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I.Personnel Policies: A. Full-Time Faculty
1. Objectives and Categories of Contracts
a. The essential objective of the faculty personnel policy at Denison is to secure the highest quality faculty possible for a liberal arts college.
Quality is measured by the criteria set forth in this statement in those sections dealing with reappointment, tenure and promotion.
b. Three basic types of contracts exist at Denison:
Tenure Track
Tenure is possible provided there is performance at a high level according to the criteria described below in sections dealing with tenure
and promotion.
Non-Tenure Track
Reappointment may occur normally up to a total of seven years.
Visiting Appointments
These may be at either a junior or senior level and normally are made as leave replacements.

2. Appointments and Promotions
Denison University commits itself to an open application system where all interested and qualiﬁed individuals are given an equal opportunity to apply
for continuing appointments. Denison employs full-time, tenure-track faculty members insofar as possible to teach its curriculum and perform the
other educational tasks of the institution. The University may employ part-time faculty in situations where the institution may want to offer special
courses or take advantage of special skills for which there is not a full-time need or where temporary replacement stafﬁng is needed.
Tenure-track positions are ﬁlled through national searches conducted expressly for the position in question. These searches must comply with
Denison's Afﬁrmative Action Plan and Hiring Procedures and the relevant provisions of the Faculty Handbook. Internal candidates may apply for
tenure-track positions, in which case they will be considered on the same basis as all other candidates.
This section outlines the normal process by which faculty appointments are made. However, circumstances may require the length of appointments
and designation of faculty rank to vary in certain cases. The contract letter will specify any exceptions to the normal practice.
a. Instructor. If an individual who is appointed to the faculty has not received a Ph.D. (or an equivalent advanced degree), the appointment
ordinarily shall be at the rank of Instructor. If that appointment is to a tenure-track position, it will be for two years. Reappointment beyond two
years will normally not occur unless all requirements for the appropriate advanced degree are completed prior to the beginning of the second
year of the contract. If the requirements are completed, the faculty member will be promoted to Assistant Professor and the faculty member's
contract will be extended through a fourth year.
Faculty at the rank of Instructor who complete all the requirements for the appropriate advanced degree by December 15 of their ﬁrst year will be
retroactively promoted to Assistant Professor and their salary adjusted accordingly.
b. Assistant Professor. If an individual who is appointed to the faculty has received a Ph.D. (or equivalent advanced degree), the initial
appointment is at the rank of Assistant Professor. Normally, the initial appointment to a tenure track position is four years with a maximum
reappointment of one three-year contract, or a total of seven years.
An Assistant Professor holding a tenure-track position shall be considered for tenure during the sixth year of full-time service as a member of
the faculty at Denison. (See paragraph “e” regarding credit for prior experience.) If tenure is granted, the individual is promoted to Associate
Professor with tenure, effective at the beginning of the subsequent academic year.
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c. Appointment of Associate Professors and Professors. Denison normally does not make initial appointments at the rank of Associate Professor
or Professor and normally does not make initial appointments with tenure. When extraordinary circumstances make such an appointment
desirable, the Provost seeks the advice both of the department affected and the President's Advisory Board prior to making the appointment.
d. Notiﬁcation of Non-renewal. Normally, faculty with tenure-track and continuing appointments will be notiﬁed at least one year in advance if
their contracts will not be renewed. For full-time coaches, the notiﬁcation of non-renewal will come early in the fall semester of the ﬁnal year of
the contract. In all other cases, every effort will be made to give notiﬁcation of non-renewal as quickly as possible.
e. Prior Experience. Denison normally does not accept more than two years of prior experience either from other institutions or from Denison
experience when making tenure-track appointments at the rank of Assistant Professor. The number of years of prior experience to be claimed by
a candidate will be negotiated between the candidate and the Provost in consultation with the members of the department at the time of hire.
The years of prior credit may be changed during the ﬁrst nine months of the initial appointment with the concurrence of the new faculty member,
the appropriate department chair, and the Provost. Tenure decisions are based primarily upon work done at Denison, particularly with respect
to teaching and contributions to the other purposes of the University. Faculty should be aware that sabbatical leaves are awarded only after six
years of service at Denison, whether or not prior experience has been claimed.

3. Performance Criteria for Reappointment, Tenure, and Promotion to Associate
Professor
a. Principles.
The statement of criteria set forth below makes clear what the university expects of its faculty in the three areas of teaching, scholarship, and
service. Consistent with its mission, the university requires that its faculty demonstrate excellence in teaching. Scholarship has an intrinsic
value, and it informs the best teaching. As a diverse community with many needs, the university relies on all of its members to contribute
service according to their various talents and also with consistency over time. In sum, a member of the Denison faculty is expected to meet the
standards described below in each of the three areas of teaching, scholarship, and service, since in reality the three areas are linked in many
ways. It is only when the faculty member meets the standards of the university across the range of these pursuits that the person is likely to
make those contributions, upon which the university depends to excel as an intellectual and social community.
b. Teaching.
1. Successful teaching is based on expertise in a particular subject matter and on a commitment to the craft of teaching. An individual
matures into an effective teacher with experience and reflection. An effective teacher is also a scholar, who is well-versed in a ﬁeld of
knowledge and current with the latest inquiry in that ﬁeld.
2. Effective teachers are able to engage a broad range of students, from the novice to the advanced learner. They are able to articulate
pedagogical goals, adopt classroom practices designed to achieve those goals, and demonstrate success in achieving those goals. They
convey excitement about their discipline and about learning in general, and they foster respect for the liberal arts. They introduce students
to the role of scholarship in their discipline in ways that are appropriate to the developmental level of the student.
3. Effective teachers create a respectful environment that encourages the open exchange of ideas, and in which the interest of students
increases and their engagement with the material deepens. Such teachers provide careful, honest and constructive feedback, and they
encourage students to develop the habits of critical thinking. They aspire to help students to think independently, and to hold themselves to
a standard of intellectual rigor and ethical reflection while learning to see the world in new ways.
4. As faculty advisors, effective teachers encourage students to develop a deliberative approach to their academic endeavors: to design a
course of study, to reflect on career and life choices, and to pursue opportunities for independent scholarship.
5. Successful candidates for tenure will be expected to be effective teachers.
6. Candidates for reappointment at the third year must demonstrate progress toward meeting the above standards for tenure at the sixth
year. Merit pay at the third year will be evaluated based on criteria in section I.E.2.f.
7. Teaching can be assessed by drawing upon a variety of materials, including:
• a professional statement including analysis, evaluation and reflection on teaching philosophy, goals, methods, and outcomes;
• samples of syllabi, examinations, assignments and other course materials;
• results of the common university summative evaluations, comments and quantitative results;
• peer observation of teaching;
• reflections on the supervision of student research;
• reflections on student advising and (pending the development of guidelines by AAC) evidence of its effectiveness.
c. Scholarship.
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1. Scholarship and creative achievements are both valuable in their own right and instrumental to good teaching. Scholarly achievements
are not only measures of a faculty member's continuing involvement in a ﬁeld of study or artistic endeavor, but are also sources of
curricular strength and renewal for the institution. Engaging in scholarship is vital to the continued intellectual and professional growth of a
faculty member. Scholarship is also vital to teaching because it informs the subject matter of courses and establishes the faculty member
as a model from whom students learn.
2. The candidate's body of scholarship should flow from a vision of scholarly growth, which should be discussed in the professional
statement. This body of scholarship should reflect a degree of originality in the generation, application, or reinterpretation of concepts,
methods, or creative works. The body of scholarship should reflect the activity of an informed and lively intellect and talent that may be
read with interest by the candidate's peers beyond Denison and possibly employed in their own work. The issues addressed should be
important ones, and the contributions candidates make to their ﬁeld should be signiﬁcant and intellectually sound.
3. A successful candidate for tenure will be expected to have demonstrated a sustained scholarly effort, as well as scholarly ability, by
producing a professionally reviewed body of scholarship in the form of publication, performance, exhibition, or other ﬁnal form usual to the
discipline. Evidence may include the continuation or completion of scholarly activity that was begun prior to the candidate's employment at
Denison; however, there must be a clear demonstration of continued scholarly activity, growth, and productivity while a faculty member at
Denison. The tenure review process includes an evaluation of the candidate's scholarship or creative work done by persons not associated
either with the candidate or with Denison.
4. Candidates for reappointment at the third year must demonstrate progress toward meeting the above standard for tenure at the sixth
year. Works in progress beyond the dissertation may be sufﬁcient to demonstrate progress toward tenure at the time of the third year
review, but are not in themselves adequate for tenure. Merit pay at the third year will be evaluated based on criteria in section I.E.2.f.
5. Professionally reviewed scholarship and creative works are the most important indicators of scholarly achievement and are essential
for tenure. Examples of these may include: scholarly articles, monographs, book chapters; published short stories, poetry, and novels;
translations, critical editions, and interpretive anthologies and textbooks; published or recorded music; performances and exhibitions;
original work in performing, dramatic, or visual arts; original computer software; and peer reviewed grant proposals.
6. Other forms of scholarship and creative works may be reported as additional evidence of scholarly activity, for example: book reviews;
technical reports from consulting projects; papers presented at professional meetings; and non-peer reviewed grant proposals.
7. These examples are neither all-inclusive nor exclusive. In every instance, the quality and extent of the scholarship or creative works are
most important.
d. Contributions to the Other Purposes of the University.
1. As a residential liberal arts college dedicated to educating the whole person, Denison depends upon its faculty to contribute to the life
of the University not only as teacher/scholars but also as members of the community. In the extent and quality of their contributions to the
University, faculty serve as models for colleagues and students of civic engagement, promote participation in thoughtful public discourse,
and exemplify the ability to see individual and departmental interests through the lens of institutional needs. These other contributions
to the University have the effect of increasing the overall sense of connectedness within the community, connecting students to the
University, colleagues to one another, and the University to the larger world of academe. In doing so, they strengthen the community and
promote both unity and diversity. For these reasons, other contributions to the University constitute a third and important criterion for
contract reappointment, tenure, and promotion.
2. Faculty members are expected to engage in ongoing service to the University, which may include service to the discipline or the
profession. This service should expand in breadth and depth throughout an individual’s career in ways that complement the unique talents
of the faculty member. Thus, while the beginnings of a record of service would sufﬁce for reappointment, a more signiﬁcant record of
service would be expected for tenure, and an even more signiﬁcant record of service would be expected for promotion to professor. Merit
pay at the third year will be evaluated based on criteria in section I.E.2.f.
3. These contributions may take many forms. Active engagement with the department and the University are expected of all colleagues.
For this reason, all faculty members are expected to attend department meetings and meetings of the University faculty. Faculty serve
their departments in such ways as participating on departmental committees, participating in faculty searches, serving as department
chair, advising departmental student groups, and attending and participating in other departmental events. Faculty are expected to
contribute to the University in such ways as serving on committees in the governance system, serving on ad hoc committees and task
forces, serving on interdisciplinary program committees, attending and participating in admissions events, advising student organizations,
and representing the University in various consortial roles, such as on GLCA committees. Faculty members also serve their disciplines
and the profession in such ways as serving on editorial boards, prize committees, and review boards and serving in leadership roles in
professional organizations. Faculty also serve their communities in such ways as holding elected ofﬁce and serving on the boards of
community agencies and non-proﬁts. Such community service is particularly valued when colleagues lend their professional expertise to
help meet civic needs.
e. Criteria Unrelated to the Performance of the Candidate
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In exceptional circumstances, the president may take into consideration factors unrelated to the performance of a candidate when making
recommendations on reappointment, tenure, or promotion, as discussed under the “Responsibilities of the President” below.

