matter and writing, etc. In some cases more in-class time is balanced
with less out-of-class time in preparation for both faculty and students. Beginning language
classes, for example, have more contact hours justified on the necessity of hearing and
speaking the language more frequently.

There are other classes, such as the sciences, that have always required labs as part of
the learning process. Students in Claremont (with the exception of HMC) receive one
course credit for a lab course even though the in-class time is substantially higher than
other courses. Joint Science faculty have worked out a complex scheme by which they
count teaching labs as teaching credits in their own work load.

Some classes have required labs or other experiential learning activities associated with
the normal class format. Assuming a regular class schedule (150 min./week) the additional
time necessary for setting up and teaching labs will be counted at the rate of %4 course for
every 1-1% hours (60-90 minutes/week) of in-lab time. In addition to the increased class
time, additional written work or experimentation that complements the normal course
requirements and that has its own defined purpose and integrity would be expected.
Students will continue to receive only one course credit for the course including the lab.

Approval: Such course accounting requires the approval of the Field Group and the
Curriculum Committee.

Implementation: The Dean of Faculty’s Office will oversee the course accounting required
for the 4ab/workshop/experiential” segments of courses.

3. Part-time appointments of tenured faculty: Pitzer is a residential college and expects
full-time faculty presence. However, in recognition of the fact that at times extraordinary
situations arise which may result in the desire for a long-term, part-time appointment, it is
recommended that such exceptions be granted by the President on the recommendation of
the Faculty Executive Committee. Salary will be commensurate with 20% off per course,
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assuming maintenance of non-teaching duties.* Since this provision concerns long-term
decisions on the part of the faculty requesting it and on any replacement, either the amount
of time must be specified or request to return to full-time must be made three years prior to
returning to full-time status.

*NOTE: TIAA/CREF contributions are based on percentage of paid salary.
4. College committee service.

a. No faculty member shall have more than one standing committee membership,
except as required by the charge to his/her assigned committee.

b. Faculty members may serve on ad hoc, intercollegiate, and Board of Trustee
committees, or as special resource persons, in addition to standing committees.

c. The list of nominations for elections to the Faculty Executive Committee (FEC) and
the Appointment, Promotion and Tenure Committee (APT) shall consist of those faculty
members eligible to serve, as specified in the College Bylaws. After the initial ballot for
each committee, a run-off election consisting of twice the number of candidates needed
shall be held. These elections, which should be held during the fall semester of the
year prior to service, will be staggered, so that in even-numbered years the APT
elections will be held first, and in odd-numbered years the FEC elections will be held
first.

d. Faculty members who are scheduled to be on sabbatical leave for the following
academic year may petition the Faculty Executive Committee to have their names
removed from the roster of candidates for election to FEC and/or APT. As specified in
the College Bylaws, persons serving on FEC or APT for two years are ineligible for
election to the committee on which they served for a period of three years following the
expiration of their terms. Faculty members who are elected to FEC or APT are
expected to accept the assignment as they would any other committee assignment.

P. LEAVES

1. Limits: There shall be limits on the number of faculty members appointed in a given
field group who may be out of residence during the same semester (e.g., on leave, external
programs). The limits are as follows:

a. One faculty member out of residence during the same semester in fields with
regular appointments of three or fewer FTE faculty.

b. Two faculty members out of residence during the same semester in fields with
regular appointments of four or more FTE faculty.

Field groups are expected to adhere to these limits in considering whether to approve
leave requests from individual faculty members, and in planning their curricula. In
considering such requests, field groups should make every consideration for students
continuing their studies (e.g., the staffing of required courses). Leaves are awarded by
the President on recommendation of the Faculty Executive Committee.
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2. Non-paid Leaves: Faculty members planning unpaid leaves should inform their field
groups of the implications well in advance in order to facilitate field group planning. After
consultation with his/her field group, a faculty member may apply to the Executive
Committee for an unpaid leave. Normally, such leaves are granted for a semester or a
year, and no faculty member may be out of residence for more than two years in any five-
year span, unless otherwise provided for by law. Faculty members who take a semester
non-paid leave shall teach three courses during their non-leave semester and be paid one-
half of their annual salaries. Faculty members may request that the leave semester not be
counted in the number of semesters of College employment prior to a contract renewal,
tenure or promotion review — that is, the icking” of the tenure clock during unpaid leaves is
at the faculty member’s option. During an unpaid leave, the faculty member’s salary will
keep pace with the faculty member’s cohort.

