Recommended Changes to USC Columbia Faculty Manual
Submitted by Faculty Advisory Committee (April 2010)

Proposed:


To repeal relevant pages of Section 2: Regulations and Policies of the USC Columbia
Faculty Manual as indicated in the attached document.



To replace those pages in their entirety with the new draft language.



To retain the yellow highlighted sections of Section 2: Regulations and Policies of the
USC Columbia Faculty Manual as indicated in the attached document and move to the
end of the new section.

Recommended Changes to USC Columbia Faculty Manual
2/ REGULATIONS AND POLICIES
POLICY CHANGES
Changes in the rights, privileges, and benefits accorded faculty members may be made as
conditions warrant. Changes providing additional rights, privileges, and benefits shall apply to
all faculty members, regardless of when employed.
No change shall be made in the university wide tenure and promotion regulations except by vote
of the full voting membership of the university faculty or by direction of the Board of Trustees.
In no event shall any change in tenure and promotion regulations be made retroactive for faculty
hired before January 1, 1995, unless the faculty member chooses otherwise; except that any
changes in tenure and promotion regulations shall apply to all faculty, including those hired
before January 1, 1995, who are subject to the provisions of Tenure and Promotion in Cases of
Reorganization as set forth herein.
APPOINTMENTS
QUALIFICATIONS AND REQUIREMENTS
Qualifications for appointment, set forth below, are not intended as justification for automatic
promotion; conversely, justified exceptions may be made.
Professor. To be eligible for appointment at the rank of professor, a faculty member must have a
record of superior performance usually involving both teaching and research, or creativity or
performance in the arts, or recognized professional contributions. The faculty member normally
is expected to hold the earned doctor's degree and have at least nine years of effective, relevant
experience.
Associate Professor. To be eligible for appointment at the rank of associate professor, a faculty
member must have a record of strong performance usually involving both teaching and research,
or creativity or performance in the arts, or recognized professional contributions. The faculty
member normally is expected to hold the earned doctor's degree and must possess strong
potential for further development as a teacher and scholar.
Assistant Professor. To be eligible for appointment at the rank of assistant professor, a faculty
member normally is expected to hold the earned doctor's degree or its equivalent and must
possess strong potential for development as a teacher and scholar.
Instructor. To be eligible for appointment at the rank of instructor, a faculty member normally is
expected to possess a master’s degree in the teaching discipline or a master’s degree with a
concentration in the teaching discipline (a minimum of 18 graduate semester hours in the
teaching discipline.)
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The qualifications for appointment to these positions and positions bearing other titles, such as
lecturer, clinical professor, or research professor, are specified in the University Policy ACAF
1.06 Unclassified Academic Titles.
JOINTLY APPOINTED FACULTY
Jointly appointed faculty are faculty members whose tenure home is in one unit (the “primary
unit”) and who have a part time appointment, with some combination of teaching, research, and
service obligations, in one or more unit or program (the “secondary unit”). A joint appointment
is formalized by a Memorandum of Understanding or Charter that specifies the responsibilities
of the faculty member to the primary and secondary units.
APPOINTMENT AND TERMINATION OF NON-TENURE TRACK FACULTY
Appointments of non-tenure track faculty shall be in writing and shall specify the beginning and
ending date of appointment. Appointments shall terminate on the date specified and no further
notice of non-reappointment is required. If a non-tenure track faculty member is appointed
without a specified ending date, notice of non-reappointment shall be given in writing to the
faculty member at least twelve months prior to the termination date.
MOVEMENT OF FACULTY BETWEEN TENURE AND NON-TENURE
TRACKS
The following actions may not be taken without approval of the tenured and tenure-track
faculty of the affected unit: (1) movement of a non-tenure track faculty member to the tenure
track without a competitive search; or (2) movement to a non-tenure track faculty position of a
tenure-track faculty member who withdraws from the tenure track during the penultimate year
without applying for tenure. For purposes of this section, a tenure-track faculty member who
achieves tenure is referred to as a tenured faculty member. See also University Policy ACAF
1.18 Change of Status to and from Tenure-Track Faculty.
APPOINTMENT PROCEDURES
When the provost, dean, and department chair agree that a vacancy exists, the dean or chair shall
recommend appointment as prescribed in University Policy ACAF 1.00 Recruitment of
Academic Personnel. All vacancies shall be advertised in accordance with the university's
affirmative action policy and state and federal law.
NEPOTISM POLICY
The rules of conduct for public employees contained in the South Carolina Ethics, Government
Accountability, and Campaign Reform Act prohibit a public employee from causing the
employment, appointment, promotion, transfer, or advancement of a family member to a state or
local office or position supervised or managed by the public employee. In addition, a public
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employee may not participate in an action relating to the discipline of the public employee’s
family member. See also University Policy HR 1.27 Nepotism.
AAUP POLICY
The University of South Carolina generally adheres in principle to the most recent standards of
the American Association of University Professors regarding the rights, privileges, and benefits
accorded faculty members. Where university policies differ from those standards, the regulations
stated herein, or as subsequently modified by the university, shall apply.
PROBATIONARY PERIOD FOR TENURE
MAXIMUM PROBATIONARY PERIOD
The maximum probationary period for all full-time faculty members appointed at the rank of
assistant professor is service for seven years at the University of South Carolina.
The maximum probationary period for all full-time faculty members appointed at the rank of
associate professor or professor is service for six years at the University of South Carolina.
The maximum probationary period for all professional librarians is service for seven years at the
University of South Carolina.
CALCULATION OF PROBATIONARY PERIOD
Leave. Time during which the faculty member is on leave, either with or without pay, will not
be counted as part of the probationary period.
Extensions. Non-tenured faculty members will be automatically granted an extension of the
probationary period in the event of the birth or adoption of a child, or the death of the faculty
member's spouse/partner or child if notice is provided in accordance with applicable university
policy. An extension of the probationary period may also be granted upon request in the case of
serious illness or death of a spouse/partner, child or close family member, the placement of a
foster child or other circumstances or commitments creating a need for additional time for the
faculty member to demonstrate fully his or her professional qualifications for reappointment or
tenure. Notification and documentation are required for both automatic and requested
extensions. Complete procedures for obtaining an extension are set forth in University Policy
ACAF 1.31. Extension of Faculty Tenure-Track Probationary Period issued by the Provost’s
Office.
In cases where faculty members have been in probationary status for more than their normal
probationary period due to an extension or extension(s) of the probationary period pursuant to
University Policy ACAF 1.31 Extension of Faculty Tenure-Track Probationary Period, they shall
be evaluated as if they had been in probationary status for the normal probationary period, not
longer.
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Only full-time faculty members holding the rank of assistant professor, associate professor,
professor, and professional librarian are eligible for tenure.
Service during appointments to all other faculty ranks is not considered part of a probationary
period for tenure consideration.
Administrative Appointments. When a person originally appointed to an administrative or
other non-tenure track position is subsequently moved to a tenure-track faculty position, the time
served in the administrative or non-tenure track position is not considered part of the
probationary period for tenure consideration. A full-time administrator later appointed to a
position as an assistant professor, associate professor, or professor is not excused from the unit
criteria for tenure and/or promotions.
When a person originally appointed to a tenure-track faculty position is assigned administrative
duties or appointed to an administrative position, the administrative assignment does not prevent
the running of the probationary period unless an extension of the probationary period is obtained
pursuant to applicable university policy.
REAPPOINTMENT DURING PROBATIONARY PERIOD
Within the probationary period, all faculty appointments are on an annual basis. Written notice
will be given each year of reappointment or non-reappointment for the following year. The
termination of an appointment prior to its scheduled expiration shall only be for cause. What
constitutes cause and the procedures to be followed are those set forth in the provisions for
termination of tenured faculty. If an appointment is not to be renewed, adequate notice will be
given.
Adequate notice is as follows:
If the faculty member is in the first year of the probationary period, notice of nonreappointment will be given in writing by March 1. The appointment will end on August
15. For a mid-year appointment, notice of non-reappointment will be given by July1.
The appointment will then end on December 31.
If a faculty member is in the second year of the probationary period, notice of nonreappointment will be given in writing by December 15. The appointment will then end
on August 15. For a mid-year appointment, notice of non-reappointment will be given in
writing by April 15. The appointment will then end on December 31.
Thereafter, notice of non-reappointment will be given in writing at least twelve months
prior to the effective date.
If there is termination for cause, these notification requirements do not apply.
The tenured faculty of equal or higher rank in the unit annually shall act as committee (or form a
subcommittee) and make a recommendation by majority vote as to whether a faculty member
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within the probationary period is making sufficient progress toward tenure so as to be
reappointed. If the unit elects a subcommittee for this task and if the faculty member’s progress
is not deemed sufficient, then the entire faculty of the unit (of equal or higher rank) will vote and
provide a majority recommendation along with an explanation. If the entire unit votes without
the use of a subcommittee, and the decision is not favorable for the faculty member, an
explanation is also required.
In non-departmentalized schools or colleges, the recommendation of the tenured faculty shall be
forwarded to the dean. In departmentalized schools or colleges, the recommendation of the
tenured faculty shall be forwarded to the department chair, who shall add his or her
recommendation and forward both recommendations to the dean.
Based upon the candidate’s file, including the recommendations received from the tenured
faculty of the unit and from the department chair in departmentalized colleges, the dean shall
determine whether the faculty member is making sufficient progress toward tenure so as to be
reappointed. If the dean agrees with the recommendation of the tenured faculty, the dean’s
decision shall be final. The dean shall notify the provost of the decision to reappoint or not
reappoint. If the dean disagrees with the recommendation of the tenured faculty, then the
recommendation of the dean shall be added to the recommendation of the faculty, as well as that
of the department chair in departmentalized colleges, and shall be forwarded with the candidate’s
file to the provost, who shall review the file and all recommendations and make the final
decision on reappointment.
GRIEVANCE UPON NON-REAPPOINTMENT
Non-reappointment during the probationary period is different from a decision of nonreappointment in conjunction with a denial of tenure in the penultimate year of the maximum
probationary period and as such constitutes grounds for a grievance only under the limited
grounds stated in the Academic Grievance Procedures.
DEADLINE FOR TENURE DECISIONS CONCERNING PROBATIONARY FACULTY
Before the end of the probationary period, a decision will be made to grant or deny tenure. If the
decision is to deny tenure, notice will be given by letter dated and postmarked before the end of
the penultimate year of the maximum probationary period. For faculty with a nine-month
appointment with a tenure start date of August 16, the penultimate year ends on May 15. For
faculty with a nine-month appointment with a tenure start dates of January 1, the penultimate
year ends on December 31. For faculty with a twelve-month appointment, the penultimate year
ends on August 15. If notice is not given in the time and manner stated above, the appointment
of the faculty member will thereafter be a continuous (or tenured) appointment.
Non-reappointment in conjunction with denial of tenure in the penultimate year may be grounds
for a grievance under the full provisions of the Academic Grievance Procedures.