4. Performance Criteria for Promotion to Professor (updated proposal #17-02,
#17-04)
Promotion to full professor is not based primarily on the number of years served at the rank of associate professor. Many faculty members may be
ready to stand for full professor following their second sabbatical as an associate professor. Some faculty may choose to stand for promotion earlier.
Although a candidate can be considered for promotion at any time, a full professor review is recommended by the 14th year after earning tenure for all
faculty members who have not yet come up for promotion. The provost will discuss with the faculty member the possibility of submitting a dossier for
promotion at the time of the second senior review after tenure.
a. Teaching. Successful candidates for promotion to full professor will demonstrate that they have matured as teachers by providing evidence
of effective teaching and growth beyond the point of tenure according to the criteria set forth in section I.A.3.a-d. Such teachers will be current
with their ﬁeld as shown by continuing scholarly and creative activity. They will be able to articulate fully-developed pedagogical goals, will adopt
classroom practices designed to achieve those goals, and will present a record of success in achieving those goals. They will be consistently
successful in engaging with learners at all levels and will be constructive in their feedback to students and rigorous in evaluating them. They
will be conscientious advisors and mentors. They will challenge students to become critical thinkers, independent learners, and self-conscious
participants in the process of a liberal arts education.
b. Scholarship. Successful candidates for promotion to full professor will have remained actively involved in producing work in their area of
study through the regular and disciplined pursuit of knowledge and development of disciplinary skills. After tenure one’s scholarly and creative
interests may broaden to include alternative paradigms, different methods, and new lines of inquiry. Such scholarly growth and exploration is
central to the liberal arts tradition and is encouraged. The space for scholarly exploration and the drive for distinction in one’s ﬁeld need not be
mutually exclusive, and we wish to encourage intellectual growth in all its manifestations.
In considering scholarly and creative work for promotion to the rank of full professor, those reviewing the dossier will consider the body of work
produced over the arc of the candidate’s career since tenure. In all cases, emphasis is on the quality of the work.
Evidence for a successful promotion must include peer-reviewed or professionally adjudicated materials. Examples include, but are not limited
to, research papers; essays and review articles published in professional journals; published research on methods and outcomes of teaching and
learning; published poetry, short stories, novels; ﬁlms, compositions, and works of art presented or published; books written or edited; chapters in
books and articles in anthologies; published translations; published or performed music; programs of concerts or dramatic productions; exhibits
or commissions of works of art; grant requests funded.
Other types of scholarly and creative work, while not required, form an important context for professional work and are secondary evidence
of scholarly activity for the purposes of promotion to the rank of full professor. These include, but are not limited to: technical reports from
consulting projects; articles published in the national press; professional blogs; book reviews; unfunded grant proposals; publicly disseminated
reports from action research and/or experiential-learning projects; public lectures; descriptions of radio and television interviews and
presentations. The review for promotion to full professor includes an evaluation of the candidate's scholarship or and creative work done by
persons not associated either with the candidate or with Denison.
c. Service to the University and the Profession. Successful candidates for promotion to full professor will be campus and departmental leaders
by virtue of their sustained record of active participation in the life of the campus community. They will be known for their role as mentors to
their colleagues and for their service to the University. Their influence will extend beyond their own concerns to important departmental and
University issues, to which they will have made a series of important contributions over time. Additional evidence of distinguished service to the
profession to support promotion to the rank of full professor includes, but is not limited to: leadership in professional societies at the regional,
national, or international levels; membership on the editorial boards of scholarly journals; external reviews of tenure and promotion cases;
external accreditation reviews; civic engagement in which faculty use their professional expertise.