3. Primary Caretaker Leaves:

Purpose: The primary caretaker leave policy is designed to provide partial paid time off for
faculty members in the first six months after the birth or adoption of a child. The maximum
duration of the compensated leave is one semester. It is expected that the faculty member
receiving a primary caretaker leave will return to teach at Pitzer College in the semester
following the leave. If the faculty member does not return to teach after the leave, that
faculty member will be responsible for reimbursement to the College of the leave semester
salary. The faculty member will be required to sign an agreement accepting responsibility
for such repayment prior to taking the leave. In the case of circumstances beyond a faculty
member’s control, the requirement of repayment will be waived. Details of the leave (see
notification section below) should be arranged so as to minimize disruption to the academic
program.

Definition: A primary caretaker is defined as the person who assumes the principal role of
caretaker during the period of the leave.

Eligibility: Available to all full-time faculty members on tenure-track or tenured
appointments, after completing one year of service. Female or male faculty members may
apply. The person taking the leave must be the only primary caretaker, and if both parents
are employed by Pitzer they are eligible for one leave period, which may be shared, or
used by either parent. The person applying for the leave must apply in writing to the Dean.

Notification: In order to facilitate adequate planning, the faculty member should notify the
Dean of Faculty as soon as possible to arrange for the appropriate leave. The leave is
arranged between the Dean and the faculty member to determine the best type of leave, or
most appropriate semester to be designated for the leave, based on the timing of the birth
or adoption. The following guidelines will inform these discussions. The Dean will keep the
Faculty Executive Committee informed about the details of all requested leaves.

Guidelines for Choosing a Leave Option: The faculty member may select option 1 or 2
below, with option 3 available if a continuation of the leave is desired.

1. Afull, 2-course, semester’s leave would be compensated at three-fourths of the
faculty member’s semester salary with full benefits. The Academic Retirement Plan
benefit would be based on the actual salary paid during that semester.

2. A six-week leave would be compensated at a faculty member’s full salary with full
benefits. The six-week leave would be coordinated with the short-term disability
program (VDI) when appropriate. (Neither adoptive parents nor males are covered by
the short-term disability program.)
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3. Unpaid Leave: The College will also consider requests for an unpaid leave that
would extend beyond the semester of the compensated leave (See V.P.2, above).

Contract Renewal, Promotion and Tenure: Faculty members may request that the leave
semester not be counted in the number of semesters of College employment prior to a
contract renewal, tenure or promotion review. The faculty member will not receive credit
toward a sabbatical leave during a primary caretaker leave. During a primary caretaker
leave, the faculty member’s salary will keep pace with the faculty member’s cohort.

The Pitzer College Policy is intended to go beyond what is mandated by Federal and
State law. For informational purposes, the Federal and State regulations are listed
below.

Federal and State Law: Both federal and state laws (Family Rights Act of 1991,
amended 1993, and the federal Family and Medical Leave Act of 1993) require
employers to provide for up to a total of 12 work weeks of unpaid leave in any fiscal
year. The legislation was designed to provide leave for the birth or adoption of
children as well as other serious medical conditions (see policy on Family and Medical
Leave for information about illness leaves). Pitzer’s policy goes beyond the
expectation of the law.

Faculty Medical/Disability L eaves:

This program incorporates the California mandated short-term disability insurance program,
the College provided long-term disability insurance program, and Family Care Leave for
faculty who are disabled and must be absent due to their own ill health.

Short-term Disability Insurance (VDI)
California requires that employees participate in a short-term disability insurance plan.
Premiums are paid through payroll deduction. The plan is fully paid for by these premiums.

With permission and under guidelines from the State, The Claremont Colleges self-
administer the short-term disability plan for its employees. Therefore, the plan is referred to
as a Voluntary Disability Insurance Plan, or VDI — ~voluntary” refers to the fact that the
Colleges voluntarily administer the plan on behalf of the State.

VDI provides a partial wage replacement benefit during a period of disability, which is
certified by a medical provider. VDI benefits are not taxable to the recipient. The College’s
portion of health benefits continues to be paid during this disability period.

Long-term Disability Insurance (LTD)

Pitzer College provides long-term disability insurance at no cost to employees who work at
least 30 hours per week. The insurance is purchased through TIAA/CREF and is
administered at the discretion of this entity. The College Human Resources office will
function as an advocate for faculty members on disability.