5

TENURE AND PROMOTION PROCEDURES
The procedures set forth below governing tenure and promotions shall apply to all academic
units of the university. The primary responsibility for the operation of all tenure and promotion
procedures shall rest with the tenured members of the faculty of each academic unit. Final
authority for recommending tenure or promotion to the University Board of Trustees shall reside
with the president, and final authority for approving recommendations of tenure and promotion
rests with the Board of Trustees.
UNIT TENURE AND PROMOTION COMMITTEE
The tenured faculty of each academic unit shall serve as that unit’s tenure and promotions
committee. By April 15 of each year, each unit tenure and promotions committee shall elect a
chair for the upcoming year and report the chair’s name to the provost and Faculty Senate office.
The unit tenure and promotions committee may create subcommittees to assist the full committee
in the performance of its work. Where possible, on matters other than consideration of a full
professor for tenure or consideration of an associate professor for promotion to full professor, a
subcommittee shall include both professors and associate professors.
In the event this contingency is not addressed in the unit’s tenure and promotion procedures, a
department or unit with fewer than five tenured members is required to submit to the UCTP a
policy for constituting the unit tenure and promotions committee so that the committee has at
least five tenured members with appropriate rank.
CRITERIA AND PROCEDURES FOR PROMOTION AND TENURE
The university is committed to achievement in research (including scholarship, creative activity
in visual and performing arts), teaching, and service.
This commitment extends to
interdisciplinary research, teaching, and service. Collectively, the faculty profile of the
university and of any academic unit should reflect performance consistent with that of major
research universities.
Formulating Unit Criteria. The tenured faculty of each academic unit shall formulate specific
written criteria and procedures for tenure and promotion that are consistent with achievement of
the above goals. The criteria and procedures shall clearly communicate to faculty members the
unit’s expectations concerning scholarly productivity, including the nature and quality of
scholarly activities necessary to attain tenure and promotion. These criteria and procedures must
be consistent with the Faculty Manual and the guidelines established by the University
Committee on Tenure and Promotions (UCTP). In the event of inconsistency between UCTP
guidelines and the Faculty Manual, the Faculty Manual is to be considered the final authority.
General Standards for Assessment of Faculty. Unit criteria for tenure and for promotion shall
provide clear standards for the assessment of past achievements of the faculty member. If unit
criteria use adjectival standards to rate candidates’ performance, the following terminology shall
be used: outstanding, excellent, good, fair, and unacceptable. Definitions of these terms may be
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varied to meet the needs of the individual unit, but should be generally consistent with the
following:
Outstanding: The candidate’s performance is far above the minimally effective level. In
regard to research and scholarship, output is of very high quality, and a
national/international reputation is evident.
Excellent: The candidate significantly exceeds the minimally effective level of
performance. In regard to research and scholarship, output is already of high
quality, and a national/international reputation is clearly possible, if not likely.
Good: The candidate’s performance is clearly above the minimally effective level. In
regard to research and scholarship, he or she shows promise of high quality and
in the future.
Fair: The candidate meets the minimally effective level of performance.
Unacceptable: The candidate has accomplished less than the minimally effective level of
performance.
Criteria for all tenure and promotion decisions shall require a record of accomplishment
indicative of continuing development of the faculty member in research, teaching, and service,
and appropriate progress toward development of a national or international reputation in a field.
Criteria for tenure at any rank must require evidence of consistency and durability of
performance.
Unit criteria for promotion to associate professor and for tenure at the rank of associate professor
shall require, at a minimum, evidence of excellence in either research and/or creative activities or
teaching, accompanied by a good record in the other areas, and evidence of progress toward
establishing a national or international reputation in a field. An assistant professor may apply for
promotion to associate professor without applying for tenure if the faculty member is not in the
penultimate year of the maximum probationary period. A faculty member may not be tenured at
the rank of assistant professor.
Criteria for promotion from associate professor to professor and for tenure at the rank of
professor shall require, at a minimum, evidence of excellence in research and/or creative
activities and teaching, accompanied by a record in the other areas that is at least good, and
evidence of national or international stature in a field.
For units in which the primary focus of the faculty is on public service, criteria for tenure and
promotions shall require evaluation of the quality of the public service work and the relationship
of the service to research or teaching.
Evaluation of Teaching. Procedures for the evaluation of classroom teaching must require peer
and student evaluations, conducted periodically throughout the faculty member’s tenure-track or
tenured appointment at the university. A summary and evaluation of the faculty member’s
classroom teaching, based on clearly specified criteria, must be included in the faculty member’s
promotion and/or tenure file. This summary should give context to student evaluations of the
faculty member’s classroom teaching by noting, e.g., whether evaluations of a particular class
historically have been low; in a multi-section course, how the faculty member’s evaluation
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scores compare with those in the other sections; or whether poor evaluation scores are correlated
to a faculty member’s strict grading standards.
Other teaching functions and the weight to be given to them in evaluating teaching performance
must be specified in the unit criteria. These include, but are not limited to, advisement and
mentoring of students and student organizations; creation of teaching materials, techniques or
programs; supervision of PhD students; and supervision of research or independent study by
undergraduate or masters-level students.
Evaluation of Research and Scholarship. Unit procedures for the evaluation of the research
component of the file must require that at least five evaluations of the candidate’s research and
scholarship be obtained from impartial scholars at peer or aspirant institutions within the field,
outside the University of South Carolina. If a person can be shown to be one of the leading
scholars in a particular field, that person may be used as an outside evaluator even if he or she is
at an institution that is not peer or aspirant. Non-university specialists may be used as outside
evaluators if allowed by unit procedures; however, the majority of evaluators normally must be
persons with academic affiliations. Persons who have co-authored publications, collaborated on
research, or been colleagues or advisors of the applicant normally should be excluded from
consideration as outside evaluators. All evaluators must be asked to disclose any relationship or
interaction with the applicant. The outside evaluators must be selected by the unit except as
provided below for jointly appointed faculty.
Each evaluator should be provided with a letter requesting the evaluation and informing the
evaluator of the unit’s relevant criteria for tenure or promotion, the candidate’s vita and
publications, and other materials evidencing the candidate’s research or such portion of the
candidate’s research as the evaluator is being asked to evaluate. The evaluator will be asked to
evaluate the quality of the research and scholarship, including the quality of publication venues.
Where appropriate, the evaluator will be asked to evaluate the quantity of the candidate’s
research and scholarship.
A summary of the professional qualifications of each outside evaluator or a copy of each
evaluator’s curriculum vita must be included in the file, along with a copy of the letter sent to the
evaluator.
Faculty with Joint Appointments. The criteria for granting tenure or promotion to a jointly
appointed faculty member shall be those of the primary unit. For faculty holding joint
appointments, each secondary unit must be given an opportunity to propose outside evaluators
and to comment on evaluators proposed by the primary unit. Primary and secondary units should
work together to obtain a suitable, representative group of evaluators. In any event, an
evaluation must be solicited from at least one evaluator nominated or approved by each
secondary unit.
Any department or program that is the secondary unit for one or more faculty members with joint
appointments must have in effect a written statement of procedures by which the views of all
faculty eligible to participate in evaluation of the candidate will be solicited and provided for
inclusion in the candidate’s file. This procedure can be as simple as a summary of faculty
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comments. The written statement of procedures may be included in the unit criteria, in faculty
by-laws, in another document adopted by or with the approval of the affected faculty, or in a
memorandum of understanding (MOU) approved as provided below.
Any department that is the primary unit for one or more faculty members with joint
appointments must include in its criteria, or in a memorandum of understanding approved as
provided below, processes for (1) involving each secondary department or program in the
selection of outside evaluators; (2) making the candidate’s file available to eligible faculty of
each secondary unit; and (3) obtaining formal input from the eligible faculty of each secondary
unit and placing it in the candidate’s file at least five working days prior to the unit’s vote on the
application.
The memorandum of understanding (MOU) should include (1) identification of the tenuring unit;
(2) teaching load and split of teaching load between the primary and secondary units; (3) formula
and criteria for sharing indirect cost return (IDCR) among the units; and (4) service
responsibility load and split between the units. The MOU should include signatures of the
jointly appointed faculty member, the unit heads of the primary and secondary units, the deans of
the colleges in the units reside, and the provost. The teaching load for a joint appointment
should not be greater than for a faculty member of the same rank in the primary unit. The
service load for a joint appointment should be comparable to normal service load of a faculty
member of the same rank in the primary unit.
Other Matters to Be Addressed in Unit Criteria. Unit criteria and procedures must specify (1)
whether candidates for faculty appointments may be recommended for tenure on appointment,
(2) whether an abstention vote counts towards the total votes for the candidate in determining the
existence of a majority vote, (3) whether time and accomplishments in a faculty position at
another educational institution may be considered in evaluating a candidate for tenure or
promotion, and (4) whether there is a required minimum time of service at USC for faculty hired
from another institution to be considered for tenure or promotion.
In addition, unit criteria should describe any discipline-specific practices that may affect the
weight given to the applicant’s publications or activities. Examples include: practices regarding
the order in which co-authors are listed on publications with multiple authors; practices
regarding the identification of PI’s (principal investigators) and co-PI’s on grants; which faculty
are expected to supervise Ph.D. students; the significance of electronic publications in the
discipline; and situations when teaching is not expected, such as receipt of NIH K grants or other
grants that restrict teaching.
Procedures for Approval of Criteria. Existing criteria and procedures shall be submitted for
periodic review on a rotating basis as determined by the provost. Each unit shall submit its
proposed tenure and promotions criteria and procedures through the dean to the provost, who
shall forward the proposed criteria and procedures to the UCTP along with his or her comments.
If the UCTP finds that the proposed criteria and procedures are consistent with the guidelines in
the Faculty Manual and the guidelines published by the UCTP and that they are sufficiently
clear, the UCTP shall approve the criteria and procedures, which then become effective on the
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next tenure start date , August 15 or January 1 next occurring, unless otherwise specified. The
decision of the UCTP should be conveyed to the unit within 120 academic days after the UCTP
receives the proposed criteria and procedures. An “academic day” is a week day during the ninemonth period when the university is in session.
If the UCTP disapproves the proposed unit criteria and procedures, it shall return them to the unit
with an explanation of the deficiencies. The unit shall then revise its proposed criteria or
procedures and resubmit them to the UCTP within 60 academic days. If the unit and the UCTP
are unable to reach agreement or if revised criteria are not timely received by the UCTP, the
chair of the UCTP or his or her designee shall convene a meeting of representatives of the unit,
of the UCTP, and of the Provost’s Office to attempt to resolve the issues on which the unit and
the UCTP are in conflict. The Provost’s Office will endeavor to resolve through mediation any
differences remaining after the meeting. Any disagreements that cannot be resolved through
mediation will be resolved by an ad hoc committee composed of those members of the Faculty
Advisory Committee who are tenured full professors and members of the Grievance Committee.
If necessary in order to comprise a committee of at least five persons, the President of the
Faculty Senate shall appoint one or more additional tenured full professors to the ad hoc
committee. In resolving the disagreement, the ad hoc committee shall consult with the unit, the
UCTP, and the provost.
IDENTIFICATION OF APPLICABLE CRITERIA
New Faculty. New members of the faculty and persons transferred into tenure track positions
must be informed in the offer of appointment of the tenure regulations applicable to the position.
Any change in these regulations prior to the effective date of the appointment must be
communicated to, and receipt acknowledged by, the new faculty member in writing and made a
part of the faculty member’s official record.
Faculty Hired On or After January 1, 1995. Faculty members hired into the tenure track after
January 1, 1995, shall be responsible within their probationary period for meeting the unit tenure
and promotion criteria and university standards in effect at the time of their hiring unless the
faculty member elects to be considered under the unit criteria and university standards in effect
at the time of the application for tenure. For all subsequent promotions the faculty member shall
be responsible for meeting unit criteria and university standards in effect at the time of their
application for that promotion.
Faculty Hired Prior to January 1, 1995. Faculty members hired into the tenure track before
January 1, 1995, may choose either the unit tenure and promotion criteria in effect at the time of
their hiring or the unit criteria in effect at the time of their application for promotion, except in
cases of faculty who are in units that have undergone reorganization in which case they are
subject to the provisions of Tenure and Promotion in Cases of Reorganization as stated below.
Tenure And Promotion In Cases of Reorganization
1.

If independent tenure units are merged to form a new tenure unit, or if one or more tenure
units are subsumed by another tenure unit, or if a tenure unit is divided into several separate
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tenure units, tenure and promotion criteria and procedures for each new unit or units, or for
the newly augmented unit, shall be developed by the affected tenured faculty and approved
in accordance with the standard practice.
2.

These new tenure and promotion criteria and procedures should reflect and accommodate
differences in faculty activities and specializations.

3.

Until new tenure and promotion criteria and procedures have been finally approved for a
new or reorganized unit, faculty members in the new or reorganized unit who are being
considered for tenure or promotion or both, shall be evaluated under the criteria applicable
to them prior to the reorganization. These faculty members may elect to have their file
considered by the tenure and promotion committee of their prior unit as it existed before
reorganization, or by the tenure and promotion committee of their new or reorganized unit.
The file and recommendations of the committee shall then be forwarded, as appropriate, to
the unit chair and to the dean of the new or reorganized unit.

4.

Faculty in their probationary period who were hired before reorganization is completed,
who are being considered for tenure or for their first promotion after reorganization, or
both, may choose to have applied to them either the newly established criteria and
procedures or the criteria and procedures applicable to them that were in effect when hired
in the tenure unit preceding the reorganization. For all subsequent promotions, such faculty
shall be subject to the criteria and procedures of the new unit.

5.

Faculty hired prior to January 1, 1995, may, within five years of final approval of the new
tenure and promotion criteria and procedures, choose to have applied to them the criteria
and procedures applicable to them prior to reorganization. At the conclusion of the fiveyear period, the newly approved criteria and procedures for the reorganized unit must be
applied.