5. Procedures Pertaining to Reappointment, Tenure, and Promotion
a. Principles.
1. Several principles should inform all aspects of personnel reviews. The principle of fairness should apply to all evaluations. The process
of evaluation and review should be transparent to all parties and, to the extent permitted by the need for conﬁdentiality, there should be
openness as well. The process of evaluation should be participatory, including all the tenured members of a department as well as the
candidate. Tenured faculty and department chairs should provide colleagues with formative and summative feedback consistent with
the university's expectations (see Faculty Handbook section III.A.4 (p. 29)). Above all, our communications and evaluations should
be marked by candor, our criticisms tempered by respect, and our commitment should be to the good of the university and its future
generations of students.
2. Evaluation for reappointment, tenure, and promotion is a peer review process. Advisory Board recommendations must rest ultimately on
the judgment of the faculty on the Board, based on evidence, and made in accordance with the criteria. In the same manner the President
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should make recommendations to the Board of Trustees about reappointment, tenure, and promotion based on the recommendation of
Advisory and the candidate's record, and should be in accord with the criteria.
3. In some cases the initial evaluation of candidates will be made by a committee of persons from different departments. Procedures
governing the creation of such committees are set out below. Such bodies shall be considered “departments” in these procedures.
b. Responsibilities of the Candidate.
1. The candidate bears the responsibility for making the case to the department and the University that a positive decision on
reappointment, tenure or promotion is merited. Candidates are responsible for knowing the review process as outlined in the Faculty
Handbook and for meeting the deadlines associated with the process.
2. Personnel reviews begin with the candidate, who is to provide the tenured members of the department and Advisory with complete
data on which to base their evaluation. Speciﬁcally, candidates are responsible for assembling relevant materials, writing a professional
statement, and providing that material and statement to their colleagues in a timely fashion.
3. Candidates for tenure and promotion shall provide a list of individuals who can recommend external reviewers qualiﬁed to make expert
and objective evaluations of the candidate's scholarship.
4. Candidates' contributions to their own dossier must include:
• a professional statement
• a copy of the candidate's current vita
• samples of syllabi, assignments, examinations and other course materials
• a list of courses taught including enrollments and course grade point averages
• results of the common summative evaluation form, comments and quantitative results, for all courses taught
• a copy of each scholarly work (as described in the criteria) to be considered for the review;
• records of contributions to the other purposes of the University
• a leave proposal from candidates for tenure who would be eligible for an immediate sabbatical if tenured.
A checklist for the elements of the candidate's dossier (https://my.denison.edu/node/163) is available to assist candidates in
compiling materials.
5. The professional statement invites candidates to reflect on their philosophy, goals, and experience in teaching, conducting scholarship
or creative work, and contributing to the other purposes of the University. The professional statement should serve as an interpretive
guide to the materials in the dossier by providing a context that both reflects analytically on the data in the dossier and places that data
in a narrative showing the development of the candidate as a faculty member at Denison. The statement should explain signiﬁcant
achievements as well as discuss frankly challenges the candidate needs to address. The professional statement should also articulate
candidates' visions of their roles as a teacher, scholar, and member of the community in the future.
6. Candidates must make their dossiers available to the tenured members of their department, through the department chair, at a date early
enough for their tenured colleagues to review the materials and prepare their letters, and for the chair to prepare a departmental letter and
share it with the candidate (as described below) before the dossier must be delivered to the Provost's ofﬁce.
7. Candidates shall also have the opportunity to write a response to the departmental letter once that is completed as is described below.
8. After the candidate's dossier is submitted to the Provost's ofﬁce a candidate may request a meeting with the Advisory Board. (The
Advisory Board may also request a meeting with the candidate.)
c. Responsibilities of the Tenured Members of a Department.
1. Tenured members of a department have the important responsibilities of evaluating a candidate's performance and making
recommendations for the good of the university and future generations of students. Untenured colleagues do not participate in the review
process.
2. Tenured members of the department are expected to know the procedures and criteria for reappointment, tenure, and promotion and
to provide their input in ways consistent with these guidelines. Tenured colleagues are expected to review thoroughly all the materials a
candidate submits as part of the dossier.
3. After the tenured members of the department have had time to evaluate the candidate's dossier, they shall meet without the candidate to
discuss the dossier and their evaluation of the candidate's performance before they submit their individual letters to the chair.
4. Each tenured colleague (including the chair) must prepare an honest and informative letter of evaluation that discusses the candidate's
performance, based on the dossier and on observations of the candidate, and that addresses the criteria for reappointment, tenure, and
promotion. The letter should provide objective evaluation of the speciﬁc strengths and weaknesses of the candidate, and must include a
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clear positive or negative recommendation for reappointment, tenure, or promotion. These letters must be sent to the chair at a date early
enough so that the chair may prepare a departmental letter and share it with the candidate (as described below) before the dossier must be
delivered to the Provost's ofﬁce.
5. Once the chair has written the ﬁrst draft of the departmental letter and has shared it with all tenured members of the department, each
member should respond in a timely fashion to the chair with comments, suggestions, or other feedback.
6. In cases of tenure and promotion where outside reviewers submit evaluations of scholarship or creative works, tenured members of the
department may read those reviews, and department chairs must read those reviews, but only after the department letter is completed.
Colleagues who, after reading these reviews, wish to write an amendment to their letters addressing issues raised by the external reviews
may do so. However, these amendments must be submitted to the chair who must then write an amendment to the departmental letter,
following the procedures for approval of the draft departmental letter and sharing the completed amendment with the candidate as
described below. Candidates in turn may submit a response to the amendment through the chair. In other words, all amendments to
individual and departmental letters must follow the same procedures as those for departmental letters.
d. Responsibilities of Department Chairs.
1. Department chairs have the responsibility of seeing that all the steps of summative evaluation up to and including delivery of the dossier
to the Provost's ofﬁce are taken in ways consistent with these procedures, and that the results of summative, peer evaluation of teaching
are included in the dossier (see III.A.4 (p. 29)).
2. Chairs are responsible for providing guidance to candidates as they prepare their dossiers and to colleagues as they prepare their letters
of evaluation.
3. The department chair should begin the evaluative process by convening a meeting of the tenured members of the department and the
candidate well in advance of the deadline for the delivery of the completed dossier to the Provost's ofﬁce to discuss the procedures for
evaluation and to establish departmental deadlines for the submission of the dossier and letters from tenured colleagues. The timing of
peer review of teaching, who will participate in peer review, and how the evaluation of peer review will be shared should also be determined
at this meeting.
4. After the tenured members of the department have had time to evaluate the candidate's dossier, they shall meet without the candidate to
discuss the dossier and their evaluation of the candidate's performance before they submit their individual letters to the chair.
5. All the letters from tenured colleagues (and others, if any, except external review letters) shall be added to the dossier. At this stage the
dossier is conﬁdential. Only the department chair and Advisory may see all the information in the dossier.
6. The department chair shall prepare a departmental letter that shall be separate from the chair's own letter as a tenured colleague.
Chairs shall draw upon the evaluations in the letters from their tenured colleagues in constructing the departmental letter. That letter
shall summarize the department's evaluation of the candidate's performance and make a clear recommendation, either for or against,
reappointment, tenure, or promotion.
7. The chair's draft of the departmental letter shall be shared with all tenured members of the department for comments, suggestions, and
feedback. The chair shall rewrite the departmental letter in light of this feedback as appropriate.
8. The completed departmental letter shall by shared, in writing, with the candidate at a date early enough so that the candidate, if the
candidate should choose to do so, may write a response to the departmental letter that will be included in the dossier when it is delivered to
the Provost's Ofﬁce.
9. Department chairs are responsible for asking candidates for tenure and promotion to provide a list of individuals who can recommend
external reviewers qualiﬁed to make expert and objective evaluation of the candidate's scholarship. The department chair and the
candidate shall forward the list of individuals to the Provost. The candidate should also submit a list of people who are disqualiﬁed from
serving as external reviewers because of their familiarity with the candidate. Reviewers should not include anyone whom the candidate
knows personally or professionally in such a way that the reviewer's opinion of the candidate's work might be predicted on the basis of their
relationship.
10. In cases of tenure and promotion where outside reviewers submit evaluations of scholarship or creative works, tenured members of the
department may read those reviews, and chairs of departments must read those reviews, but only after they have completed their individual
letters. If, after having read these reviews, colleagues wish to write an amendment to their individual letters addressing issues raised by
the external reviews, they may do so. However, these amendments must be submitted to the chair, who must then write an amendment
to the departmental letter, following the procedures for approval of the draft departmental letter and sharing the completed amendment
with the candidate as described above. Candidates in turn may submit a response to the amendment through the chair. In other words, all
amendments to individual and departmental letters must follow the same procedures as those for departmental letters.
11. All letters and amendments must be submitted through the department chair so that the candidate sees the summaries of all materials
submitted from colleagues to Advisory.
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12. The chair is responsible for seeing that no additional information about a faculty member is gathered without carefully informing both
the department and the candidate about the kind of information and the reason for gathering it.
e. Responsibilities of the Provost.
1. The Provost presides over the process by which information is gathered regarding each individual who is to be considered for
reappointment, tenure, or promotion.
2. The Provost is responsible for providing newly-hired tenure-track faculty with information regarding the criteria and procedures for
contract renewal and tenure, and for seeing that detailed procedures and timetables for the submission of candidates' dossiers are
available to individuals and departments.
3. The Provost will generate a list of external reviewers after contacting the individuals on the list forwarded by the candidate and the chair.
The Provost is expected to evaluate the external reviewers to ensure an appropriate distribution of institutions, levels of expertise, and
objectivity among the potential reviewers.
4. The Provost is responsible for assuring that all participants in the review process follow the procedures for review. In the event that
procedural concerns arise during the process, the Provost is responsible for alerting all parties involved of the existence of the concern and
working with those parties to address the concern in such a way that the review procedures are properly followed.
5. The Provost should be available throughout the review process to answer questions and respond to concerns by any of the parties
involved, consistent with the standards of professional conﬁdentiality under which the information was gathered.
6. The Provost presides over meetings of the President's Advisory Board and is responsible for providing members of the Board with the
appropriate materials for review in a timely manner. The Provost communicates with departments and candidates on behalf of the Advisory
Board during the review process.
f. Responsibilities of the President's Advisory Board.
1. It is the Advisory Board's responsibility to read the candidate's dossier, the letters of evaluation by colleagues, the external
reviewers' comments (if any), and the Provost's letter to the candidate summarizing the outcome of previous review(s), and to make a
recommendation to the President on reappointment, tenure, or promotion.
2. The members of Advisory individually review the dossier and then meet to discuss the case. The dossier includes the material sent by
the department and the letters written by external reviewers. Materials may be added to the dossier after it has been submitted to the
Provost's ofﬁce only when they provide additional information about materials already included in the dossier (such as notice that a work
has been accepted for publication). Furthermore, all additional submissions must come through the chair of the department.
3. No other information (e.g., a formal determination of misconduct) may be taken into account in Advisory's deliberation of the candidate's
performance.
4. If the Advisory Board believes there is a discrepancy between the evidence presented and the departmental statement, or if they
believe the dossier is incomplete, it shall direct the Provost to consult with the department chair and candidate in an effort to clear up
the discrepancy or obtain the missing information. In neither case does the process of informing the chair and the candidate mean that
Advisory agrees or disagrees with the interpretation of the evidence or with the departmental recommendation.
5. At any point in their deliberations the Advisory Board may request a joint meeting with the candidate and the department chair.
6. When it is agreed by the Advisory Board that there has been sufﬁcient discussion on a candidate, the discussion ceases and the faculty
members on the Board vote. The recommendation and the vote shall be reported to the President. After the President deliberates on the
advice and recommendation received from the Advisory Board, the President reports his or her disposition on the candidate to the Board. At
that point members of the Board may offer additional advice.
7. If the President's recommendation differs from that of the Advisory Board, the Advisory Board shall provide a written explanation for its
recommendation to the Academic Affairs Committee of the Board of Trustees. In addition, the Committee may ask faculty representatives
from the Advisory Board to attend a meeting of the Committee to explain their recommendation.
g. Responsibilities of the President.
1. It is the responsibility of the President to make a recommendation to the Board of Trustees regarding reappointment, tenure,
and promotion. The President's recommendation should be informed by all the materials considered by Advisory and by Advisory's
recommendation. If the President's decision differs from the recommendation of the Board, the President must inform the Advisory Board
of the reasons for his or her decision.
2. It is understood that the President may make a recommendation either for or against reappointment, tenure, or promotion for reasons
other than those related to the performance of a candidate, while taking care to preserve academic freedom. Bringing these reasons to
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bear on a recommendation should happen only in the most unusual of circumstances. Furthermore, as soon as it becomes clear that such
considerations may be important to a candidate's employment at Denison, the candidate and chair shall be notiﬁed by the Provost.
3. Once the President has decided on his or her recommendation, the President or the Provost will meet with the candidate, chair, and a
tenured faculty member (optional) of the candidate's choice to provide a full explanation as to the basis for the ﬁnal recommendation to the
Board of Trustees. This meeting shall be followed within ﬁve days by a written report containing, if that recommendation is negative, the
vote of the Advisory Board and its rationale. If the recommendation is negative, the candidate shall be given opportunity to read and copy
(or have copies made) of all materials used to make the recommendation, with suitable steps taken to ensure conﬁdentiality. In addition,
the candidate shall be provided a written statement explaining the basis for the President's recommendation and the procedures to be
followed in case the candidate wishes to appeal it. Copies of this letter shall be shared with the members of the Advisory Board.
4. In cases of appeals, the President shall wait until the appeal process is complete before making his or her recommendation to the Board
of Trustees.
5. The Board of Trustees has the exclusive power to grant reappointment, tenure, and promotion.
h. Procedures Governing the Appointment of Review Committees.
1. In cases where there are fewer than three tenured members of a department or program (not including the candidate in cases of
promotion to professor), a review committee shall be created to act as the candidate's department.
2. This committee shall consist of at least three tenured members of the faculty, including all tenured members of the department or
program and the program director if the director is not tenured in the program itself.
3. When a candidate is from a department or program where there are fewer than three tenured members, the chair of that department or
program (if tenured) shall serve as the chair of the committee. When the department chair or program director is not tenured, the Provost
shall appoint a chair of the committee from among their members, and the chair shall assume all the responsibilities of a department chair
for the review process.
4. To constitute a review committee, the chair (or when the department chair or program director is not tenured, the Provost) shall ask the
candidate to identify several tenured faculty members on campus whose work is most similar to the candidate's work. These names will
then be discussed by the tenured members of the department and the Provost. Members of the committee should be selected on the basis
of their familiarity with (1) the program or department, or (2) the candidate's substantive area of knowledge. The Provost shall then appoint
the remaining member(s) of the group to constitute the department for this review.