The LTD benefit provides a partial wage replacement that is 66 2/3% of the disabled
employee’s monthly salary at the time of disability, to a maximum of $10,000 per month.
This benefit is adjusted by any other benefit, such as VDI or Social Security, for which the
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disabled employee might be eligible. In addition, LTD continues contributions at 12% of the
salary when last at work, into Academic Retirement Plan accounts with TIAA/CREF.

Medical Leave of Absence
This program is available to tenure-track Pitzer faculty with a minimum of one-year of
service at the College.

When it is necessary for a faculty member to cease provision of services to the College due
to a period of disability which is certified by a medical provider, s/he must apply for short-
term disability benefits.

The College will continue monthly salary payments for the first six months of a certified
disability, reduced by the amount of the VDI benefit to equal the faculty member’s base
monthly pay at the time of disability. This is referred to as coordination of salary and
disability benefits to equal full monthly pay.

Should the disability persist for six months and appear to be ongoing, meaning the
prognosis is that the faculty member shall not be able to return to work in the near future,
s/he must apply for long-term disability benefits through the TIAA/CREF plan. Normally,
application for LTD benefits must be made earlier than the sixth month of disability, but the
Benefits Section staff at Personnel Services will assist the faculty member in determining
when and if application should be made based upon the circumstances of the case.

If the faculty member’s disability continues beyond six months, and only if application for
benefits was made in a timely manner and the carrier does not immediately accept the
claim, the College will continue to coordinate monthly salary with monthly VDI benefits
equal to 66 2/3% of the faculty member’s monthly base pay at the time of disability, to a
maximum combined benefit of $10,000 per month, for up to an additional six months.
When/if the carrier accepts the claim during the second six months of disability, the College
will cease payment of any salary. After 52 weeks, from the date of disability, the College’s
subsidy for medical plan coverage ceases and the faculty member is responsible for 100%
of the cost of continuing coverage.

Normally, the College shall hold the tenured or tenure-track position —pen” for two years
from the start of the disability, filling it, if necessary, with interim appointments until the
beginning of the semester in which the faculty member returns to full-time employment. At
any time during the two-year period the faculty member may, by formal request, seek to be
reinstated on the basis of competent medical advice. The College shall respond promptly to
such a request. Upon receiving such a request, together with appropriate medical
verification of the faculty member’s ability to return to full-time work, the faculty member will
be reinstated to full-time status at the beginning of the following semester. If, at the
expiration of two years, the individual has not been reinstated, the position will no longer be
held —pen” for him or her and employment will be terminated. Faculty members may
request that the time spent on medical leaves of absence not be counted in the number of
semesters of College employment prior to a contract renewal, tenure or promotion review —
that is, the -ticking” of the tenure clock during medical leaves of absence is at the faculty
member’s option.

During a medical leave of absence, the College considers the faculty member to have
exercised her/his right to Family Care Leave as defined by the Family Medical Leave Act
and the California Family Rights Act. The amount of leave taken shall be counted as part of
the faculty member’s 12-week, annual entitlement.
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A Request to Return to Tenured Position

Prior to expiration of the medical leave, should the tenured or tenure-track faculty member

request to return to service, s’lhe must provide a Medical Release from a licensed physician
indicating that he or she is capable of resuming full-time faculty status. The College retains
the right to obtain a second medical opinion in such circumstances.

Q. FACULTY SABBATICAL POLICY

These policies will be administered in the following way: Faculty members will make application to
the Faculty Executive Committee, which will make recommendations to the President.

1. GENERAL POLICY: Sabbatical leaves will be treated as a privilege to be granted to
faculty members, taking into consideration the needs of the College, the past contributions
of the faculty member to the College, and the probability of the sabbatical producing
benefits for the College and for the person to whom the leave is granted.

2. SABBATICAL OPTIONS: Eligible full-time faculty members may apply for any one of
the following sabbatical options.

Faculty members on continuing part-time (but not less than half-time) contracts are entitled to the
same sabbatical benefits, subject to the same specific policies and procedures for
implementation, as full-time faculty members, except that their sabbatical salaries shall be
determined on the basis of actual part-time salary.

a. After three years of full-time or not less than half-time teaching, a faculty member on a
continuing contract may request a one-semester sabbatical leave at full pay. A faculty
member taking a semester sabbatical at full pay will teach three courses during the year
and will assume normal committee and advising responsibilities during the other semester
of the sabbatical year. In other words, a semester sabbatical must be taken during a faculty
member's two-course semester. In addition, faculty will be expected to teach courses which
involve the largest number of Pitzer students and/or which are basic to the curriculum (e.g.,
courses required of majors). Field groups, in conjunction with the Dean of Faculty, will
ensure that such courses are taught during the faculty member’s three-course semester.