Determining Criteria to be Used for Tenure and Promotion Decisions. Beginning on August
16, 2010, each unit shall maintain copies of all available versions of the unit criteria, along with a
list indicating the date on which each became effective. Each unit shall submit copies of all
available versions of the unit’s criteria and the list to the Provost’s Office, which shall maintain a
central repository of all available unit criteria, both current and historic. The provost shall
maintain both electronic and hard copies of these materials.
At least two weeks before the date when files are due, the dean, department chair, or other
appropriate administrator shall notify the provost of each faculty member who intends to apply
for tenure or promotion, the date on which the faculty member was hired, whether the faculty
member has chosen to be considered under the current criteria or the criteria in effect at the time
they were hired.
UNIT CONSIDERATION OF TENURE AND PROMOTION FILES
Minimum Years of Service Prior to Tenure. Faculty members appointed at the rank of
assistant professor who have not previously held tenure-track positions at another institution of
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higher learning normally will not be recommended for tenure until they are in at least their fourth
year at the University of South Carolina. Faculty members appointed at the rank of associate
professor or professor who have not previously held tenure-track positions at another institution
of higher learning normally will not be recommended for tenure until they are in at least their
third year at the University of South Carolina. There is no difference between the standards
applied to faculty who apply for tenure in the penultimate year of the probationary period and
those who apply for tenure prior to the penultimate year.
Faculty to Be Considered. At the unit level, all tenure-track faculty who have completed the
minimum years of service are considered for tenure, and all faculty members below the rank of
professor are considered for promotion each year.
Potential candidates for tenure and promotion shall be advised in writing of their eligibility for
tenure or promotion by the dean, department chair or other appropriate administrator by the date
stated on the university calendar posted on the provost’s Web site. Since two tenure and
promotion cycles occur annually, two dates will be given. Each date will be two working
months in advance of the first due date for the submission and consideration of files. The early
notification of candidates will be in addition to the official notification of potential candidates
that is performed by the dean, department chair, or other appropriate administrator at least one
working month in advance of the date when the file is due. A faculty member who intends to
apply for tenure or promotion in the next cycle must so inform the dean, department chair, or
other appropriate administrator no later than 15 calendar days after the first notification. On the
dates listed on the official calendar, each unit must provide the provost with a list of those faculty
members who intend to apply for tenure or promotion. The list must also include any faculty
members in their penultimate year who have not stated an intent to apply for tenure and must,
therefore, include all who are in their penultimate year.
Compiling the File. A candidate and the academic unit should follow UCTP guidelines for
compiling files. The record of teaching, research, and service shall be thoroughly documented, as
prescribed in the UCTP guidelines. The unit is responsible for providing a synthesis of
evaluations of the candidate’s teaching performance and obtaining at least five evaluations of the
candidate’s research and scholarship from outside the University of South Carolina, for obtaining
formalized input from the faculty of the secondary department or program if the faculty member
holds a joint appointment, and for assuring that the correct criteria are used and the file is
assembled in a manner consistent with UCTP guidelines. In the case of faculty holding a joint
appointment, the primary unit is responsible for obtaining formalized input from the faculty of
the secondary unit, which shall be placed in the candidate’s file as information at least five
working days prior to the unit vote.
Notice of Meeting. The dean and the unit chair or other appropriate administrator shall be
notified by the unit committee chair of the pending meeting of the committee. However, any
administrator who will be making an administrative recommendation in a tenure or promotion
case shall not attend the meeting or participate in the discussion at which the case is considered
by the unit tenure and promotion committee unless invited by the committee chair. In the case of
a faculty member holding a joint appointment, notice shall also be given to the appropriate
administrator of the secondary unit, who shall have the right to attend the meeting and participate
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in discussion of the candidate, but not the right to vote, provided, that if the administrator of the
secondary department or program is not of a rank equal to or higher than the candidate, the
administrator will designate a faculty member of such rank to attend the meeting.
Voting. Each unit shall apply its criteria and procedures to determine whether a candidate
qualifies for promotion, tenure, or both. With regard to tenure recommendations, all tenured
committee members of rank equal to or higher than the candidate shall vote by secret ballot.
With regard to promotion recommendations, all committee members of higher rank than the
candidate shall vote by secret ballot; provided, that any otherwise eligible faculty member who
has a conflict of interest or a family or other close personal relationship with the candidate that
could affect his or her objectivity shall not vote or otherwise participate in the process. Each
member eligible to vote shall vote “yes” or “no” or “abstain.” Whether an abstention vote counts
towards the total votes for candidates in determining an appropriate majority shall be decided at
the unit level. A record of the votes is made in all instances and must be forwarded through
appropriate channels. Written justification of all votes at the unit level shall be mandatory and
shall state specifically how the candidate meets or does not meet the unit’s criteria.
Affirmative Recommendations. A candidate’s file will be sent forward if the unit tenure and
promotions committee recommends tenure or promotion. The file of a candidate for both tenure
and promotion who is recommended by the unit tenure and promotions committee for tenure or
promotion, but not both, will be sent forward for consideration of only that aspect favorably
recommended by the unit, unless the faculty member is in the penultimate year of his or her
maximum probationary period and the recommendation on tenure is negative.
Negative Recommendations. Upon written request of a candidate dissatisfied with any
negative decision on tenure or promotion by the unit tenure and promotions committee, the unit
committee shall send that candidate’s file through all appropriate channels for endorsement to
the president for appropriate action. Failure to recommend a candidate favorably for tenure or
promotion is without prejudice with respect to future consideration (unless a candidate for tenure
is in the penultimate year of the candidate’s probationary period). The unit must inform the
provost of any candidate in his or her penultimate year who receives a negative recommendation
and does not request that his/her file be sent forward. The University Grievance Committee shall
hear appeals upon request from all persons dissatisfied with the president's decisions regarding
tenure or promotion (See "Academic Grievance Procedure").
Recommendation of Unit Administrator. Recommendations from the unit tenure and
promotions committee, including the recording of votes and all written comments, are forwarded
to the unit chair or other appropriate administrator. The unit chair or other appropriate
administrator shall vote “yes” or “no” or “abstain” and shall forward his or her vote with written
justification, along with all other recommendations, statements, and endorsements to the dean.
Unit chairs or other administrators who choose to vote on tenure and promotion cases as
members of their respective tenure and promotion committees may not then make further
recommendations on cases at other points in the process. In other words, individuals are allowed
to influence outcomes at only one point in the process.
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CONSIDERATION OF TENURE FOR LATERALLY HIRED FACULTY
Unless prohibited by unit criteria, candidates for faculty appointments may be recommended for
tenure on appointment by a favorable vote of the tenured faculty of equal or higher rank in the
unit. Because consistency and durability of performance are relevant factors in evaluating
faculty for tenure; the length of service which a faculty member has completed in a given rank is
a valid consideration in formulating a tenure recommendation.
REVIEW OF TENURE AND PROMOTION FILES AFTER UNIT VOTE
Review by Provost. The dean shall forward the file with his or her recommendation to the
provost. The provost shall forward all file to the UCTP with his or her recommendations.
Consideration by UCTP. The UCTP receives recommendations for tenure and promotions
through the appropriate administrative officers of the university, who forward to the UCTP the
results of all votes and statements by the appropriate faculty. The committee assesses whether
the candidate’s unit criteria were fairly and appropriately applied at all levels in evaluating the
candidate’s file and forwards its recommendation on the file, including each member’s vote
justification, to the president. The members of the UCTP shall consider all votes and vote
justifications in the file and shall apply the candidate’s unit criteria in justifying their own votes
toward the overall UCTP recommendation.
The proceedings of the UCTP are confidential with respect to all written materials reviewed and
all discussions of individual cases by the committee. The committee has the authority to remove
members who fail to maintain confidentiality.
The UCTP will forward its recommendation to the President. The President will make a
recommendation concerning each file to the Board of Trustees, which will make all final
determinations concerning tenure and promotion. If the recommendations of the UCTP and the
provost concerning any application are in conflict, the President will consult with both before
arriving at his or her own recommendation.
Final decisions regarding the grant or denial of tenure or promotion shall be communicated to the
candidate in writing.
Annual Report. The provost will report annually to the General Faculty the results of the tenure
and promotion process. The report must contain statistics that show the percentage of
applications that were successful and unsuccessful, the percentage of agreement between the
president’s, UCTP’s, provost’s, deans’, and chairs’ recommendations in tenure and promotion
decisions, and the positive and negative vote of local units taken as a whole.

14

ANNUAL PERFORMANCE REVIEW, THIRD-YEAR REVIEW AND POST-TENURE
REVIEW
I.

PURPOSE
The University of South Carolina's mission as a major teaching and research institution is
founded on the teaching, research (including creative activities), and service efforts of a
strong and dedicated faculty. Affirming its commitment to tenure as essential to its
mission, the university supports faculty in reaching their maximum professional
development and assuring their full contribution to the academic life of the institution.
To further these goals, the university adopts annual performance, third-year, and posttenure review policies to recognize and reward faculty for superior achievement, and to
assure that each faculty member's contribution to the university through teaching,
research/creative activities, and service is at a satisfactory level of performance.

II.

DEFINITIONS
Pursuant to the guidelines of the Commission on Higher Education as noted in Best
Practices for a Performance Review and for the purposes of this policy:
Superior performance means performance that substantially exceeds the expectations of
the unit.
Satisfactory performance means performance that meets the expectations of the unit.
Unsatisfactory performance means performance, taken as a whole, which fails to meet
relevant unit review standards in teaching, research/creative activities, or service.

III.

OBLIGATIONS OF EACH TENURING UNIT FOR POLICIES ON ANNUAL
PERFORMANCE REVIEW, THIRD-YEAR REVIEW AND POST-TENURE
REVIEW
Each tenuring unit must adopt procedures and standards for:
1.

An annual written performance review for all tenure track faculty.

2.

A third-year review for all untenured faculty, regardless of rank.

3.

A post-tenure review for all tenured faculty, regardless of rank. A post-tenure
review for all tenured faculty in administrative positions by their immediate
supervisors. Unit chairs will be evaluated by their immediate supervisors in
consultation with their units. Written copies of all annual performance reviews,
third year reviews, post-tenure reviews and development plans (see Section D. 5.
infra) will be given to the faculty member who is reviewed and will be
permanently retained by the office of the department chair and the office of the
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dean.
Copies of unsatisfactory post-tenure reviews and the associated
development plans will also be sent to the provost.
IV.

MINIMUM UNIT STANDARDS AND PROCEDURES

A.

ANNUAL PERFORMANCE REVIEWS OF FACULTY

B.

1.

Annually, each faculty member, including tenured faculty and those in
departmental administrative positions, must receive a written review that provides
specific evaluative information and an administrative assessment of the faculty
member's performance in the categories of teaching, research/creative activities,
and service. The review should be sufficiently detailed to aid the faculty member
in professional growth and development.

2.

The review on teaching must incorporate student evaluations. Peer evaluations
will be included for non-tenured faculty.

3.

In each category the process must identify those faculty members whose level of
performance is superior.

4.

The annual review of faculty in a development plan as defined in D.5. shall be
undertaken with reference to the goals and timetables in the development plan.

THIRD YEAR REVIEW
1.

In the third year after appointment, all untenured tenure-track faculty members
must be given a written comprehensive evaluation of their progress toward tenure
and promotion.

2.

This evaluation may be performed by the unit tenure and promotions committee
or as otherwise provided by unit procedures. If not performed by the unit tenure
and promotions committee, the evaluation will be reviewed by the unit tenure and
promotion committee. The tenure and promotion committee will recommend to
the next level of file review (i.e., unit chair or dean) whether or not the untenured
faculty member should be retained.

See also University Policy ACAF 1.05 Tenure Progress Review of Faculty: Third Year
Review
C.

POST-TENURE REVIEW
1.

Purpose of Post-Tenure Review
The primary function of post-tenure review is faculty development. Post-tenure
review is not a process to reevaluate the award of tenure. Moreover, although the
failure of a faculty member to make substantial progress toward meeting the goals
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of a development plan established through the post-tenure review process may be
evidence of “incompetence and/or habitual neglect of duty,” the post-tenure
review process may not be used to shift the burden of proof in a proceeding to
terminate a tenured faculty member for cause.
2.

Faculty Subject to Post-Tenure Review
Each tenured faculty member, regardless of rank and including those in
departmental administrative positions, shall be reviewed every six years unless,
during the previous six-year period, the faculty member is reviewed and advanced
to or retained in a higher position (e.g., dean, a chaired professorship, promotion
to a higher professorial rank). However, post-tenure review will be waived for
any faculty member who notifies the unit chair in writing prior to the next
scheduled review, of plans for retirement within three years after the review
would have been scheduled. Post tenure review will be conducted by tenured
faculty members of equal or higher rank.
Tenured faculty members who hold joint appointments will undergo post tenure
review according to the criteria, and by the tenured faculty of equal or higher
rank, of the primary unit. Input from appropriate evaluators (e.g. faculty, chair,
dean) of the secondary unit including performance reviews, teaching evaluations,
service and research evaluation must be solicited by the primary unit in reaching
their determination.

3.

Process for Adopting Unit Post-Tenure Review Standards and Procedures
The faculty of each tenuring unit shall propose unit post-tenure review standards
and procedures and forward the proposed standards and procedures to the dean
and the provost for approval. Any disagreements between the dean and the unit
over the content of the post-tenure review standards or procedures may be
resolved by the provost. Disagreements between the provost and the unit or the
dean over the content of the post-tenure review standards or procedures shall be
referred to the University Committee on Tenure and Promotion for final
resolution.

4.

Mandatory Provisions in Unit Post-Tenure Review Procedures
The unit post-tenure review procedures must:
a.

Require the unit to provide a faculty member under review with written
copies of all previous annual performance reviews, post-tenure reviews
and development plans.

b.

Require the post-tenure review process to incorporate annual performance
reviews accumulated since the initial tenure review or since the last posttenure review.
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c.

Require: (i) an assessment of teaching based upon student and peer
evaluations, (ii) an assessment of research or creative activities; and (iii)
an assessment of service. In assessing a faculty member’s research or
creative activities the unit procedures must require an assessment of
objective indicia of quality as well as internal peer reviews. Objective
indicia of quality include reviews by peers outside the unit, publication of
refereed articles, book chapters or books, publication in respected
unrefereed journals, or other reviewed research or creative exercises. The
unit post-tenure review procedures must also require a thorough
assessment of the outcome of any sabbatical leave awarded during the sixyear period prior to the review.

d.

Provide that upon completion of the unit post-tenure review process, the
unit shall prepare a written post-tenure review report. The unit post-tenure
review report must include an assessment of the faculty member’s
performance in teaching, research/creative activities, and service and must
assess the faculty member’s performance in each category as superior,
satisfactory, or unsatisfactory. The unit post-tenure review report must
also assess the faculty member’s overall performance as superior,
satisfactory, or unsatisfactory. If the unit post-tenure review report
concludes that the faculty member’s overall performance is unsatisfactory,
the unit shall recommend a development plan for restoring the faculty
member’s performance to a satisfactory level.

e.

Provide the department chair and the dean with a copy of all unit posttenure review reports and any recommendations for development plans.
The offices of the department chair and dean shall retain these reports and
recommendations as permanent records.

f.

Provide that if the unit post-tenure review report assesses the faculty
member’s overall performance as superior, or satisfactory, the unit shall
provide the faculty member with a written summary of the unit post-tenure
review report. The summary must provide specific evaluative information
on the faculty member’s performance in the categories of teaching,
research/creative activities, and service.
The summary must be
sufficiently detailed to aid the faculty member in professional growth and
development.

g.