6. Reconsideration of a Decision
a. Principles
A faculty member about whom a negative decision is made regarding reappointment, tenure or promotion may appeal the decision on the basis
of (1) discrimination, (2) violation of academic freedom, or (3) inadequate consideration.
1. Non-Discrimination. Faculty are entitled to protection against discrimination on the basis of race, color, religion, ethnic or national origin,
age, disability, sex, sexual orientation, or veteran status.
2. Academic Freedom. Faculty are entitled to academic freedom.
3. Inadequate Consideration. Inadequate consideration occurs when a decision is reached as a result of any of the following: a failure to
gather and consider evidence bearing on the relevant performance of the candidate, inadequate deliberation over the import of evidence in
light of the relevant standards, reliance on irrelevant and/or improper standards, or a failure to exercise professional academic judgment.
In determining whether there was inadequate consideration, the Faculty Investigative Committee (see below) will not substitute its own
judgment on the merits of the case for that of the members of the department, the President's Advisory Board, or the administration.
b. Procedures
1. Prior to lodging an appeal, the faculty member shall be allowed to read and make copies of (or have copies made of) all information
that has been made available to Advisory and is related to the candidate's case. Before the faculty member is allowed access to this
information, the Provost's ofﬁce will remove such obvious identifying information as the name, rank, or institution of the evaluators. The
faculty member has thirty calendar days after receipt of the written report speciﬁed in Section I(A)5(g)3 and of the written rationale for the
decision to lodge an appeal and to compile and submit the materials relevant to the appeal. When the Provost receives such a request, she
or he shall promptly inform the Advisory Board that the decision is under appeal. No report shall be made to the Board of Trustees about
the candidate until the appeal process is completed. Normally, candidates for tenure will be considered by Advisory in such a manner as to
ensure that the initial decision about their case can be completed by the January meeting of the Board of Trustees. This allows ample time
for an appeal prior to the April meeting of the Board.
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2. During the appeal process the decision is presumptively valid; that is, the faculty member has the burden of persuasion, and the faculty
member must present a basis for changing the decision. The faculty member may submit additional information during the appeal process,
but this information must relate to the same time frame on which the original decision was based.
3. Appeals of personnel decisions will be heard by a Faculty Investigative Committee constituted from among members of the Standing
Faculty Appeals Committee (hereafter the Appeals Committee), consisting of six tenured members of the teaching faculty elected by
ballot of the faculty and serving staggered three-year terms. There shall not be more than one member from any department. No one shall
serve concurrently on the Appeals Committee and on Advisory. The chair shall be chosen by and from among the elected members of the
Committee, who shall be convened at the beginning of each academic year by the Provost or a representative of the Provost.
4. In the event of an appeal, a three-member Faculty Investigative Committee shall be chosen by lot from among the eligible members
of the Appeals Committee to investigate the case. A member of the Committee who is the appellant, who is a member of the appellant's
department, or who participated directly in the decision under appeal shall be disqualiﬁed from appointment to the Investigative
Committee. A member of the Appeals Committee may ask the Chair to be excused from service on an Investigative Committee based upon
a conflict of interest. For an appeal alleging inadequate consideration, the procedures followed by the Investigative Committee in carrying
out its responsibility will be designed to be responsive to the particular allegation it is investigating, and it shall have access to whatever
individuals and information it deems appropriate, subject only, but always, to the qualiﬁcation that it is inquiring into the process by which
the decision was made rather than into the substance of the decision. The procedures are fact-ﬁnding in nature, not adversarial, and are
intended to give the committee as much flexibility as it believes is appropriate to the case.
5. For an appeal alleging discrimination or a violation of academic freedom, the Investigative Committee shall determine whether
discrimination or a violation of academic freedom was a determining factor in the decision. Ordinarily, when there is a ﬁnding of
discrimination or a violation of academic freedom, the Investigative Committee will recommend that the review of the matter be returned
for reconsideration to the next stage (as deﬁned in section I.A.5) in the decision process beyond the stage where discrimination or the
violation of academic freedom took place. That reconsideration shall take account of the Investigative Committee's report. (e.g. If the
discrimination or violation of academic freedom took place at the department level, the case would be returned to the Advisory Board.)
6. The Committee shall communicate its ﬁnding and, if appropriate, its recommendation, in writing to the President's Advisory Board and
to the appellant. The authority to act on any such ﬁnding or recommendation resides with the President. In the event the President decides
to reject the recommendation of the Committee, he or she shall provide, in writing, the reasons for his or her action to the Investigative
Committee and the appellant, and the Investigative Committee shall have an opportunity to reply.
7. For an appeal alleging inadequate consideration, the Investigative Committee shall determine whether the decision was the result
of inadequate consideration at any stage of the candidate's review. Ordinarily, when there is a ﬁnding of inadequate consideration the
Investigative Committee will recommend that the review of the matter be returned for consideration to the stage in the decision process
where the inadequate consideration ﬁrst took place. Reconsideration shall take account of the Investigative Committee's report.
8. The Investigative Committee will communicate in writing to the President's Advisory Board and to the appellant the Committee's ﬁnding
and if appropriate, its recommendation. The authority to act on any such ﬁnding or recommendation resides with the President. In the event
that the President decides to reject the recommendation of the committee, he or she shall provide in writing the reasons for that action to
the Investigative Committee, and the appellant and the Investigative Committee shall have an opportunity to reply.

7. Extension of the Probationary Period for Tenure
1. A faculty member on a tenure-track contract may apply for up to a two-year extension of the normal six-year probationary period because
of personal illness, parental leave, care of a seriously ill or injured person, or other factors beyond the faculty member's control that hinder the
performance of the usual range of duties associated with being a successful faculty member, i.e., teaching, scholarship, and service (see Faculty
Handbook section VIII.C.6-8 for leave policies).
2. Requests to extend the probationary period should be addressed to the department chair, who will consult with the tenured members of
the department and arrive at a department recommendation. The request to extend the probationary period, along with the departmental
recommendation, is then sent to the President's Advisory Board, which makes a recommendation to the President. The request must be
submitted prior to the academic year in which the normal tenure review is scheduled. A request to extend the probationary period is not relevant
to any consideration of any candidate for contract renewal, tenure, or promotion.
3. Extension of the probationary period will be granted only when a faculty member's teaching, scholarship, and service responsibilities
are signiﬁcantly affected by personal or family-related factors. The length of the extension, not to exceed two years, will be based upon an
assessment of the degree to which these factors interfere with the normal responsibilities of the faculty member.
4. Several options for extending the probationary period exist, including the following:
a. Full or partial unpaid leaves of absence. For example, a faculty member may request moving to half-time status for four years (an
equivalent of two years), thus extending the tenure review two years beyond the time it would be normally scheduled.
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b. Maintaining full-time status but extending the length of the probationary period. For example, a faculty member may request, due to
personal circumstances, to lengthen the normal 6-year probationary period to 7 or 8 years.
5. When extensions of the probationary period are granted, a revised schedule of reviews for reappointment will be determined by the Provost in
consultation with the faculty member and President's Advisory Board.