b. Initially after three years, and subsequently after three years of full-time or not less than
half-time teaching, in lieu of a semester sabbatical, a faculty member may request three
courses released time (which may be taken over a two-year period) with no released time
from non-teaching responsibilities. The faculty member will be considered to be on
sabbatical only during the first semester of such a plan, and the sabbatical clock will begin
ticking again after the end of that semester.

c. After six years of full-time or continuing part-time (not less than 50%) teaching, a faculty
member may request a full year sabbatical leave at 80% of regular salary. Alternatively, a
faculty member may at these times request a full year sabbatical leave at 100% of regular
salary with the provision that he/she will teach a sixth course in the year preceding or the
year following the sabbatical leave.

3. SPECIFIC POLICIES GOVERNING SABBATICAL OPTIONS:

a. Sabbatical credit will accrue from the date of full-time or continuing part-time (not
less than 50%) employment, and accrues only when a signed contract is in effect for
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the year in which the sabbatical would occur. The sabbatical period itself will not be
counted as time accrued toward the next sabbatical (i.e., a faculty member will begin
accruing time toward a new sabbatical when he/she returns to full-time or continuing
part-time teaching).

b. In all cases, normally at least four semesters of full-time or continuing part-time (not
less than 50%) teaching and other College responsibilities must elapse between
sabbaticals.

c. Normally, faculty members must use the option for a one semester sabbatical with
full pay no later than the tenth accrued semester. After the tenth semester, one of the
full year options will be used. That is, at no time will it be possible to take two
consecutive sabbatical semesters at full pay, except in the case of the second part of
Option 3 above. However, where the delay of sabbaticals for the good of the College
has confused or jeopardized a faculty member's sabbatical benefits in relation to this
rule, these situations will be negotiated on a individual basis with the Dean of Faculty,
subject to ratification by the Executive Committee, and approval by the President.

d. A faculty member receiving a sabbatical will return to Pitzer for a minimum period
equal to the length of the sabbatical taken. Should the faculty member not return
he/she will, at the discretion of the College, forfeit his/her sabbatical award.

e. The College considers the income provided to the faculty member during a
sabbatical leave to be an award in support of those activities for which the sabbatical
was granted, not a salary in the usual sense.

f.  No leaves will count toward sabbatical. That is, the sabbatical clock will not tick
while a faculty member is on professional or any other leave.

g. Faculty members who accept temporary administrative positions at Pitzer College
are eligible for sabbaticals under the same rules as other faculty.

h. The Faculty Executive Committee will make every effort to assure that no more
than 15% of persons holding continuing faculty appointments will be on sabbatical in
any given semester.

i. Inthe interest of adhering closely to this guideline, when the number of faculty
applying for sabbatical leave exceeds 15% in any given semester, and/or when severe
curricular problems may result, then the Faculty Executive Committee will make every
effort to encourage applicants and Field Groups to reschedule the sabbaticals
necessary to alleviate the problem(s). If this voluntary effort is unsuccessful, the Faculty
Executive Committee may require faculty members to change the semester (within the
same academic year) in which the sabbatical is to be taken. When this occurs, the
faculty member will accrue time toward the next sabbatical from the semester of his/her
normal eligibility.

In deciding whether or which faculty members shall be asked or required to change the
semester of sabbatical leave, the Executive Committee will take into consideration all
relevant factors, especially those considered significant by the applicant(s) and the Field
Group(s) concerned.

j. Normally, the Curriculum Committee will replace one-half of the aggregate courses
lost to sabbatical leaves, with an attempt to replace more courses for smaller Field
Groups. Decisions on which specific courses are to be replaced will be made by the
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Curriculum Committee, in consultation with the Dean of Faculty and the affected field
group(s).

4. TIMING OF IMPLEMENTATION:

a. At the beginning of the academic year, the Dean of Faculty will circulate a list of
faculty eligible for sabbatical leave during the next two years.

b. Faculty members will submit their applications for sabbatical leave to the Faculty
Executive committee by October 1 of the year preceding the one in which the leave is
to be taken.

c. [Each year by November 1, the Faculty Executive Committee will prepare or revise
a sabbatical schedule for the next two years, and will prepare a list of sabbaticals for
the following year to be recommended to the President, who will inform the Curriculum
Committee of the final list.

d. By the end of the semester following a sabbatical leave, the faculty member will
submit to the Executive Committee a report summarizing sabbatical activities.