Provide that if the unit post-tenure review report assesses a faculty
member’s overall performance as unsatisfactory, the unit shall provide the
faculty member a copy of the unit post-tenure review report, redacted to
remove references that would identify any external reviewers, along with
any recommendations for a development plan. If the faculty member
disagrees with the unit report’s unsatisfactory assessment of the faculty
member’s overall performance or with any aspect of the unit’s

18

recommendations for a development plan, the faculty member may appeal
to the unit tenure and promotion committee, or a subcommittee of the unit
tenure and promotion committee designated to hear issues arising in the
post-tenure review process, by submitting a written statement of the
faculty member’s basis for disagreeing with the report or recommendation.
The findings of the unit tenure and promotion committee, or
subcommittee, together with its recommendations for action and any
statement by the faculty member, will be forwarded to the dean through
the department chair.
5.

Dean’s Assessment
The dean shall review the unit’s post-tenure review report, any statement of a
faculty member appealing an unsatisfactory assessment, and any
recommendations of the unit’s tenure and promotion committee. The dean shall
then assess, in writing, the faculty member’s overall performance as superior,
satisfactory, or unsatisfactory. The dean shall provide the faculty member with a
copy of the dean’s assessment.

D.

OUTCOMES IN ANNUAL PERFORMANCE REVIEW AND POST-TENURE
REVIEW
1.

A Superior Review
A superior evaluation will be noted in a faculty member's personnel file when
both the academic unit and the dean assess the faculty member's performance as
superior. Any faculty member who receives a superior evaluation in a post-tenure
review may receive a financial reward including merit increase to base pay as
determined by the provost, in addition to any annual raise.

2.

A Satisfactory Review
A satisfactory evaluation will be noted in the faculty member's personnel file
when either the academic unit or the dean assesses the faculty member's
performance as, at least, satisfactory.

3.

An Unsatisfactory Review
a.

An unsatisfactory evaluation will be noted in a faculty member’s
personnel file only when both the unit and the dean assess the faculty
member’s overall performance as unsatisfactory.

b.

A faculty member receiving an unsatisfactory evaluation is subject to the
procedures set forth below in Section 5.
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c.

4.

When a faculty member receives an unsatisfactory evaluation, the dean
must deliver to the provost copies of: (1) the unit post-tenure review report
and any recommendations for a development plan; (2) the written
statement of a faculty member if the faculty member appealed the unit’s
assessment; (3) any recommendation of the unit tenure and promotion
committee or subcommittee; and (4) the dean’s assessment.

Summary of Outcomes of Annual Performance and Post-Tenure Review
In summary, the matrix of outcomes for annual performance and post-tenure
review assessment is as follows:
Unit’s Assessment

5.

Superior

Dean’s
Assessment
Superior

Recorded
Evaluation
Superior

Superior

Satisfactory

Satisfactory

Satisfactory

Superior

Satisfactory

Satisfactory

Satisfactory

Satisfactory

Satisfactory

Unsatisfactory

Satisfactory

Unsatisfactory

Satisfactory

Satisfactory

Unsatisfactory

Unsatisfactory

Unsatisfactory

Procedures Following an Unsatisfactory Evaluation
a.

Following consultation with the faculty member and with the faculty
member’s concurrence, the unit shall establish a development plan
designed to restore the faculty member’s overall performance to a
satisfactory level. The plan shall include the appointment of a unit
development committee to assist the faculty member in improving
performance. The unit chair following consultation with the faculty
member shall appoint the unit development committee. The members of
the unit development committee must hold a rank equal to or higher than
the faculty member. The development plan will form the basis for
evaluations of the faculty member until satisfactory performance is
restored.

b.

In the event that the faculty member consults with the unit development
committee but does not concur with the committee’s proposed
development plan, both the faculty member and the unit development
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committee shall submit proposed development plans to the dean for final
determination of the plan. In the event that the faculty member refuses to
consult with the unit development committee in designing a development
plan, the unit development committee will write the plan and forward the
plan to the dean.
c.

After the implementation of a development plan and until the dean
determines that the faculty’s member’s overall performance has been
restored to a satisfactory level, the faculty member’s annual review will
include an assessment by the unit chair and the development committee of
the progress that the faculty member has made under the development
plan. This assessment will be forwarded to the unit tenure and promotion
committee. The unit tenure and promotion committee will review the
assessment and state in writing its concurrence or dissent, in general or in
any particular. The assessment and the unit tenure and promotion
committee’s response will be forwarded to the dean and the faculty
member. The dean will make the final determination on the faculty
member’s progress under the development plan and whether further
measures are necessary to restore the faculty member’s performance to a
satisfactory level.

21

ATTACHMENT
CURRENT SECTIONS OF THE
USC COLUMBIA FACULTY MANUAL
RECOMMENDED FOR REPEAL:
(PLEASE NOTE: Yellow highlighted sections will
be retained and added to the end of the new
language.)
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2/ REGULATIONS AND POLICIES
NATURE OF POLICY CHANGES
Changes in the rights, privileges, and benefits accorded faculty members may be made as
conditions warrant. Changes providing additional rights, privileges, and benefits shall apply to
all faculty members, regardless of when employed.
APPOINTMENTS
QUALIFICATIONS AND REQUIREMENTS
Qualifications for appointment, set forth below, are not intended as justification for automatic
promotion; conversely, justified exceptions may be made.
Professor. To be eligible for the rank of professor, a faculty member must have a record of
outstanding performance usually involving both teaching and research, or creativity or
performance in the arts, or recognized professional contributions. The faculty member normally
is expected to hold the earned doctor's degree and have at least nine years of effective, relevant
experience.
Associate Professor. To be eligible for the rank of associate professor, a faculty member must
have a record of effective performance usually involving both teaching and research, or
creativity or performance in the arts, or recognized professional contributions. The faculty
member normally is expected to hold the earned doctor's degree and must possess strong
potential for further development as a teacher and scholar.
Assistant Professor. To be eligible for the rank of assistant professor, a faculty member normally
is expected to hold the earned doctor's degree or its equivalent and must possess strong potential
for development as a teacher and scholar.
Instructor. To be eligible for the rank of instructor, a faculty member normally is expected to
hold the master's degree plus substantial additional graduate study, such as having fulfilled the
requirements for admission to candidacy for the doctor's degree. The rank of instructor is an
annual or multi-year appointment and a non-tenure track position.
The qualifications for appointment to these positions and positions bearing other titles, such as
lecturer or research professor, are in University Policy ACAF 1.06 Unclassified Academic Titles.
APPOINTMENT PROCEDURES
When the provost, the vice president for research and health sciences where appropriate, dean,
and department chair agree that a vacancy exists, the dean or chair shall recommend appointment
as prescribed in the Policies and Procedures Manual. All vacancies shall be advertised in
accordance with the university's affirmative action policy and state and federal law.
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NEPOTISM POLICY
The rules of conduct for public employees contained in the South Carolina Ethics, Government
Accountability, and Campaign Reform Act prohibit a public employee from causing the
employment, appointment, promotion, transfer, or advancement of a family member to a state or
local office or position supervised or managed by the public employee. In addition, a public
employee may not participate in an action relating to the discipline of the public employee’s
family member. See also University Policy HR 1.27 Nepotism.
AAUP POLICY
The University of South Carolina generally adheres in principle to the most recent standards of
the American Association of University Professors regarding the rights, privileges, and benefits
accorded faculty members. Where university policies differ from those standards, the regulations
stated herein, or as subsequently modified by the university, shall apply.