8. Termination
1. The contract of a faculty member may be terminated according to the following conditions:
a. Through voluntary resignation to take effect at the end of any year of service. A resignation should be submitted prior to February 1.
b. By mutual agreement between the University and the faculty member in cases not covered by provision (a.) above.
c. Through dismissal by the trustees or their designated representatives for moral delinquency or professional incompetence, incapacity or
non-performance. Dismissal for reasons other than moral delinquency shall normally take effect at the end of the semester following the
semester in which the initial notice of intention to sever relations is given. Dismissal for moral delinquency shall take effect immediately.
2. When a charge is made against a member of the faculty alleging moral delinquency or professional incompetence, incapacity, or nonperformance as a basis for dismissal, the following procedure shall normally be followed. (Please note that the Policy on Inappropriate
Relationships Between Students and Faculty (section VII.H.) may govern the proceedings for cases involving romantic or sexual relationships
between faculty and students.)
a. The President of the University shall notify the faculty member, in writing, of the nature of the charges and inform the faculty member of
the name or names of the individual(s) making the charges. This written notice may be preceded by an informal verbal notiﬁcation if that
seems appropriate.
b. An informal consultation shall be arranged that includes the President, the Provost, one or more members of the President’s Advisory
Board, the faculty member involved, and any other persons who might make a contribution to an informal agreement with mutual consent.
c. If this attempt to resolve the matter by mutual agreement is unsuccessful, the matter shall be referred to the entire President’s Advisory
Board. Normally, the following procedure shall be followed:
1. A full statement of the charges and any other pertinent data related thereto shall be furnished in writing to each member of the
Advisory Board.
2. The faculty member against whom the charges are made shall respond in writing, and copies of the faculty member's response
shall be distributed to each member of the Advisory Board.
3. The Advisory Board shall set a date and time for a hearing to consider the charges and the response. This date and time shall be
agreeable to the faculty member charged. The person making the charges shall appear before the Advisory Board and the person
charged shall have full right to cross-examine. Witnesses may be summoned independently by both parties or by the Advisory Board.
4. A record of the hearing shall be kept and be made available to the faculty member charged. Because speciﬁc procedures may
vary depending on the case, the Advisory Board shall be responsible for determining such special procedures as the circumstances
warrant.
5. At the conclusion of the hearing, the elected members of the Advisory Board shall present their recommendations to the President
in writing. If the President concludes that the individual is guilty of the charges, he or she shall then make a recommendation to the
Executive Committee of the Board of Trustees, furnishing a copy thereof to the members of the Advisory Board and to the faculty
member charged. If the President's recommendation differs materially from the conclusions of the Advisory Board, the President shall
explain the reasons for the differences, with copies thereof to the members of the Advisory Board and the member charged.
6. If the Executive Committee of the Board of Trustees afﬁrms the President's recommendations, the faculty member charged shall
have the right to appear before that committee and request a review of its decision.
7. The faculty member charged may request to be represented in the proceedings by legal counsel. If faculty member does so, the
person or persons making the charges may also request counsel. In any case the Advisory Board shall have the right to employ its
own counsel, as shall the President.

9. Suspension and Compensation
a. Suspension of a faculty member during investigation of charges against the faculty member shall occur when the Advisory Board determines
that harm to the University, the faculty member himself or herself, or to any other member of the University community may occur if the faculty
member is retained in active status. If a faculty member is suspended pending a decision, full compensation shall be paid until the case is
resolved.
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b. The Advisory Board shall make recommendations with regard to the question of compensation, if any, to be paid if the faculty member is
dismissed.
c. The Advisory Board will determine the procedures for determining the role of its elected members in proceedings with regard to termination of
contracts for cause.

I.Personnel Policies: B. Full-Time Health, Exercise, and Sports Studies
Teaching Faculty
1. This policy covers full-time teaching faculty in the Department of Athletics, Recreation, and Health, Exercise, and Sports Studies at Denison
University. These positions do not earn tenure, and years of service in them are not tenure-accruing.
2. The review process for reappointment of faculty will start in the spring of their 2nd, 5th, and 9th year, and every 5th year thereafter. The
reappointment review will be acted upon during the following fall semester. This pattern of review is accomplished by an initial three-year contract,
followed by another three-year contract, a four-year contract, and successive ﬁve-year contracts. The 10th-year review and subsequent reviews will
follow the format for “Periodic Assessment of Tenured Faculty (Senior Reviews)” outlined in section I.D. of this handbook, except that the process
includes an additional review by the Department Evaluation Committee. If a person's contract is not renewed, that person will be notiﬁed eight months
prior to the end of the current contract. If deemed appropriate in certain circumstances, the length of contracts and the timing of reviews can be
modiﬁed by the President's Advisory Board and the Provost.
3. Full-time Health, Exercise, and Sports Studies teaching faculty are initially reviewed by a committee consisting of the Director and Associate
Director of Athletics, the department chair, and all faculty in the department who have attained the rank of associate or full professor. All of the normal
procedures pertaining to the preparation and departmental review of a candidate's dossier apply to this review. Following the departmental review,
the candidate's dossier and the departmental recommendation are sent to the President's Advisory Board, which reviews the materials and makes
a recommendation to the President, who makes a recommendation to the Board of Trustees. This review follows all of the normal procedures for
Advisory review of candidates. In the event of a negative recommendation by the President, the normal appeals process for negative personnel
decisions for faculty is available to the candidate.
4. Health, Exercise, and Sports Studies teaching faculty are normally assigned an initial academic rank of Instructor or Assistant Professor by the
Provost. Individuals covered by this policy may be promoted to the rank of Assistant Professor, Associate Professor, or Professor. All procedures and
qualiﬁcations for achieving rank at Denison University shall apply. Consideration of persons for such an appointment will be made by the President's
Advisory Board and by the Administration of the University at the initiative of either the candidate, the department chair, members of the faculty, or the
President's Advisory Board.
5. Individuals covered by this policy are eligible for sabbatical leave and other appropriate professional development opportunities outlined in section
II of this handbook, “Professional Development Opportunities.” In addition to the opportunities outlined in this handbook, faculty members can also
develop plans for sabbatical leave that will allow them to maintain their head coaching duties while being relieved of other responsibilities.
For a full statement of the policies and procedures governing Health, Exercise, and Sports Studies teaching faculty, contact the Ofﬁce of the Provost.

I.Personnel Policies: C. Non-Tenure-Track Appointments
1. Full-Time, Non-Tenure-Track Appointments
Although the University seeks to employ a full-time, tenure-track faculty, it is occasionally necessary to seek and appoint individuals to full-time, nontenure-track positions. Individuals in these positions serve for limited periods of time, usually for one year and normally not to exceed two years.
(Exception: see spousal/partner employment, below). Departments may request appointments beyond two years when special needs arise.
A full-time, non-tenure-track member of the faculty normally teaches three courses, or the equivalent, each semester, maintains ofﬁce hours, and
engages in some form of scholarly activity. A full-time member also assumes additional responsibilities such as the supervision of directed studies,
senior research, senior project for recognition and the like, and the advisement of students, service to the department in a variety of ways, service on
committees and/or councils, and the like.

2. Part-Time, Non-Tenure-Track Faculty Appointments
a. Normally, part-time appointments are made on a semester-by-semester basis, or year-by-year basis. Faculty members who teach full-time or
part-time, on year-by-year or semester-by-semester contracts, will normally be reviewed in their third year of employment at Denison. If such
faculty members are rehired, they will also be reviewed in their sixth year of employment, and at regular intervals thereafter. A review of the
person's work will usually occur after no later than six semesters of service. If a decision is made not to offer reappointment, the appropriate
chair will inform the person of the rationale for the decision.
b. A part-time faculty member on a yearly contract and working the equivalent of .75 full-time employment (FTE) is eligible for all staff beneﬁts
available to full-time faculty. (See Section VIII.C (p. 66)., “Faculty Beneﬁts,” for further information). A part-time faculty member working at less
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than a .75 FTE is eligible for coverage under the State of Ohio Unemployment Compensation System, Workers' Compensation Program of the
State of Ohio and the Federal Social Security Program.
c. Part-time teaching faculty are appointed according to the normal procedure for the recruitment and appointment of full-time faculty to the
extent feasible, and with modiﬁcations appropriate to the particular position. In general, in recruitment and hiring, Equal Opportunity/Afﬁrmative
Action procedures relative to race, color, national or ethnic origin, religion, and gender are followed. The search normally is restricted to the
immediate central Ohio area, particularly Granville, Newark, and Columbus. Dossiers are submitted and reviewed by members of the department
and personal interviews take place with the candidate(s). Appointments are made according to professional qualiﬁcations with due regard for
high-quality prior service to Denison.
d. Part-time faculty generally are not expected to assume responsibilities related to advising students or service on committees or councils.

3. Spousal/Partner Faculty Appointments
As part of its program to attract and retain faculty, Denison attempts to offer continuing non-tenure-track appointments to qualiﬁed spouses/partners
of faculty. Such appointments are initially contingent upon institutional need and the qualiﬁcations of the spouse/partner; reappointment is contingent
upon continuing need as well as satisfactory performance as determined through the regular review process. These will normally be part-time
appointments. Spouses/partners in such appointments are eligible to apply for full-time positions, including tenure-track positions, when they occur.
See section VII.S. for additional policies.