R. RELEASED TIME POLICIES

1. General Policy on Released Time

Purpose: Pitzer's primary dedication is to teaching and advising. All faculty members are
further expected to remain intellectually and professionally active, through research and
publication or other professional activities as appropriate to their disciplines, in order to
advance knowledge and to make available to students the opportunity for research. Faculty
members also share the heavy and important responsibility of governing the institution.

Nonetheless, the College recognizes that a faculty member may be presented
unexpectedly with a professional opportunity which is truly unusual, which is beyond the
institution's normal expectations of its faculty, and which would play a significant role in that
individual's professional development. If such an opportunity could not be pursued without
released time or other commitment from the College, and the opportunity is judged to be in
the best interest of the College, it may be possible to alter for a limited time the normal
contractual relationship between the College and a faculty member.

In such circumstances, the Faculty Executive Committee will consider requests from faculty
members to restructure temporarily (without adjustment in salary) their normal
responsibilities to the College, in order to pursue truly unusual professional opportunities.
This would customarily mean time released from governance, advising, and teaching, in
that order of priority. Only those situations in which it can be clearly demonstrated that
there is potential benefit to the College will be considered.

Such requests will be considered individually as these unusual opportunities arise. Each
request will be evaluated for its importance to the College and its impact on the Pitzer
academic program, as well as its anticipated benefits to the individual faculty member.

This policy is not meant simply to be workload-relieving, but is intended specifically to

facilitate extraordinary projects. Examples might include, but are not restricted to, the
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editing of a major scholarly journal; principal responsibility for chairing the program of a
national professional meeting; a limited period of intensive research on a project where the
timing is constrained by external considerations.

Procedure for requesting released time: Requests should be made in writing to the Faculty
Executive Committee and should include:

1. A statement from the faculty member containing:

a. afull description of the professional opportunity, the role to be played by the
faculty member, and the expected benefits to the faculty member and the College;

b. the faculty member's assessment of the released time required, such as
reduction in committee assignments, advising, teaching load, etc.

c. the faculty member's assessment of the curricular impact of the request;

2. A statement from the faculty member's primary field group, evaluating the request
and its likely curricular impact.

3. Letters and documentation, as appropriate, from outside the College.

The Faculty Executive Committee may, at its discretion, ask for additional evaluation of the
proposal from other relevant reviewers such as the Curriculum Committee, appropriate
Intercollegiate Field Groups, and outside consultants.

For all requests, the following conditions should be carefully noted:

a. The policy stated above is not intended to support regular faculty research and
publication, which is considered a normal responsibility and is already supported
through college research and curriculum development awards, the Scholar-in-
Residence program, summer grants, and the sabbatical leave policy.

b. Only under the most unusual of circumstances will a faculty member be offered
released time from teaching responsibilities. The normal form of support will be
freedom from some governance and/or advising duties. A faculty member who
wishes to alter teaching responsibilities already has that option in currently existing
policy as stated in the Faculty Handbook, Sections V.0, V.P and V.Q, above.

c. Only faculty members on full-time, continuing contracts with the College will be
eligible for consideration.

d. This policy will apply only to applications for released time wherein the faculty
member's salary will continue to be paid from the instructional budget. It does not
preclude the possibility of other arrangements which an individual faculty member
may make with the College.

Any time a course is lost due to the awarding of released time under this policy funds will
be made available to replace this course.

2. Scholar-in-Residence Program: Each year one faculty member will be chosen to be
Scholar-in-Residence for a semester. During that semester the faculty member will be
released from all committee and teaching responsibilities to work on his or her research
and to offer a seminar. The seminar will be open to both students and faculty and will
center on the faculty member's own research. The Scholar-in-Residence will present
frequent reports on the progress of his or her research, and students enrolled for credit will

42



respond to the faculty member's work with written comments on a regular basis. The aim
of the seminar is to engage students in the process of creating knowledge and to enable
the faculty member to produce a publishable paper by the end of the semester.

Selection. The Scholar-in-Residence will be chosen from the applicants by a committee
consisting of faculty and student representatives from the Curriculum Committee and the
Faculty Executive Committee, with the Dean of Faculty an ex-officio member. This
committee should make its selection before field groups meet to organize their curricula for
the following academic year. Application