TENURE AND PROMOTION PROCEDURES
The procedures set forth below governing tenure and promotions shall apply to all academic
units of the university. The primary responsibility for the operation of all tenure and promotion
procedures shall rest with the tenured members of the faculty of each academic unit. Final
authority for recommending tenure or promotion to the University Board of Trustees shall reside
with the president, and final authority for approving recommendations of tenure and promotion
rests with the Board of Trustees.
ESTABLISHMENT AND REVIEW OF UNIT CRITERIA AND PROCEDURES
The university is committed to achievement in research (including scholarship, visual arts, and
performing arts), teaching, and service. Collectively, the faculty profile of the university and of
any academic unit should reflect performance consistent with that of major research universities.
Unit criteria should reflect that if a candidate is weak in teaching or research, promotion or
tenure might not be in the best interest of the university. Although the tenured members of each
academic unit formulate specific criteria and procedures for tenure and promotion, individual
unit criteria and procedures shall be consistent with the Faculty Manual and shall conform to
guidelines established by the University Committee on Tenure and Promotions (UCTP). In the
event of inconsistency between UCTP guidelines and the Faculty Manual, the Faculty Manual is
to be considered the final authority.
Unit criteria for tenure and for promotion shall provide clear standards for the assessment of past
achievements. Criteria for all tenure and promotions decisions should require a record of
accomplishment indicative of continuing development of the faculty member in research,
teaching, and service. Criteria for promotion from associate professor to professor and for tenure
at the rank of professor should require evidence of national or international stature in a field.
Unit criteria for promotion or tenure generally shall require, at a minimum, evidence of
excellence in either research or teaching, accompanied by a strong record in the other areas.
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In every instance, the record of teaching, research, and service shall be thoroughly documented,
as prescribed in the UCTP guidelines. Unit procedures for the evaluation of the teaching
component of the file must require peer and student evaluations. For units in which the primary
focus of the faculty is on public service, criteria for tenure and promotions shall require
evaluation of the quality of the public service work and the relationship of the service to research
or teaching.
Each unit shall submit its proposed tenure and promotions criteria and procedures through the
dean to the provost, who shall forward the proposed criteria and procedures to the UCTP along
with his or her comments. Deans of health science units shall forward the proposed criteria and
procedures through the vice president for research and health sciences to the provost. If the
UCTP finds that the proposed criteria and procedures are consistent with the general guidelines
in The Faculty Manual and are sufficiently clear, the UCTP shall approve the criteria and
procedures, which then become effective immediately unless otherwise specified. If the UCTP
disapproves the proposed unit criteria and procedures, it shall return them to the unit with an
explanation of the deficiencies. The unit shall then revise and resubmit its proposed criteria or
procedures to the UCTP. Existing criteria and procedures shall be resubmitted to the UCTP for
periodic review on a rotating basis as determined by the provost.
New members of the faculty and persons transferred into tenure track positions will be informed
in the offer of appointment of the tenure regulations applicable to the position. Any change in
these regulations prior to the effective date of the appointment will be communicated to, and
receipt acknowledged by, the new faculty member in writing and made a part of the faculty
member's official record. The appointment of a non-tenured faculty member to an administrative
position does not excuse the faculty member from the unit criteria for tenure and/or promotion.
A full-time administrator later appointed as a faculty member is not excused from the unit
criteria for tenure and/or promotions.
The tenured faculty of each academic unit shall serve as that unit's tenure and promotions
committee. In the event this contingency is not addressed in the unit’s tenure and promotion
procedures, a department or unit with fewer than five tenured members is required to submit to
the UCTP a policy for constituting the unit tenure and promotions committee so that the
committee has at least five tenured members with appropriate rank. The unit tenure and
promotions committee may create subcommittees to assist the full committee in the performance
of its work. Where possible, on matters other than consideration of a full professor for tenure or
consideration of an associate professor for promotion to full professor, a subcommittee shall
include both professors and associate professors.
By April 15 of each year, each unit tenure and promotions committee shall elect a chair for the
upcoming year and report the chair's name to the provost and Faculty Senate office.
UNIT CONSIDERATION OF TENURE AND PROMOTION FILES
At the unit level, all nontenured faculty are considered for tenure, and all faculty members below
the rank of professor are considered for promotion each year. Consideration at the unit level is
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automatic unless the faculty member requests in writing that consideration be deferred until the
following year (provided that nontenured faculty cannot defer tenure consideration beyond the
penultimate year of their maximum probationary period). Unless prohibited by unit tenure
policies and procedures, candidates for faculty appointments may be recommended for tenure on
appointment by a favorable vote of the tenured faculty of equal or higher rank in the unit.
However, consistency and durability of performance are relevant factors in evaluating faculty for
tenure; therefore, the length of service which a faculty member has completed in a given rank is
a valid consideration in formulating a tenure recommendation. Faculty members appointed at
the rank of assistant professor who have not previously held tenure-track positions at another
college or university normally will not be recommended for tenure until they are in at least their
fourth year at the University of South Carolina. Faculty members appointed at the rank of
associate professor or professor who have not previously held tenure-track positions at another
college or university normally will not be recommended for tenure until they are in at least their
third year at the University of South Carolina.
Potential candidates for tenure or promotion should be advised in writing by the dean,
department chair, or other appropriate administrator by May 1 (or within two weeks of the
candidate's date of initial appointment) of the timetable for the submission and consideration of
files. This early notification of candidates will be in addition to the official notification of
potential candidates that is performed by the dean, department chair, or other appropriate
administrator at least one month in advance of the date when the file is due.
A candidate and the academic unit should follow UCTP guidelines for compiling files. The unit
is responsible for providing a synthesis of evaluations of the candidate's teaching performance
and obtaining at least five evaluations of the candidate’s research and scholarship from outside
the University of South Carolina. A majority of the outside evaluators must be selected by the
unit. The unit should include in the file a summary of the professional qualifications of each
outside evaluator or a copy of each evaluator's curriculum vita, along with a copy of a letter
requesting the evaluation and informing the evaluator of the unit's relevant criteria for tenure or
promotion. The dean and the unit chair or other appropriate administrator shall be notified by the
unit committee chair of the pending meeting of the committee. Each unit shall apply its criteria
and procedures to determine whether a candidate qualifies for promotion, tenure, or both. With
regard to tenure recommendations, all committee members of rank equal to or higher than the
candidate shall vote by secret ballot. With regard to promotion recommendations, all committee
members of higher rank than the candidate shall vote by secret ballot. Each member eligible to
vote shall vote "yes" or "no" or "abstain." Whether an abstention vote in units counts towards
the total votes for candidates in determining an appropriate majority shall be decided at the unit
level. A record of the votes is made in all instances and must be forwarded through appropriate
channels. Written justification of all votes at the unit level shall be mandatory and shall state
specifically how the candidate meets or does not meet the unit's criteria.
Recommendations from the unit tenure and promotions committee, including the recording of
votes and all written comments, are forwarded to the unit chair or other appropriate
administrator. The unit chair or other appropriate administrator shall vote "yes" or "no" or
"abstain" and shall forward his or her vote with written justification, along with all other
recommendations, statements, and endorsements to the dean. Unit chairs or other administrators
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who choose to vote on tenure and promotion cases as members of their respective tenure and
promotion committees may not then make further recommendations on cases at other points in
the process. In other words, individuals are allowed to influence outcomes at only one point in
the process. In health sciences units, the dean shall forward the file with his or her
recommendation to the vice president for research and health sciences, who will then forward the
file with his or her recommendation to the provost. For all other units, the dean shall forward the
file with his or her recommendation to the provost. The provost shall forward all files, including
those from health sciences units, to the UCTP with his or her recommendation.
A candidate's file will be sent forward if the unit tenure and promotions committee recommends
tenure or promotion. The file of a candidate for both tenure and promotion who is recommended
by the unit tenure and promotions committee for tenure or promotion, but not both, will be sent
forward for consideration of only that aspect favorably recommended by the unit. Upon written
request of any candidate dissatisfied with a negative decision by the unit tenure and promotions
committee, the unit committee shall send that candidate's file through all appropriate channels
for endorsement to the president for appropriate action. A list of those persons considered but
not recommended must be forwarded through appropriate channels. Failure to recommend a
candidate favorably for tenure or promotion is without prejudice with respect to future
consideration (unless a candidate for tenure is in the penultimate year of the candidate's
maximum probationary period). The University Grievance Committee shall hear appeals upon
request from all persons dissatisfied with the president's decisions regarding tenure or promotion
(See "Academic Grievance Procedure").
REVIEW OF TENURE AND PROMOTION FILES AFTER UNIT VOTE
The UCTP receives recommendations for tenure and promotions through the appropriate
administrative officers of the university, who forward to the UCTP the results of all votes and
statements by the appropriate faculty. The committee assesses whether the candidate's unit
criteria were fairly and appropriately applied at all levels in evaluating the candidate's file and
forwards its recommendation on the file, including each member's vote justification, to the
president. The members of the UCTP shall consider all votes and vote justifications in the file
and shall apply the candidate’s unit criteria in justifying their own votes toward the overall
UCTP recommendation. The proceedings of the UCTP are confidential with respect to all written
materials reviewed and all discussions of individual cases by the committee. The committee has
the authority to remove members who fail to maintain confidentiality.
Final decisions regarding the grant or denial of tenure or promotion shall be communicated to the
candidate in writing.
The provost will report annually to the General Faculty the results of the tenure and promotion
process. The report must contain statistics that show the percentage of agreement between the
president's, UCTP's, provost's, deans', and chairs' recommendations in tenure and promotion
decisions, and the positive and negative vote of local units taken as a whole.
AMENDMENTS AND TRANSITIONAL PROVISIONS
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No change shall be made in the universitywide tenure and promotion regulations except by vote
of the full voting membership of the university faculty or by direction of the Board of Trustees.
In no event shall any change in tenure and promotion regulations be made retroactive for faculty
hired before January 1, 1995, unless the faculty member chooses otherwise; except that any
changes in tenure and promotion regulations shall apply to all faculty, including those hired
before January 1, 1995, who are subject to the provisions of Tenure and Promotion in Cases of
Reorganization as set forth herein.
Faculty members hired into the tenure track after January 1, 1995, shall be responsible within
their probationary period for meeting the unit tenure and promotion criteria and university
standards in effect at the time of their hiring. For all subsequent promotions the faculty member
shall be responsible for meeting unit criteria and university standards in effect at the time of their
application for that promotion. Faculty members hired into the tenure track before January 1,
1995, may choose either the unit tenure and promotion criteria in effect at the time of their hiring
or the unit criteria in effect at the time of their application for promotion.
PROBATIONARY PERIOD AND REAPPOINTMENT PROCEDURES
Before the end of the probationary period, a decision will be made to grant or deny tenure. If the
decision is to deny tenure, notice will be given in writing before the end of the penultimate year
of the maximum probationary period. If notice is not given by the specified time, the
appointment of the faculty member will thereafter be a continuous (or tenured) appointment.
MAXIMUM PROBATIONARY PERIOD
The maximum probationary period for all full-time faculty members appointed at the rank of
assistant professor is service for seven years at the University of South Carolina.
The maximum probationary period for all full-time faculty members appointed at the rank of
associate professor or professor is service for six years at the University of South Carolina. The
maximum probationary period for all professional librarians is service for seven years at the
University of South Carolina.
CALCULATION OF PROBATIONARY PERIOD
Time during which the faculty member is on leave, either with or without pay, will not be
counted as part of the probationary period.
In cases where faculty members have been in probationary status for more than their normal
probationary period due to an extension or extension(s) of the probationary period pursuant to
University Policy ACAF 1.31 Extension of Faculty Tenure-Track Probationary Period, they shall
be evaluated as if they had been in probationary status for the normal probationary period, not
longer.
Only full-time faculty members holding the rank of assistant professor, associate professor,
professor, and professional librarian are eligible for tenure.
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Service during appointments to all other faculty ranks is not considered part of a probationary
period for tenure consideration.
APPOINTMENT AND REAPPOINTMENT DURING PROBATIONARY PERIOD
Within the probationary period, all faculty appointments are on an annual basis. Written notice
will be given each year of reappointment or non-reappointment for the following year. The
termination of an appointment prior to its scheduled expiration shall only be for cause. What
constitutes cause and the procedures to be followed are those set forth in the provisions for
termination of tenured faculty. If an appointment is not to be renewed, adequate notice will be
given.
Adequate notice is as follows:
If the faculty member is in the first year of the probationary period, notice of
non-reappointment will be given in writing by March 1 (July 1 for a second semester
appointment).
If the faculty member is in the second year of the probationary period, notice will be
given in writing by December 15 (April 15 for a second semester appointment).
Thereafter, notice of non-reappointment will be given in writing at least twelve months
prior to the effective date.
If there is termination for cause, these notification requirements do not apply.
The tenured faculty of equal or higher rank in the unit annually shall make a recommendation by
majority vote as to whether a faculty member within the probationary period is making sufficient
progress toward tenure so as to be reappointed.
In non-departmentalized schools or colleges, the recommendation of the tenured faculty shall be
forwarded to the dean. In departmentalized schools or colleges, the recommendation of the
tenured faculty shall be forwarded to the department chair, who shall add his or her
recommendation and forward both recommendations to the dean. Based upon the candidate’s
file, including the recommendations received from the tenured faculty of the unit and from the
department chair in departmentalized colleges, the dean shall determine whether the faculty
member is making sufficient progress toward tenure so as to be reappointed. If the dean agrees
with the recommendation of the tenured faculty, the dean’s decision shall be final. The dean
shall notify the provost of the decision to reappoint or not reappoint. Deans of health sciences
units shall also notify the vice president for research and health sciences. If the dean disagrees
with the recommendation of the tenured faculty, then the recommendation of the dean shall be
added to the recommendation of the faculty, as well as that of the department chair in
departmentalized colleges, and shall be forwarded with the candidate’s file to the provost, who
shall review the file and all recommendations and make the final decision on reappointment.
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Deans of health sciences units shall forward the recommendations and file through the vice
president for research and health sciences to the provost.
APPOINTMENT AND TERMINATION OF NON-TENURE TRACK FACULTY
Appointments of non-tenure track faculty shall be in writing and shall specify the beginning and
ending date of appointment. Appointments shall terminate on the date specified and no further
notice of non-reappointment is required. If a non-tenure track faculty member is appointed
without a specified ending date, notice of non-reappointment shall be given in writing to the
faculty member at least twelve months prior to the termination date.
GRIEVANCE UPON NON-REAPPOINTMENT
Non-reappointment during the probationary period is different from a decision of
non-reappointment in conjunction with a denial of tenure in the penultimate year of the
maximum probationary period and as such constitutes grounds for a grievance only under the
limited grounds stated in the Academic Grievance Procedures.
Non-reappointment in conjunction with denial of tenure in the penultimate year may be grounds
for a grievance under the full provisions of the Academic Grievance Procedures.
TENURE AND PROMOTION IN CASES OF REORGANIZATION
1.

If independent tenure units are merged to form a new tenure unit, or if one or
more tenure units are subsumed by another tenure unit, or if a tenure unit is
divided into several separate tenure units, tenure and promotion criteria and
procedures for each new unit or units, or for the newly augmented unit, shall be
developed by the affected tenured faculty and approved in accordance with the
standard practice.

2.

These new tenure and promotion criteria and procedures should reflect and
accommodate differences in faculty activities and specializations.

3.

Until new tenure and promotion criteria and procedures have been finally
approved for a new or reorganized unit, faculty members in the new or
reorganized unit who are being considered for tenure or promotion or both, shall
be evaluated under the criteria applicable to them prior to the reorganization.
These faculty members may elect to have their file considered by the tenure and
promotion committee of their prior unit as it existed before reorganization, or by
the tenure and promotion committee of their new or reorganized unit. The file
and recommendations of the committee shall then be forwarded, as appropriate, to
the unit chair and to the dean of the new or reorganized unit.

4.

Faculty in their probationary period who were hired before reorganization is
completed, who are being considered for tenure or for their first promotion after
reorganization, or both, may choose to have applied to them either the newly
established criteria and procedures or the criteria and procedures applicable to
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them that were in effect when hired in the tenure unit preceding the
reorganization. For all subsequent promotions, such faculty shall be subject to the
criteria and procedures of the new unit.
5.

Faculty hired prior to January 1, 1995, may, within five years of final approval of
the new tenure and promotion criteria and procedures, choose to have applied to
them the criteria and procedures applicable to them prior to reorganization. At the
conclusion of the five-year period, the newly approved criteria and procedures for
the reorganized unit must be applied.
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ACADEMIC GRIEVANCE PROCEDURES
For grievances involving non-reappointment, see section I (below); for those involving denial of
tenure or denial of promotion, see section II (below). For grievances involving termination of a
tenured faculty member, see section III (below). For grievances or procedures other than those
stated in sections I, II, and III, including material breaches of special contractual obligations of
the university, the faculty member shall attempt to resolve the issue at the department level. If a
solution cannot be obtained at this level, the redress may be pursued through the offices of dean,
provost, and president. If redress cannot be obtained from any of these officers, the faculty
member may appeal to the Faculty Grievance Committee. If this committee finds that there are
grounds for a grievance, it shall try to resolve the matter through mediation or other appropriate
action. The committee shall report its recommendations and reasons to the faculty member and
to the president. The president shall be the final university authority to whom a grievance may
be submitted.
All days referred to in this procedure are calendar days; however, when the last day of such a
period falls on a weekend or university holiday, the effective date shall be the next regular
business day. The first day in the period shall be the day after the actual day of notification.
I.

GROUNDS FOR GRIEVANCE OF NON-REAPPOINTMENT

Grievances concerning non-reappointment are limited to the grounds of denial of academic
freedom or denial of procedural due process. Due process applies particularly to required annual
faculty evaluation and the observance of the timely notice requirements.
If these grounds are believed to exist, the faculty member shall have access to the grievance
procedures outlined in section II (below).
II.

GRIEVANCE PROCEDURE FOR DENIAL OF TENURE OR
PROMOTION

Upon receiving notice of denial of tenure or promotion, the faculty member may seek relief by
taking the steps outlined below.
The grievance procedure may turn out to be lengthy, and the faculty member who initiates a
grievance procedure is advised to maintain a file of dated correspondence sent or received, as
well as dates and notes of conferences held concerning the case. Failure of any administrative
official or reviewing authority to comply with the deadlines for action specified herein shall not
operate to reverse or modify a tenure or promotion decision, but shall permit the faculty member
to proceed directly to petition the Faculty Grievance Committee for consideration.
The first recourse of the faculty member shall be to request an immediate oral explanation from
the member's administrative officer for the denial of tenure or promotion.
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If the faculty member does not receive an oral explanation or believes that it is unsatisfactory,
the faculty member may request from the dean of the college a written summary of the
evaluations and reasons advanced pertaining to the faculty member's case upon which judgments
were made and actions taken. The written request must be submitted to the dean within seven
days of notification of denial of tenure or promotion. The dean will provide a summary within
fifteen days of the request. The dean, after consultation with the provost, shall respond with a
detailed summary of the evaluations included in vote justifications, in letters from external
referees, and in administrative reviews, and with the vote of the UCTP. Such a summary will be
made so as to protect the identity of the referees and faculty members.
Within seven days of receiving the dean's summary of the case, if the faculty member believes
there are grounds for reconsideration of the case, the member may state in writing the grounds
for this belief and submit them to the president. The president may order a review, at any faculty
or administrative level, on the grounds for reconsideration set forth by the faculty member if the
president believes the findings of the review could substantially alter the basis upon which the
initial decision of denial of tenure or promotion was reached. The president shall inform the
faculty member in writing of the president's decision upon reconsideration and the reasons for it.
At that time, in the event of a negative decision, the president shall also inform the faculty
member about the right of review by the Faculty Grievance Committee, including the name of
the chair of the committee and the applicable review procedures. The presidential review,
including any unit reviews, must be completed within a reasonable time not to exceed 120
calendar days.
After a negative decision upon reconsideration, a faculty member who believes that there is
cause for grievance may petition the Faculty Grievance Committee. Such a petition must be
made in writing to the chair of the Faculty Grievance Committee no later than seven days from
receipt of the president's letter.
a.