I.Personnel Policies: D. Periodic Assessment of Tenured Faculty (Senior
Reviews)
1. Purpose
a. To encourage colleagues to reflect about their work and to plan for their continuing professional development as thoughtfully as possible, and
to do so with the discipline that a periodic assessment provides.
b. To help colleagues share their plans for sabbaticals and other experiences that should aim to refresh and renew senior faculty, to further
develop the University and its departments, and, to these ends, to make creative use of such professional development resources as may be
available.
c. To provide the University from time to time with an assessment of each tenured colleague's performance.
d. In all of these ways, to be certain that as an institution, as a community, and as individuals, we are giving full assurance to ourselves and our
students that we take our charge with the utmost seriousness to perform consistently at the highest level possible.

2. Procedures (updated proposal #17-03)
a. The evaluation for tenured faculty will take place in the year before the faculty member is eligible for a sabbatical. This will normally enable the
sabbatical year and, where applicable, other resources available for professional development to be of maximum use to the faculty member for
both personal development and development appropriate to the needs of the department and the University.
b. The evaluation will not be held when, in the opinion of the Provost, its purpose has been served by a recent review for tenure or promotion.
c. The centerpiece of the evaluation will be a professional statement addressing teaching, scholarship, and contributions to the other purposes
of the University. The professional statement will describe accomplishments in terms of the goals stated in the previous review and will discuss
the faculty member's plans, aspirations, and needs for subsequent years. It will also include, when applicable, a prospectus for the sabbatical for
which the faculty member is eligible to apply, and will link these plans to the faculty member's professional development.
d. The faculty member being evaluated will be responsible for seeing that his or her dossier includes the following per the Senior Reviews
Checklist (available from the provost’s ofﬁce).
1. Provost's letter from previous senior review
2. A professional statement including:
• a reflection on teaching objectives, approaches, students’ evaluations, and advising
• a brief statement about recent scholarly/creative activities
• a brief statement about recent service and leadership activities
• a brief statement of plans regarding teaching, research/creative work, and other services to the University for the next few years
3. Sabbatical prospectus
4. Supporting documents, including:
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• updated CV with activity since the last senior review highlighted
• list of course enrollments, number of completed evaluations, and grade point averages (for all semesters taught since the last
senior review)
• course materials: samples of syllabi, assignments, and exams (for all semesters taught since the last senior review)
• copies of student evaluations (for all semesters taught since the last senior review)
• list of scholarly/creative activities, noting whether the work was peer reviewed (for all work completed and accepted since the last
senior review)
• copies of scholarly work (for all work completed and accepted since the last senior review)
• list of activities indicating committees, professional responsibilities, and community service (for all service since the last senior
review)
e. The President’s Senior Faculty Advisory Board will review the faculty member's materials, including the Provost's letter from the previous
review. The Board will then advise the Provost regarding strengths and weaknesses and, when appropriate, suggest ways in which any problem
areas might be addressed. Merit pay at the senior review will be evaluated based on criteria in section I.E.3.g (p. 15).
f. The evaluation will conclude with a conference between the faculty member and the Provost, followed by a letter from the Provost to the
faculty member and the relevant chair recording the results of the review and extending the opportunity for the faculty member to meet with
the Provost if requested by the faculty member. The purpose will be to assist the faculty member to assess strengths and weaknesses and
to determine ways in which the University can contribute in the following years to the faculty member's intellectual growth and professional
development.

I.Personnel Policies: E. Salary Reviews
Section I.E. of the Faculty Handbook was updated by governance proposals #13-42, #14-34.

1. General Information
a. Salary increases are based upon recommendations that result from regularly scheduled personnel reviews conducted by the President's
Advisory Board or the President’s Senior Faculty Advisory Board or, in the cases of tenured faculty, upon Interim Salary Reviews conducted
between regularly scheduled Senior Reviews, or upon the results of Special Review. Based upon the recommendation, and in consultation with
the President, the Provost makes the ﬁnal decision on salary increases.
b. The criteria upon which faculty are evaluated for merit increases are I.E.2.f (Third year) and I.E.3.g (Salary/Senior Reviews).
c. Faculty are determined through this review process to be “meeting expectations,” “exceeding expectations,” or “not meeting expectations” in
each of the three areas of teaching, research, and other contributions to the University. Each category receives equal weighting. A percentage
increase to the base salary is attached each year to each of these rankings, based upon the size of the salary pool. The same merit rating may
not necessarily result in the same percentage increase during the years in which the merit rating applies: if the pool is larger, the percentage
increase may be larger; if the pool is smaller, the percentage increase may be smaller. The merit rating holds until the next review, unless the
faculty member requests a Special Review (see below). This is accomplished through the following schedule.

2. Untenured Faculty
a. Non-tenured, tenure-track faculty are assumed to be meeting expectations during their ﬁrst three year contract and, thus, receive the
percentage increase appropriate for that ranking during the second and third years of their initial four-year contract.
b. The third-year review results in both a contract reappointment decision and a recommendation for merit-based salary increases, if any, which
will then hold for years four, ﬁve, and six of the probationary period.
c. The tenure decision in the sixth year results in a salary recommendation that holds until the Interim Salary Review.
d. Faculty whose initial appointment acknowledges years of service at another institution will be evaluated for merit increases on their review
schedule rather than upon actual years of service at Denison. Thus, a faculty member whose initial appointment acknowledges one year of prior
service would be evaluated for a merit increase as part of the “third-year review” in their second year at Denison.
e. Non-tenure-track faculty will receive the percentage increase associated with meeting expectations. They will be reviewed for merit increases
when they are reviewed as part of the normal review process for non-tenure-track faculty. The merit ranking that results from that review holds
until the next such review.
f. The following criteria will be used to determine if faculty undergoing third-year review are meeting, exceeding, or not meeting expectations.
1. Teaching
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Faculty members are expected to maintain excellence in teaching, which is meeting expectations. Not only are student evaluations
of teaching examined, but the faculty member’s statement on teaching plays a vital role in demonstrating exemplary pedagogical
development.
Meeting Expectations:
• Professional statement conveys a thoughtful approach to teaching and advising as well as a willingness to adapt one's teaching
to the liberal arts.
• Course materials are clear and appropriate to the course.
• Student evaluations of teaching consistently exhibit student engagement and learning.
• Faculty peer evaluation reflects the candidate's progress toward excellence in teaching.
• Feedback to students on their work is timely and substantive.
• Faculty member is regularly accessible to students.
Exceeding Expectations:
A faculty member's teaching is considered exceeding expectations if, in addition to meeting expectations, the faculty member
accomplishes much of the following:
• Professional statement conveys a thoughtful approach to teaching and advising and an early facility for teaching successfully
within the liberal arts.
• Course materials indicate a signiﬁcant level of clarity, rigor, and engagement and make evident the methods to meet the aims of
the class.
• Student evaluations of teaching exhibit very high levels of student learning, engagement, and enthusiasm.
• Students voice high regard for the faculty member's feedback on their work as well as the clearly articulated and demanding
standards of the course.
• Faculty peer evaluation reflects the candidate's progress toward excellence in teaching.
• Feedback to students on their work is timely and substantive.
• Faculty member is regularly accessible to students.
• When possible within a departmental curriculum, effective teaching already occurs at all course levels (introductory to advanced).
Not Meeting Expectations:
A faculty member does not meet expectations if the dossier indicates any of the following:
• Professional statement does not convey a thoughtful approach to teaching and advising nor does it show a commitment to the
liberal arts.
• Evidence indicates a perfunctory approach to teaching.
• Course materials lack clarity.
• Student evaluations of teaching do not exhibit sufﬁcient student engagement and learning.
2. Scholarship
All faculty are expected to engage in scholarship or creative activity appropriate to their discipline and to remain informed about current
work in their area of expertise. The candidate is expected to demonstrate a coherent scholarly research/creative agenda as well as
identiﬁable progress on scholarship/creative work.
Meeting Expectations:
A faculty member's scholarly/creative engagement would be considered meeting expectations, if the faculty member accomplishes the
following:
• All faculty are expected to engage in scholarship or creative activity appropriate to their discipline or interdisciplinary ﬁeld and
to remain informed about current work in their area of expertise. The candidate is expected to demonstrate a coherent scholarly
research/creative agenda as well as signiﬁcant and identiﬁable progress on work that would lead to a professionally peerreviewed body of scholarship/creative work appropriate for one’s discipline or interdisciplinary ﬁeld of expertise at the time of
tenure.
• Evidence of progress toward a successful tenure review may include work completed mostly or entirely at Denison.
• Such evidence may include book reviews; drafts of articles, book chapters, and/or working papers; book or journal-length
manuscripts currently under peer review; peer-reviewed conference paper presentations or conference poster presentations;
submitted book or grant proposals; festival submissions, performances, exhibitions, and/or screenings.
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• Professional statement articulates the candidate's research agenda for the years leading to the tenure review. This includes an
agenda that will demonstrate continued scholarly/creative activity, growth, and productivity of work begun after employment at
Denison.
Exceeding Expectations:
A faculty member's scholarly/creative engagement would be considered meeting expectations, if the the faculty member accomplishes the
following:
• A candidate will be deemed to exceed expectations in scholarship at the third-year review if the candidate makes a signiﬁcant,
peer-reviewed, contribution to one’s disciplinary or interdisciplinary engagement while at Denison.
• This may include having accepted for publication or published book chapters, journal articles, book projects or juried exhibitions,
performances, or screenings in venues recognized by one’s discipline, or receipt of a substantial grant or fellowship to fund a
scholarly/creative project.
Not Meeting Expectations:
A faculty member would be considered not meeting expectations if:
• The candidate's professional statement lacks a coherent scholarly research/creative agenda.
• The candidate demonstratives minimal progress in successfully pursuing a research/creative agenda.
• There is insufﬁcient evidence of a trajectory that would meet scholarship/creative work expectations at time of tenure review.
3. Service
Meeting Expectations:
The candidate is expected to participate in the life of the University. Faculty are encouraged to select activities that they ﬁnd engaging and
that will foster the development of the University community. Quality is valued above quantity in all instances. The professional statement
should accurately and thoughtfully account for one's involvement in service. In the early years, involvement in service to the institution is
an excellent and important means of learning how Denison functions.
Participation in the life of the University by the third-year review includes:
• Attending department/program meetings.
• Assuming service responsibilities at the department/program level and possibly at the University level.
• Attending faculty meetings to learn about the university governance system and identify areas where the faculty member can
contribute.
Exceeding Expectations:
A junior faculty member may exceed expectations for service if the faculty member takes an effective and meaningful role in the life of the
University:
• This may involve taking an active role on University-wide committees as elected or appointed; serving as faculty sponsor for
student activities; supporting admissions efforts; serving on consortium committees; or serving in professional organizations
beyond Denison.
• Faculty member demonstrates leadership in disciplinary/professional organization(s).
Not Meeting Expectations:
• The candidate does not assume service responsibilities at the department/program level.

3. Tenured Faculty
a. Tenured faculty are reviewed for merit increases as part of the regularly scheduled Senior Review. This merit ranking holds until the Interim
Salary Review.
b. Tenured faculty also receive an Interim Salary Review normally in the fourth year between Senior Reviews. These reviews are based upon a
salary report that consists of information for all of the elements of the Senior Reviews dossier since the last Senior Review. These reports are
read by the President’s Senior Faculty Advisory Board.
c. These board members will review materials submitted by the faculty member under review and vote on whether the faculty member is
meeting, exceeding, or not meeting expectations in each of three individual categories (teaching, scholarship/creative expression, service).
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d. The members of the President’s Senior Faculty Advisory Board will make recommendations to the Provost who makes the ﬁnal decision
regarding salary increases on the basis of those recommendations.
e. If a member of the President’s Senior Faculty Advisory Board is also a member of the same department as a colleague under review, the
board member will recuse him or herself from the review process; the Provost will ask another former member of the President’s Senior Faculty
Advisory Board or the President’s Advisory Board, who is not in the department of the person under review, to serve as a replacement for
the person who has recused herself/himself. The person chosen will be from the same Division as the person under review.
f. The salary review evaluation will conclude with a letter from the Provost to the faculty member recording the results of the review. A
conference between the faculty member and the Provost will be scheduled at the faculty member’s request. This salary decision holds until the
next tenured faculty review. (See Special Reviews below).
g. The following criteria will be used to determine if tenured faculty are meeting, exceeding, or not meeting expectations at the time of salary
review.
1.Teaching
Once faculty have earned tenure, they are expected to maintain excellence in teaching. This constitutes meeting expectations. In order
to exceed expectations of excellence in teaching, faculty will demonstrate continuing engagement as well as growth, which may take
many forms. Not only are student evaluations of teaching examined, but the faculty member’s statement on teaching plays a vital role in
demonstrating exemplary continuing pedagogical development.
Meeting Expectations:
• Professional statement conveys a thoughtful approach to teaching and advising.
• The dossier contains evidence that teaching is not stagnant.
• Course materials are clear.
• Feedback to students on their work is timely and substantive.
• Faculty member is regularly accessible to students—not only as a teacher, but also as advisor, director of student research,
and mentor.
• When possible within a departmental or program curriculum, effective teaching occurs at all levels (introductory to
advanced).
• Teaching evaluations consistently exhibit student engagement and learning.
• Percent of student evaluations obtained are not routinely signiﬁcantly below the campus norm.
Exceeding Expectations:
A faculty member’s teaching in a review period is considered exceeding expectations if, in addition to meeting expectations, the
faculty member accomplishes much of the following:
• Professional statement conveys a thoughtful approach to teaching and advising and reflects how the faculty member’s
views and practice of teaching have developed over time in a liberal arts context.
• Dossier contains clear evidence that teaching develops over time (i.e., is not stagnant). Development over time does not
mean changing something that works well or changing for the sake of change. Rather, it means continuing growth as a
teacher.
• Such evidence might encompass a wide range: developing new courses, updating courses by incorporating new materials,
assignments, technology, pedagogical approaches, incorporating own scholarship and research particularly well into
courses to facilitate student learning, attending workshops and conferences at Denison and beyond, as well as fresh
thinking about course material that contributes to curricular renewal and redesign.
• Course materials indicate a signiﬁcant level of clarity, rigor, and sustained engagement and make evident the methods used
to meet the aims of the class.
• Student evaluations of teaching consistently exhibit very high levels of student learning, engagement, and enthusiasm.
• This is often manifested in students’ high regard for the faculty member’s feedback on their work as well as the clearly
articulated and demanding standards of the course.
• Grades are not routinely signiﬁcantly different from departmental or program norms.
• The faculty member may engage in a notably high number of directed studies or senior research projects.
Not Meeting Expectations:
A faculty member does not meet expectations if the dossier indicates any of the following:
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• Professional statement does not convey a thoughtful approach to teaching and advising.
• Evidence indicates a stagnant approach to teaching
• Course materials are unclear.
• Teaching evaluations do not exhibit student engagement and learning.
2. Scholarship/Creative Work
All faculty are expected to engage in scholarship or creative activity appropriate to their discipline and to remain informed about current
work in their area of expertise. The candidate is expected to demonstrate a coherent scholarly research/creative agenda as well as
identiﬁable progress on scholarship/creative work since the previous salary/senior review.
Meeting Expectations:
The faculty member's professional statement provides a clear vision of the general framework and the trajectory of the faculty
member’s scholarly/creative engagement. The statement demonstrates the integrative and innovative dimension of the faculty
member’s scholarly/creative engagement in the relevant disciplinary or interdisciplinary ﬁelds in the review period.
• Scholarship/creative work should reflect a degree of originality in the generation, application, or reinterpretation of concepts,
methods, or creative works.
• A faculty member demonstrates evidence of continued growth and progress in scholarly and creative work.
• Such evidence may include but is not limited to conference presentations and poster sessions, drafts of journal-length
manuscripts, drafts of chapters in edited collections, drafts of chapters of a single-authored monograph, grant proposals,
book proposals, proposals for special issues of journals, performances and exhibitions, screen plays, and festival
submissions.
• Unpublished work is poised to progress toward peer-reviewed publications, performances, juried exhibits, screenings, etc. A
faculty member should not submit the same work-in-progress materials for multiple review cycles.
• During the shorter salary review cycle, the faculty member meets expectations by demonstrating how one’s scholarly/
creative work is moving toward peer review and publication. During the longer senior review cycle, the faculty member meets
expectations with peer-reviewed publication/performance appropriate to one’s discipline.
Exceeding Expectations:
A faculty member’s scholarly/creative engagement in a review period would be considered exceeding expectations if, in addition to
meeting expectations, the faculty member accomplishes the following:
• During the review period the faculty member makes some signiﬁcant, peer-reviewed, contribution to one’s disciplinary or
interdisciplinary engagement.
• This may include publication of book chapters, journal articles, book projects or juried exhibitions, performances, or
screenings in venues recognized by one’s discipline, or receipt of a substantial grant or fellowship to fund a scholarly/
creative project.
• During the shorter salary review cycle, the faculty member exceeds expectations with peer-reviewed publication/
performance appropriate to one’s discipline. During the longer senior review cycle, the faculty member exceeds expectations
with multiple peer-reviewed publications/performances appropriate to one’s discipline.
Not Meeting Expectations:
• Faculty member fails to articulate a clear vision of scholarly/creative growth.
• Faculty member fails to provide evidence of scholarly/creative growth.
3. Service
All faculty members are expected to participate actively in the formal and informal governance and life of the University. This ensures
an equitable distribution of service responsibilities among faculty members. Faculty members are encouraged to select activities that
they ﬁnd engaging and that will foster the development of the University community. Quality is valued above quantity in all instances. The
professional statement should accurately and thoughtfully account for one’s involvement in service.
Meeting Expectations:
Faculty support the mission of the University in the following ways:
• Faculty member attends and participates as appropriate in Department and Faculty meetings so as to remain aware of
issues related to the goals of the community.
• Faculty member actively participates in the governance and the life of the University.
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• Examples may include: serving on University-wide committees, working groups, or task forces as elected or appointed;
serving as faculty sponsor for student activities; supporting admissions efforts; offering a course for reunions and
homecomings; serving on consortium committees; serving in professional organizations.
Exceeding Expectations:
A faculty member’s service will be considered to exceed expectations if, in addition to meeting expectations, the faculty member
accomplishes some combination of the following:
• Faculty member demonstrates leadership and active involvement in formal and informal governance.
• Faculty member participates in decision-making.
• Faculty member contributes to initiatives that facilitate the growth and development of the institution.
• Faculty member demonstrates leadership in disciplinary/professional organization(s).
Not Meeting Expectations:
• Faculty member does not participate in departmental, program, or faculty meetings.
• Faculty member does not participate in the governance and life of the University on a regular basis or in an effective manner.

4. Full-Time Physical Education Teaching Faculty
Full-time Teaching Faculty in Physical Education are evaluated for merit increases as part of their regularly scheduled reviews for contract renewal.