The petition must be based on one or more of the following allegations:
inadequate consideration of unit criteria, use of impermissible criteria, denial of
procedural due process, or denial of academic freedom. The petition shall state
the factual basis for the allegations and the relief requested. The committee shall
use the following procedures in reviewing the petition:
i.

The chair shall notify the faculty member of the time and place of the
review and inform the faculty member about the specific procedures
governing the review. The review shall be closed and non-adversarial.

ii.

The proceeding shall be recorded on tape, which shall be for the
confidential use of the committee only.

iii.

For the review, the faculty member shall be permitted to choose as advisor
either a faculty member or an academic administrator or privately retained
counsel.

iv.

The committee shall assist the faculty member in securing the attendance
of those whose testimony may be of assistance to the committee in making
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its findings and recommendations. In addition to the summary provided to
the faculty member by the dean of the college, the committee will provide
the faculty member with a detailed summary of letters and evaluations
included in the file. To retain confidentiality, the summary shall be
prepared by the committee without attribution.
v.

The review is to be held as speedily as possible taking into account the
necessity to maintain a quorum and availability of parties essential to the
proceeding. If a review cannot be completed within 120 calendar days the
committee should notify the grievant of the schedule for completion of the
review.

b.

If the Faculty Grievance Committee finds that there has been inadequate
consideration of the unit criteria, the use of impermissible criteria, denial of
procedural due process, or denial of academic freedom, the committee shall
remand the case to the faculty or administrative level at which the inadequacy or
denial occurred, and the evaluation of the faculty member shall begin anew at that
point. The committee shall send a statement of its findings and decisions,
including the reasons for them, to the faculty member, to the unit or
administrative officer involved, and to the president. If the new consideration still
results in denial of tenure or promotion, the level to which the case was remanded
shall state the reasons in writing to the faculty member and to the committee.

c.

If the committee finds that the faculty member has cause for grievance but
concludes that a new consideration of the case would not be worthwhile, it shall
recommend to the president an equitable resolution of the case and provide the
faculty member and the unit involved a statement of its findings and
recommendations and the reasons for them. The committee, however, will not
substitute its judgment for the qualitative professional judgments of the faculty in
determining whether the relevant unit criteria have been adequately met. Thus,
disagreement with such faculty judgment is not sufficient basis for the committee
to recommend modification of the decision. The committee shall be limited to
considering whether there is a factual basis in the record, taken as a whole, upon
which an individual acting in good faith could rationally reach the result being
grieved.

d.

If the committee recommends that the president modify or reverse a decision that
is unfavorable to the faculty member, the president may implement the
recommendation. If the president rejects the recommendation, the reasons for the
rejection shall be stated in writing to the faculty member and to the committee.
The president shall act on the committee's recommendation within twenty days.
The president shall be the final university authority to whom a grievance may be
submitted.

III.

TERMINATION OF TENURED FACULTY FOR CAUSE
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Termination or dismissal of a tenured member of the faculty shall be only for cause. Cause shall
mean one or more of the following:
1.

failure to perform adequately the duties of the position so as to constitute
incompetence and/or habitual neglect of duty;

2.

misconduct related directly and substantially to the fitness of the faculty member
in the professional capacity as teacher or researcher;

3.

conduct or action not protected by the Constitution or laws and which is a clear
interference with the academic functions of the University;
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prolonged inability to perform the duties required for the position which exceeds
the maximum period of leave available for a disability as defined in University
Policy HR 1.06 Sick Leave; termination of a tenured member of the faculty for
medical reasons will be based upon clear and convincing medical evidence that
the faculty member cannot continue to fulfill the terms and conditions of
appointment;

5.

lapse or withdrawal of licensure to practice in the state of South Carolina or
withdrawal of admitting privileges to affiliated teaching hospitals with respect to
clinical faculty in the School of Medicine; the loss of licensure in any other
professional area may also be considered as a cause for termination if the license
is necessary for the performance of one's academic duties;

6.

bona fide reduction in staff, which may be caused by financial exigency or by
discontinuance or reduction in size of a program or instructional unit for reasons
not related to financial exigency.

Failure to make substantial progress toward meeting the performance goals of a development
plan established through the post-tenure review process may expose a faculty member to
proceedings for termination of tenure under this chapter.
PROCEDURES
A.

TERMINATION FOR FAILURE TO PERFORM DUTIES DUE TO
INCOMPETENCE AND/OR HABITUAL NEGLECT OF DUTY; TERMINATION
FOR CONDUCT AS SPECIFIED IN 2 AND 3 ABOVE; MEDICAL REASONS;
TERMINATION FOR LAPSE OR WITHDRAWAL OF LICENSE.
1.

Discussion with the president.
After it becomes evident to the president that termination may be desirable, there
must be discussion between the faculty member and the president with the intent
of arriving at a mutually agreed upon resolution.
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2.

Re-Assignment.
The president may assign the faculty member to new duties if the faculty
member's continuance in normal duties threatens immediate harm to that faculty
member or to others.

3.

Faculty Advisory Committee Review.
If the president and the faculty member are unable to reach a resolution, the
president shall inform the Faculty Advisory Committee of his or her desire to
terminate a tenured member of the faculty. The president shall give this
committee a statement of charges, framed with reasonable particularity, and the
factual basis for these charges, also stated with reasonable particularity. The
function of the committee shall be to determine whether the facts alleged, if true,
would establish the charge and whether the charge is of such a nature as to
warrant termination. The discussions, records, and recommendations of the
committee shall remain confidential.
The committee shall inform in writing both the president and the faculty member
of its recommendations and its reasons therefore. Should the president then wish
to pursue termination proceedings he or she shall, by letter, inform the faculty
member of the intention to terminate, including a precise statement of specific
charges. The letter shall also inform the faculty member of the member's right to
request a hearing on this decision by the Tenure Review Board. (See below)
If the faculty member takes no action within ten days of receipt of notification by
the president, the president, without recourse to further proceedings, may send a
written letter of termination.

4.

Tenure Review Board Hearings.
If the faculty member desires a hearing by the Tenure Review Board, the member
must so inform the board and the President in writing within ten days of receipt of
notification by the president of the proposed termination.
Upon receipt of a written request for a hearing, the chair of the Tenure Review
Board shall schedule a hearing no sooner than 20 days and no later than 60 days
from the date of receipt. All parties must be given written notice as to time, date,
and place.
The board may hold joint pre-hearings with the parties in order to simplify the
issues, effect stipulations of facts, or for other appropriate objectives as will make
the hearing fair, effective, and expeditious. At this stage, members of the board
may disqualify themselves for bias or interest, and the parties involved may raise
the question of disqualification. The Senate Steering Committee shall appoint
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new members to fill vacancies created on the Tenure Review Board for this
particular hearing.
The following standards and procedures shall apply in the conduct of the hearing:
a.

The hearing shall be closed.

b.

A verbatim record of the hearing or hearings will be taken and a copy
made available to the faculty member on request and without cost.

c.

The burden of proof that adequate cause exists rests with the president and
shall be satisfied only by clear and convincing evidence in the record, as
established at the hearing, considered as a whole.

d.

The faculty member may choose an academic advisor and/or counsel to be
present during the proceedings.

e.

The faculty member will be afforded an opportunity to obtain necessary
witnesses and documentary or other evidence. The president will
cooperate with the board in securing witnesses and making available
documentary and other evidence.

f.

The board may grant adjournments to enable either party to investigate
evidence to which a valid claim of surprise is made.

g.

The faculty member and advisor or counsel and the president or
representative will have the right to confront and cross-examine all
witnesses. Where the witnesses cannot or will not appear but the board
determines that the interests of justice require admission of their
statements, the board will identify the witnesses, disclose statements, and,
if possible, provide for interrogatories.

h.

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

i.

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

If the Tenure Review Board concludes that adequate cause for termination has
been established, it shall so inform the President and the faculty member.
If the board concludes that action short of termination would be more appropriate,
it shall so inform the president and the faculty member, together with supporting
reasons, and the termination proceedings shall stop at this point.
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If the board concludes that adequate cause for termination has not been
established, it shall so inform the president and the faculty member, together with
supporting reasons, and the termination proceedings shall stop at this point.
5.

Final Disposition and Appeals
Within ten days of receipt of the board's report, the president shall inform in
writing the faculty member and the board of his or her decision together with
supporting reasons. The president shall inform the faculty member of the right to
appeal an adverse decision to the Academic Affairs Committee of the Board of
Trustees, sitting in consultation with the Faculty Liaison Committee. If the
faculty member takes no action within ten days of receipt of notification by the
president, the president may send a letter of termination.
The decision by the Academic Affairs Committee is final within the university. If
the committee's decision is to support the intention of the president, the president
may then send formal notification of termination.

B.

TERMINATION BECAUSE OF BONA FIDE REDUCTION IN STAFF
1.

Termination Because of Financial Exigency.
Financial exigency shall mean an imminent financial crisis which threatens the
survival of the institution as a whole and which cannot be alleviated by less
drastic measures than termination of tenured faculty members.
A committee of the faculty must participate with the administration in the
decision that a condition of financial exigency exists or is imminent and that all
feasible alternatives to termination of tenured appointments have been pursued.
This committee shall consist of nine members of the faculty, no more than two
from the same college, appointed by the Chair of the Faculty Senate with the
concurrence of the Faculty Advisory Committee. The committee must participate
in the formulation of criteria for determining termination. Length of service may
be appropriately included among the criteria. The committee itself or through
appointing persons and/or groups as agents must participate in the decision as to
which individuals shall be terminated.
A faculty member receiving notification of an intention to terminate because of
financial exigency is entitled to a hearing before the Tenure Review Board as
specified in Section A.
The issues in this hearing may include
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2.

a.

the existence and extent of the condition of financial exigency. The
burden will rest with the President to prove the existence and extent of the
condition;

b.

the validity of the educational judgments and criteria for determining
termination;

c.

whether the criteria are being properly applied in the individual case

Termination Because of Reduction in Program or Instructional Unit.
The decision to discontinue or reduce a program or instructional unit will be
based upon long-range judgments that the educational mission of the institution as
a whole will be enhanced by the discontinuance in contrast to considerations
which reflect cyclical or temporary conditions.
The decision to discontinue or reduce a program or instructional unit must be
arrived at jointly by the President and the faculty committee as described in
Section B.1.
Every effort must be made to place faculty members affected by discontinuance in
another suitable position within the institution. If placement in another position
would be facilitated by a reasonable period of training, financial and other support
for such training will be proffered. Only if no position is available may a tenured
member of the faculty be terminated for reasons of discontinuance.
A faculty member receiving notification of an intention to terminate because of
discontinuance is entitled to a hearing before the Tenure Review Board as
specified in Section A. 4 and 5.
A faculty member receiving notification of an intention to terminate because of
discontinuance or reduction in program or instructional unit shall be given a year's
notice.

3.

In all cases of termination of appointment, the place of the faculty member
concerned will not be filled by a replacement within a period of three years,
unless the released faculty member has been offered reinstatement and a
reasonable time in which to accept or decline it.

TENURE REVIEW BOARD
This board conducts hearings and rules on cases involving the dismissal of tenured faculty
members for cause. It also resolves disagreements between the provost and any unit over the
content of unit post-tenure review standards and procedures. The seven members of the board
shall be tenured faculty, two appointed by the president and five elected by the faculty for
staggered three-year terms.
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TERMS OF EMPLOYMENT
Unless otherwise noted in the letter of appointment, employment of the members of the faculty
shall be for a period of nine months. The salary for one semester shall be one-half that of the
nine-month period.
Faculty members may teach in a summer session for 15 percent of the salary received during the
previous academic year, state funds permitting. Faculty members must advise the department
chair or dean before December 1 of their summer school intentions and at that time may be
assigned to teach in a summer session, as conditions warrant; but on the recommendation of the
dean and the provost and with the approval of the president, faculty members may be assigned
special duties for this period. Summer school teaching in the case of faculty hired after
September 1, 1973, for employment beginning September 1974 or later, may depend on the
availability of funds or the size of enrollment.
For the fall and spring semesters, all faculty members shall be available from the fourth calendar
day before the first day of classes through commencement.
Faculty members may be permitted to do professional work of an expert character outside the
university and to receive pay for it when the work in question contributes to their professional
development. Faculty members shall not undertake outside professional work without the
approval of their dean. The university reserves the right to declare a conflict of interest at any
time. See also the Policies and Procedures Manual
No member of the teaching staff shall receive compensation for tutoring students in any course
for which the member is empowered to grant the student credit or over which that member has
any authority. This regulation does not prohibit tutoring for remuneration in subjects over which
the tutor has no control.
Employees are subject to state law regulating dual employment. See also the Policies and
Procedures Manual.
Faculty members dissatisfied with decisions affecting their salaries may forward a documented
appeal through their dean to the provost. Only after following this procedure may faculty
members refer the matter to the Faculty Grievance Committee.
RESEARCH FACULTY
Research professors on fixed-term contracts are subject to the same terms of employment as
other fixed-term appointees for annual and sick leave, and to annual performance reviews by
their dean or director, as described in the unit policies and procedures manual. Individuals hired
on fixed-term contracts as research professors shall be ineligible for tenure. Their employment
may be terminated by either party upon ninety days' written notice.
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INTEGRITY IN RESEARCH AND SCHOLARSHIP
The integrity of university programs requires that faculty eschew misconduct, that allegations of
misconduct be resolved justly, and that a person making a good-faith allegation of misconduct
not be subjected to recrimination.
"Misconduct" in this regard shall be defined as serious deviation from accepted standards and
practices in proposing, carrying out, or reporting the results of scholarly undertakings, such as
fabrication, falsification, or plagiarism; material failure to comply with university, government,
or professional requirements for protection of researchers, human subjects, or the public, or for
ensuring the welfare of laboratory animals; or failure to meet other material professional
standards or legal requirements governing research.
Honest error and differences in interpretation or judgment of data do not constitute misconduct.
See also the Policies and Procedures Manual.
TEACHING RESPONSIBILITY
At the beginning of each term, instructional staff members shall state clearly in a syllabus the
instructional objectives of each course they teach. They shall seek to fulfill these objectives and
give examinations consistent with them. Instructional staff members shall follow the course
descriptions published in the university Undergraduate Studies Bulletin and Graduate Studies
Bulletin.
Instructional staff members shall inform their students about how they determine final grades
and any attendance requirements that differ from the university attendance policy. At the request
of a student, a faculty member should provide, before the free drop date, an evaluation of the
student's progress.
Instructional staff members shall retain final examinations for one semester and should review
graded examinations and papers with their students, if the students desire. They should grade
and return examinations promptly.
Instructional staff members should meet their classes regularly at scheduled times. If unable to
meet their classes, they shall notify the dean or department chair.
Instructional staff members should post a reasonable number of convenient office hours, as
determined administratively, with the option of appointments.
Instructional staff members shall refrain from engaging in romantic or sexual relations with
students over whom they have academic or supervisory control.
Instructional staff members responsible for academic advising should be in their offices at
specified hours during registration.
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ANNUAL PERFORMANCE REVIEW, THIRD-YEAR REVIEW AND POST-TENURE
REVIEW
I.

PURPOSE
The University of South Carolina's mission as a major teaching and research institution is
founded on the teaching, research (including creative activities), and service efforts of a
strong and dedicated faculty. Affirming its commitment to tenure as essential to its
mission, the university supports faculty in reaching their maximum professional
development and assuring their full contribution to the academic life of the institution.
To further these goals, the university adopts annual performance review and - review
policies to recognize and reward faculty for superior achievement, and to assure that each
faculty member's contribution to the university through teaching research/creative
activities, and service is at a satisfactory level of performance.

II.

DEFINITIONS
Pursuant to the guidelines of the Commission on Higher Education as noted in Best
Practices for a Performance Review and for the purposes of this policy:
Superior performance means performance at the very highest level.
Satisfactory performance means performance that meets the expectations of the unit.
Unsatisfactory performance means performance, taken as a whole, which fails to meet
relevant unit post tenure review standards in teaching, research/creative activities, and
service.

III.

OBLIGATIONS OF EACH TENURING UNIT FOR POLICIES ON ANNUAL
PERFORMANCE REVIEW, THIRD-YEAR REVIEW AND POST-TENURE
REVIEW
Each tenuring unit must adopt procedures and standards for:
1.

An annual written performance review for all tenure track faculty.

2.

A third-year review for all untenured faculty, regardless of rank.

3.

A post-tenure review for all tenured faculty, regardless of rank. A post-tenure
review for all tenured faculty in administrative positions by their immediate
supervisors. Unit chairs will be evaluated by their immediate supervisors in
consultation with their units. Written copies of all annual performance reviews,
third year reviews, post-tenure reviews and development plans (see V.C.3. infra)
will be given to the faculty member who is reviewed and will be permanently
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retained by the office of the department chair and the office of the dean. Copies
of unsatisfactory post-tenure reviews and the associated development plans will
also be sent to the Provost.
Unit post-tenure review standards and procedures must be forwarded to the dean
and the provost for approval. Any disagreements between the dean and the unit
over the content of the post-tenure review standards or procedures may be
resolved by the provost. Any disagreement between the Provost and the unit over
the content of the post-tenure review standards or procedures shall be referred to
the Tenure Review Board for final resolution.
IV.

MINIMUM UNIT STANDARDS AND PROCEDURES

A.

FOR ANNUAL PERFORMANCE REVIEWS OF FACULTY

B.

1.

Annually, each faculty member, including tenured faculty and those in
departmental administrative positions, must receive a written review that provides
specific evaluative information and an administrative assessment of the faculty
member's performance in the categories of teaching, research/creative activities,
and service. The review should be sufficiently detailed to aid the faculty member
in professional growth and development.

2.

The review on teaching must incorporate student evaluations. Peer evaluations
will be included for non-tenured faculty.
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In each category the process must identify those faculty members whose level of
performance is superior.

4.

The annual review of faculty in a development plan as defined in V.C.3 shall be
undertaken with reference to the goals and timetables in the development plan.

FOR THIRD YEAR REVIEW
1.

In the third year after appointment, all untenured faculty members must be given a
written comprehensive evaluation of their progress toward tenure and promotion.

2.

This evaluation may be performed by the unit tenure and promotions committee
or as otherwise provided by unit procedures. If not performed by the unit tenure
and promotions committee, the evaluation will be reviewed by the unit tenure and
promotion committee. The tenure and promotion committee will recommend to
the next level of file review (i.e., unit chair or dean) whether or not the untenured
faculty member should be retained.

C.

Each unit's post-tenure review must conform to the following:
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1.

Each tenured faculty member, regardless of rank and including those in
departmental administrative positions, will be reviewed every six years unless,
during the previous six year period, the faculty member is reviewed and advanced
to or retained in a higher position (e.g., dean, a chaired professorship, promotion
to a higher professorial rank). However, post-tenure review will be waived for
any faculty member who notifies the unit chair in writing of retirement within
three years of the next scheduled review.

2.

Upon completion of post-tenure review, the faculty member must receive a
written statement that provides specific evaluative information of the faulty
member's performance in the categories of teaching, research/creative activities,
and service. The review should be sufficiently detailed to aid the faculty member
in professional growth and development.

3.

The post-tenure review must incorporate annual performance reviews
accumulated since the initial tenure review or since the last post-tenure review.

4.

The post-tenure review must include peer and student evaluations;
research/creative activities, evaluated by peers outside the unit (although not
necessarily outside the university); and service. Refereed publications or other
reviewed research/creative exercises may be considered as having been peerreviewed outside the unit. The post-tenure review must include detailed
information about the outcomes of any sabbatical leave awarded during the prereview period.

5.

In each category the process must identify those faculty members whose
performance is superior.

V.

OUTCOMES IN ANNUAL PERFORMANCE REVIEW AND POST-TENURE
REVIEW

A.

A SUPERIOR REVIEW
A superior evaluation will be noted in a faculty member's personnel file when both the
academic unit and the dean assess the faculty member's performance as superior. Any
faculty member who receives a superior evaluation in a post-tenure review may receive a
merit increase to base pay as determined by the provost, in addition to any annual raise.

B.

A SATISFACTORY REVIEW
A satisfactory evaluation will be noted in the faculty member's personnel file when both
the academic unit and the dean assess the faculty member's performance as satisfactory,
and as otherwise noted below in Subsection D.

C.

AN UNSATISFACTORY REVIEW
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D.

1.

A faculty member who receives an unsatisfactory review from the local unit and
does not contest either the evaluation itself or the action plan for improvement
will have the unsatisfactory review noted in his/her personnel file. The academic
unit shall forward both its justification for the unsatisfactory review and its
recommendations for restoring the faculty member's performance to the
satisfactory level to the dean.

2.

A faculty member who receives an unsatisfactory review from the local unit and
disagrees with the evaluation or any aspect of the unit's recommendations for
improvement may appeal to the local unit tenure and promotion committee, in
general or about any particulars. The findings of the unit tenure and promotion
committee, together with its recommendations for action and a statement by the
faculty member, will be forwarded to the dean for the final determination of
whether the faculty member's performance will be recorded as satisfactory.

3.

According to the procedures of the unit, the unit, in consultation with and
concurrence of the faculty member, must establish a development plan. The plan
may include the appointment of a development committee to assist the faculty
member in improving performance. The development plan will form the basis for
evaluations of the faculty member until satisfactory performance is restored.

4.

In the event that the faculty member consults with the unit development
committee but does not concur with the development plan, both the faculty
member and the development committee will submit development plans to the
dean for final determination of the plan. In the event that the faculty member
waives the right, overtly or by non-participation, to consult or concur with the
development committee, the committee will write the plan and forward the plan to
the dean for final determination.

5.

At the next annual review, the unit chair and the development committee, if any,
will make an assessment of the progress of the faculty member. The evaluation
will be forwarded to the unit tenure and promotion committee. The committee
will review the chair's assessment and state in writing its concurrence or dissent,
in general or in any particular. The chair's assessment and the unit tenure and
promotion committee's response will be forwarded to the dean and copies
provided to the faculty member. The dean will make the final determination on
progress or the lack thereof, and whether or not further measures may be
necessary.

SUMMARY
In summary, the matrix of outcomes for post-tenure review ratings would be as follows:
Unit Vote

Dean Vote

Recorded Evaluation

Superior

Superior

Superior
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Superior

Satisfactory

Satisfactory

Satisfactory

Superior

Satisfactory

Satisfactory

Satisfactory

Satisfactory

Satisfactory

Unsatisfactory

Satisfactory

Unsatisfactory

Satisfactory

Satisfactory

Unsatisfactory
Unsatisfactory
(no appeal from the candidate)

Unsatisfactory

Unsatisfactory
(candidate appeals
to unit)

Unsatisfactory
(Dean agrees with unit)

Unsatisfactory

Unsatisfactory
(candidate appeals
to unit)

Satisfactory
(Dean agrees
with candidate)

Satisfactory
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NORMAL WORK SCHEDULE
The work schedules of full-time faculty are necessarily flexible, but the normal teaching
assignment shall be twelve hours or its equivalent. Teaching assignments will be affected by the
number of students in the class, the level of the course, research, and other factors.
All absences of faculty members shall be reported to the dean. Faculty members shall obtain
approval of absences from their chair or, in nondepartmentalized units, the dean. Faculty
members' sick leaves shall be reported to the department chair and recorded through the Internetbased Time & Attendance Management System (ITAMS). Department chairs shall notify their
dean if they expect to be absent from campus. In the event of any absence by a dean, chair, or
faculty member for an unusual amount of time, the dean should notify the provost.

LEAVE
ANNUAL LEAVE
Faculty members employed on less than a twelve-month basis shall not earn annual leave.
Faculty members on twelve-month appointment with no stipulation of term and who work at
least half-time shall accumulate annual leave at the rate of one and one-quarter days per month of
continuous employment. After ten years of service, they shall earn additional annual leave for
each year in excess of ten years of service, up to a maximum accrual of thirty days per calendar
year. Part-time employees earn annual leave on a pro-rata basis. All time taken off from normal
duties must be reported and will be deducted from accrued leave.
Faculty members working on grants or contracts and earning annual leave may be required to use
all accumulated annual leave prior to the termination of the grants or contracts.
Faculty members who change to other than a twelve-month appointment may be required to use
all accumulated annual leave prior to the change.
No more than thirty days of annual leave may be used in any calendar year. Upon separation
from employment, faculty members shall be paid for a maximum of forty-five days of unused
annual leave. See also the Policies and Procedures Manual.
SICK LEAVE
Faculty members who are scheduled to work at least half time will be eligible to earn sick leave
that accrues at the rate of one and one-quarter work days per month of active employment. Parttime faculty shall earn sick leave on a pro-rata basis. No more than 195 days of sick leave may
be accrued; however, no more than 180 days of sick leave may be carried over into a new
calendar year. Any faculty members who, prior to January 1, 1969, accrued and carried over
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unused sick leave in excess of 180 days will not lose the excess leave but will retain that amount
of leave which will then become the maximum amount the faculty member may carry over into
future years. If the faculty member subsequently reduces the amount of sick leave carried over
to 180 days, that amount will become the maximum amount of sick leave the faculty member
may thereafter carry over.
Sick leave should be deducted in whole or partial work days. Faculty members must report sick
leave taken on any normal work day, even though not scheduled to teach a class on that
particular day.
Sick leave may be used for periods of illness, injury, maternity, or medical appointment. If
faculty members miss more than ten work days for one of these reasons, they shall submit an
application for disability leave to their chair or dean and to the Division of Human Resources. If
a period of absence certified by a health care professional exceeds the amount of accrued sick
leave, the faculty member may use annual leave, if available, or apply for leave without pay.
The request for leave may not be denied for an illness or disability of a faculty member that is
certified by a health care professional. The amount of sick leave shall not exceed the time
certified by the health care professional. The total period of leave normally shall not exceed 180
work days of leave with pay or 180 calendar days of combined leave with and without pay. In
extenuating circumstances and at the discretion of the president or the president's designee, the
period of authorized leave may be extended up to a total of 365 calendar days of combined leave.
Faculty members may take up to ten days of available sick leave in each calendar year to care for
a member of their immediate family.
Up to six weeks of available sick leave may be used for the adoption of a child, provided the
person applying for the leave is the primary care-giver.
Sick leave shall accrue for faculty members on leave with pay.
See also University Policy HR. 1.06 Sick Leave.
FAMILY MEDICAL LEAVE
The university will grant eligible faculty members up to 12 work weeks of unpaid leave during a
calendar year for any of the following reasons:
1.

The birth or adoption of a child or the foster care placement of a child; (NOTE:
Eligibility expires 12 months after the date of the birth or placement.)

2.

To care for the faculty member's spouse, child, or parent with a serious health
condition;

3.

A serious health condition that renders the faculty member unable to perform the
essential functions of the faculty member's employment responsibilities.
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To be eligible, a faculty member must have been employed by the State of South Carolina for at
least 12 months and have completed at least 1250 hours of service during the 12-month period
preceding
the faculty member's request for family medical leave. In some cases, paid leave may be used
for FMLA purposes. See also the Policies and Procedures Manual.
LEAVE TRANSFER PROGRAM
Faculty members who earn annual or sick leave may donate to or apply for leave from the
university's system leave transfer program. Sick-leave donors shall maintain no less than a
fifteen-day sick leave balance, and they may donate no more than half the amount of leave
earned during the calendar year of the donation. Donated leave may not be restored or returned,
nor may leave donors designate the recipient. Requests to use leave from the pool shall be based
on a catastrophic personal emergency requiring a prolonged absence that would result in a
substantial loss of income because of the unavailability of paid leave. Leave transfer requests
shall be granted only if the chair or dean certifies that funds are available to pay for the leave;
they also must be approved by the vice president for human resources or the vice president's
designee. See also University Policy HR. 1.10 Leave Transfer Policy.
COURT LEAVE
Faculty members summoned to jury duty or subpoenaed as witnesses for litigation in which they
are not parties shall be granted leave with pay. See also the Policies and Procedures Manual.
MILITARY LEAVE
Faculty members not on term appointment who are members of the United States armed forces
reserves, including the Coast Guard Reserve and the National Guard, shall be entitled to leave
with pay for up to fifteen regularly scheduled work days in any calendar year for training or
other duties ordered by the governor or any department or agency of the United States
government having authority to issue such orders. Such duty or training should be arranged so
as to interfere as little as possible with regular duties.
Faculty members who are commissioned, enlist, or are selected for military service shall be
granted leave without pay. Faculty members shall be reinstated to active employment in a
position comparable to that held at the time such leave was granted if they apply for
reemployment within ninety days of release from service.
See also the Policies and Procedures Manual.
DEATH IN FAMILY
Faculty members shall be allowed up to three consecutive days of leave with pay for a death in
the immediate family. See also University Policy HR 1.09 Other Leave with Pay.
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LEAVE WITHOUT PAY
Leave without pay may be granted for active military service or for an extended period of
disability because of illness, injury, or maternity.
The president may grant leave without pay on the recommendation of the appropriate
administrators if the best interest of the university will be served. If a faculty member fails to
return after the period for which leave has been granted, the appointment shall be terminated.
The authorization of leave without pay shall be a matter of administrative discretion and may be
considered for extended absence in the interest of the university, such as advanced academic
training, research, or experiences leading to increased competence of the faculty member. Such
leave may be granted for a maximum continuous period of one year, unless extended by the
president.
Leave without pay for personal reasons may be granted by the chair or dean for up to ten
consecutive calendar days. Upon request by the chair or dean, the vice president for human
resources, or the vice president's designee, may grant leave without pay in excess of ten
consecutive calendar days.
Failure to obtain approval prior to taking leave without pay may result in the absence being
charged as unauthorized leave.
Annual and sick leave shall not accrue during periods of leave without pay, but accumulated
leave totals shall not be forfeited. Before starting leave, faculty members should contact the
Division of Human Resources about the continuation of health and dental insurance, and other
benefits.
See also University Policy HR 1.12 Leave Without Pay.
SABBATICAL LEAVE
Sabbatical leave allows full-time faculty members relief from normal duties in order to pursue
significant projects designed to improve them as teachers and researchers and increase their
contributions to the university. It permits faculty members to achieve educational goals that
could be reached, if at all, only over an extended period of time when pursued under the
demands of regular university duties. Consequently, recipients shall be released from all
university duties during their sabbaticals.
A faculty member requesting such leave shall demonstrate, by means of a written proposal, how
planned activities will serve the purposes for which the leave is intended.
Only tenured associate professors and tenured full professors shall be considered for sabbatical
leaves. Awards shall be based on seniority, merit, and six or more years of service as a full-time
faculty member. Faculty members shall not be granted sabbatical leave more frequently than
every seventh year, excluding leave without pay.
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At no time shall more than ten percent of a department, school, or college be on sabbatical leave.
In departments with fewer than ten members eligible for leave, only one of them may be on leave
at any time. Deviation from this policy shall be granted by the Provost only in exceptional
circumstances.
A sabbatical leave provides half pay for a full academic year or full pay for half an academic
year. Because the granting of sabbatical leaves is dependent on the budget, work loads, and
other considerations, it is a matter of administrative discretion.
Before starting sabbatical leave, faculty members should contact the Division of Human
Resources about the continuation of health and dental insurance, and other benefits.
Annual leave shall not be accrued by twelve month faculty on sabbatical leave.
SABBATICAL LEAVE PROCEDURES
To apply for leave, a faculty member shall complete a formal sabbatical leave request form and
submit it to the chair or, if none, dean detailing the reason for the leave. The member shall
submit this letter at least one year before the leave is expected to begin.
Upon approval of a request for sabbatical leave, a faculty member shall agree, in writing, to
return to the member's current position at the university for at least one year. A member who
fails to fulfill this obligation shall be liable to the university for repayment of all money received
during the leave. If the member becomes permanently disabled or dies while on leave, the
university shall not exercise the right of repayment.
Within three months of completing leave, a faculty member shall submit to the chair or, if none,
dean a written report detailing the member's accomplishments during the leave. If a member
fails to file this report or the dean determines, after consultation with the chair, that the member
has failed to act in a manner consistent with the sabbatical leave request, and with the approval
of the provost, the member may be required to repay all or part of the money received from the
university while on leave.
ACADEMIC FREEDOM
The university adheres in principle to the American Association of University Professors'
"Statement of Academic Freedom." The university shall defend academic freedom against any
encroachment.
Faculty members are entitled to full freedom in research and in the publication of its results,
subject to the adequate performance of all other academic duties, but research for pecuniary
return shall be based upon an understanding with the appropriate university authorities. See also
"Copyright Policy."
Faculty members are entitled to freedom in the classroom in discussing their subjects, but shall
not introduce controversial matters that have no relation to the subjects.
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When faculty members speak or write as citizens, they shall be free from institutional censorship
or discipline. They shall indicate that they are not speaking for the university.
Faculty members who believe their academic freedom has been compromised may request in
writing that the president initiate an investigation. The request should clearly and concisely
describe the event and circumstances upon which the charge is based. The president may refer
the request to an appropriate faculty committee. See also "Academic Grievance Procedures."
POLITICAL ACTIVITY
Faculty members may seek public office if the candidacy will not interfere with their normal
duties or present a conflict of interest. Before a faculty member announces for public office, the
president must approve each and every candidacy. If the president determines that the candidacy
would interfere with the faculty member's normal duties, the president may require the faculty
member to take leave without pay or resign before announcing for office.
No person may use university or other government personnel, equipment, materials, or facilities
in an election campaign. See also University Policy HR 1.02 University of South Carolina
Ethics Policy.
Full-time faculty members normally shall not engage in or manage statewide campaigns or seek
political positions that pay compensation.
DISTINGUISHED PROFESSOR AND EMERITUS TITLES
The title distinguished professor shall be awarded to tenured full professors who do not hold
named or chaired professorships in their final year of service. Upon retirement, this title shall
change to distinguished professor emeritus. A professor who holds a named or chaired
professorship at the time of retirement shall be awarded that title emeritus upon retirement. The
title emeritus professor normally shall be conferred on any tenured assistant or associate
professor at the time of retirement. Citations shall be presented to emeritus recipients, and every
effort shall be made to provide them office space, parking privileges, and other professional
amenities.
ENDOWED CHAIRS AND NAMED PROFESSORSHIPS
Awards of named chairs and professorships are intended to attract, retain, and reward faculty
members with records of outstanding and continuing achievement in scholarship, teaching,
service, creative or artistic accomplishment. Normally, only tenured, full professors shall hold
such positions, but faculty members of lower rank may be awarded them if allowed by the terms
of the endowment or justified by circumstances specifically set forth by the dean in his or her
recommendation. An appointment for a named chair or professorship shall be between three and
five years.
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To ensure that named chairs and professorships are appointed in a manner consistent with these
purposes, vacancies for all such positions shall be announced to the faculty. The provost shall
announce the availability of these positions to, and shall solicit nominations for such positions
from, the faculty of all colleges in which chair or professorship vacancies occur. The notice shall
provide a reasonable time period for nominations. Nominations may be made by any member of
the faculty; self-nominations will also be accepted for review. All nominees will be asked by
their deans to provide files containing information concerning their qualifications for
appointment.
The file of each nominee for a named chair or professorship shall be reviewed by a committee of
tenured faculty, the size and composition of which shall be determined by the faculty of each
college in conjunction with the dean of that college. Each committee shall normally consist of at
least five members; in cases where the chair or professorship is specific to a department, a
majority of the committee membership shall be tenured faculty in that department. The
committee shall then forward in writing to the dean its recommendations for appointment. When
there are multiple qualified nominees, the committee may, but is not required to, rank the
nominees in order of the committee’s preference. The dean’s recommendation, along with the
file of the recommended nominee and the recommendation of the college committee, shall be
forwarded to the provost. The file shall then be subsequently reviewed by the University
Committee on Named and Distinguished Professorships and the President of the University.
The president shall have sole authority to award endowed chairs and professorships, except when
that authority has been reserved by the Board of Trustees.
The policy outlined above governs only chair searches limited to faculty currently tenured or on
tenure track at the University of South Carolina. When time is critical, the provost may impose
an expedited schedule for consideration of an internal chair appointment, but shall not exclude
any of the steps set forth above.
CLASSROOM PROCEDURES
EXAMINATION AND GRADING SYSTEM
Each semester, faculty members shall give final examinations, including laboratory
examinations, in accordance with the published schedule and shall not deviate from it without
prior approval from their dean. All deviations shall be reported to the registrar by the dean.
In any course or laboratory that meets weekly, no quiz, test, or examination shall be given during
the last class session before the regular examination period. In any course or laboratory that
meets two or three times a week, no quiz, test, or examination shall be given during the last two
class sessions before the regular examination period. In any course or laboratory that meets
more than three times a week, no quiz, test, or examination shall be given during the last three
sessions before the regular examination period.
The Undergraduate Studies Bulletin and the Graduate Studies Bulletin describe the university
grading system.
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Faculty members shall meet the stated deadlines for submitting grade reports. All grades shall be
submitted to the chair or dean no later than seventy-two hours after the date of the scheduled
final examination. Grades for graduating students may be required earlier than other grades, but
in no case shall faculty members be required to submit grades before noon of the day after the
final examination. All students listed on the grade sheet shall be given a grade.
CHANGE OF GRADES (UNDERGRADUATE)
Grade changes based on transcription or computation errors shall be reported directly to the
office of the university registrar on the appropriate grade-change form signed by the instructor
and the head of his or her academic unit. A request for a grade change must be submitted by the
instructor no later than one calendar year from the date on which the grade was reported.
Beyond this period, grade changes shall be considered only in exceptional circumstances and
must be handled through the petition procedure of the student's college. Any other grade change
request resulting from enrollment discrepancies, medical withdrawals, or perceived
administrative errors (changes to W, WF, AUDIT, CREDIT, S/U, or to I) must be submitted on
the appropriate forms with signatures and documentation to the dean of the student's college for
review through the petition procedure. This does not apply to the routine makeup and extension
of an I (incomplete) and posting of a permanent grade to replace the recorded NR mark. An I
turns into a grade of F after one year; a NR turns into a grade of F after one semester. Special
make-up work or examinations to change grades already recorded are not permitted.
CHANGE OF GRADES (GRADUATE)
In case of errors in reporting final grades, instructors shall complete grade-change forms and
send them to the Graduate Council within one year of the course completion date. Beyond this
period, grade changes shall be considered only in exceptional circumstances. The council shall
forward its decision to the dean of the Graduate School. Special make-up work or examinations
to change grades already recorded are not permitted.
BOOKS FOR CLASSES
Instructors normally shall order textbooks on a nonexclusive basis through the Russell House
Bookstore.
Instructors experiencing difficulty with textbook orders should discuss it with the director of the
bookstore. If the problem persists, instructors should present the problem in writing to the
Bookstores Committee. If the problem is not resolved to the satisfaction of the instructor, the
textbook order may be placed exclusively with other stores. When doing so, the instructor shall
inform the director of the Russell House Bookstore.
Instructors shall not sell textbooks or other materials to their classes.
For information on copying materials for class that are copyrighted by third parties, see the
Policies and Procedures Manual.
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