5. Special Reviews
In any year, any full-time member of the teaching faculty, tenured or non-tenured, may initiate a Special Review. This review will be based upon a salary
report containing all of the information an individual would normally submit for a contract renewal or tenured faculty review. It will be read by the
Provost and either the President’s Advisory Board or the President’s Senior Faculty Advisory Board. The salary decision will hold for that individual
until the next regularly scheduled review.

I.Personnel Policies: F. Procedures for Senior Administrator Reviews
Section I.F. of the Faculty Handbook was updated by governance proposal #13-31.

Procedures
1.The Administrator Review shall be conducted by the Senior Administrator Review committee. Membership of the Senior Administrator Review
committee shall consist of the Chair-Elect of the Faculty and four members of the Teaching Faculty, one from each division of the University, to be
elected by the General Faculty to two-year, staggered terms.
2. The committee shall ﬁrst convene early in the fall with the Chair of the Faculty and the President or the President's designate to discuss the process
and establish the schedule for review(s). Meetings will be chaired by the Chair-Elect of the Faculty. The goal is to review two administrators each year.
All reviews will be completed by the end of the academic year.
3. The next step of each review is a meeting of the committee with the administrator to discuss the review process. During this meeting it is important
to a) establish the scope and responsibilities of the position, b) list areas of particular importance for consideration during the review, and c) outline
the schedule for the review.
4. The administrator then prepares a self-evaluation for the committee, to be submitted by a date agreed upon by the committee, the President
or President’s designate, and the administrator under review. The administrator’s self-evaluation should include a list of others with whom the
administrator has frequent contact so that the committee can solicit input from them.
5. The committee, at its discretion and in consultation with the President, may draw up an additional list of people pertinent to the review who will be
contacted. Any additional list of names will be shared with the administrator. The committee will then formulate a set of questions to ask of those on
the list(s) and solicit input from them. All teaching and general faculty will also be invited to submit letters evaluating the administrator. All letters are
conﬁdential. Additional data pertinent to the particular position under review (e.g. library statistics, computer-usage information, etc.) may be collected
by the committee as agreed upon by the President or the President's designate and the Chair of the Faculty in the initial organizational meeting.
6. The committee shall then prepare a written report to the President summarizing all input and evaluating the performance of the administrator.
No recommendations regarding salary or renewal shall be given in the report. The report, along with all letters collected, shall be submitted to the
President. Copies of the report will also be sent to the administrator.
7. The faculty will continue the ongoing cycle of ﬁve-year reviews except that it should establish the principle that administrators are not reviewed
before their third year in ofﬁce. Although this may create an imbalance in the work of the committee from year to year, it eliminates the possibility that
an administrator could come up for formal review in just the ﬁrst or second year.
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• II.Professional Development Opportunities: C. Professional Travel Policy (p. 27)
• II.Professional Development Opportunities: D. Sponsored Grants (p. 28)

II.Professional Development Opportunities: A. Leave Programs
Leaves from teaching responsibilities are provided by the University to permit members of the faculty to participate in activities that will:
a. enhance their competence as teachers and scholars upon their return to Denison;
b. permit the utilization of special expertise of faculty in programs of broad interest (for example, programs sponsored by professional societies
or by the federal government).
c. permit experiences in other non-academic settings that hold promise of developing new competencies and provide opportunities to test out
alternative careers.

1. Sabbatical Leaves
a. The primary objective of the sabbatical leave is to keep a person intellectually alive by providing an opportunity to do research, to pursue
critical and imaginative writing, or to develop a new course, or new approaches to teaching – whatever, in short, contributes to the growth and
effectiveness as a teaching member of the faculty and in a manner which will be of beneﬁt to the University.
b. Faculty are expected to return to Denison following a sabbatical for at least one year. Financial support has been provided so that Denison
students will beneﬁt from the renewal and enhanced competence the faculty member has gained while away.
c. A sabbatical is an investment in the future. It is not a reward for past service. Leaves are not made to persons who have completed six years of
service to the University and are completing a terminal contract.
d. A full-time member of the tenured teaching faculty is eligible to apply for a sabbatical leave after six years of teaching at Denison, excluding
any time spent on leave without pay. Subsequently, the faculty member is eligible to apply for leaves according to the schedule given below.
e. A faculty member who is considered for tenure during the sixth year at Denison may postpone the leave one year without penalty (that is, the
second sabbatical would be “due” in the fourteenth year).
Options for Sabbatical Leaves
Number of Semesters of Full-Time Teaching
since the End of the Academic Year in which the
Previous Sabbatical Occurred

Duration of Leave

Compensation for the Year

6

1 semester

3/4

12

1 semester

Full

12

2 semesters

1/2

In applying for sabbatical leave, the faculty member ﬁrst submits to the department a substantive plan in some detail explaining the nature of the
project and the projected goals. The plan is reviewed and evaluated by the chairperson of the department for consistency with departmental needs
and objectives. The request, along with the chairperson's evaluation, is then submitted to the Provost, who may consult with the faculty member about
the plan and may make suggestions for modiﬁcations.
Normally, one is not granted a sabbatical leave for teaching courses elsewhere that are regularly taught at Denison. Nevertheless, it is understood that
some teaching may be a part of the total sabbatical activity, especially if the person is on leave for a full academic year.
Following return to campus, the faculty member reports to the Provost about the leave. The report may take the form of a summary of the activities for
the year, a copy of a book, article, or paper, the syllabus of a new course, etc. A presentation to the general University community may be appropriate.
The quality of the leave accomplishment is taken into account at the next salary review in evaluating the total contribution of the faculty member to
the University. The Provost has the authority to decide on all applications for sabbatical leaves. He or she may consult with the Advisory Board.
The Provost makes an effort to ensure that the number of leaves each year is approximately the same within departments and in the University as a
whole.
In the event that a faculty member is requested to consider applying for a sabbatical leave a year early, and if a leave is in fact taken a year early, the
faculty member is eligible for the next sabbatical leave after the completion of seven years of service at Denison. If a person is requested and agrees
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to postpone for a year, then the person is eligible subsequently after completing ﬁve years of teaching at Denison. In the event the person does not
take advantage of the eligibility for a sabbatical leave after six years of teaching at Denison, the person may apply any year. Eligibility for a subsequent
sabbatical leave normally occurs after completing the requirements set forth above.
Every effort must be made by the department to make arrangements so that a replacement is not required. Requests for a replacement will be
reviewed by the Provost. A request for a part-time replacement is more likely to be approved than is a request for a full-time replacement. Departments
ought to make every effort to absorb the workload of a person on leave, especially if the leave is only for one semester. If a faculty member is uncertain
about taking either the full year or a semester, this should be stated clearly in the application. Changes in plans that would disrupt the departmental
program or would result in unanticipated costs to the University should be avoided. A person may not switch from a year leave to a semester leave
later than March 15 of the year preceding the intended sabbatical year and expect to be compensated for the entire year.

2. Sabbatical Policy for Continuing, Part-Time Faculty
Faculty on continuing contracts with at least one-half time teaching responsibilities and expectations to engage in scholarly/artistic work are eligible
to apply for sabbatical leaves. Time of eligibility and compensation during leaves will be prorated, based upon teaching load. For example, a faculty
member teaching one-half time will be eligible to apply for a one-semester leave at full pay after 12 years or a one-semester leave at half pay after 6
years. An approved application for a leave and a pre-sabbatical review by the President's Advisory Board should occur in the year prior to the proposed
sabbatical leave.

3. University Leaves
A University leave is granted without pay for one or two years. An individual may be under contractual agreement with another institution during a
University leave. Permission may be granted by the Provost after consultation with the President's Advisory Board. A sabbatical leave and a University
leave of one year may be combined, again with the approval of the Provost. Under no circumstances may such a combination extend beyond two
years.

4. Robert C. Good Faculty Fellowships
a. Terms of the Program
The R. C. Good Faculty Fellowship is a competitive program whose purpose is to provide an opportunity to advance or complete a major research
project, creative project, or pedagogical research project. Under this program, a tenured faculty member is released from all normal teaching and
advising responsibilities for one semester. This opportunity is limited to faculty whose contracts assure at least one year of service at Denison
following completion of the leave. Faculty are eligible for only one R.C. Good or Bowen Faculty Fellowship per regular sabbatical cycle.
Recipients of Good awards will be expected to present the results of their work at an appropriate campus-wide event (e.g. Global Studies,
Denison Scientiﬁc Association, Faculty Research Dinner or other equivalent forum) during the year following the leave. A report describing the
results of the Good leave must be submitted to the Ofﬁce of the Provost no later than one month after the completion of the leave period.
This program is intended for faculty members with a demonstrated record of excellence in the area to be pursued during the leave. Such
evidence can be demonstrated through their publication and/or presentation record, or other means appropriate to the proposed project.
b. Guidelines for Application
The Provost’s Ofﬁce will issue a request for proposals in the fall semester outlining the details of the date and form of submission. Applicants
must notify the Provost’s Ofﬁce of their intention to apply in response to the request for proposals. Electronic applications must include the
following:
1. A description of the project
• See “Criteria for Selection” below.
• The project description must not exceed ﬁve pages.
• The description should be written in such a way as to be accessible to the members of the President’s Senior Faculty Advisory
Board (which is populated by representatives of each division of the University).
2. An updated curriculum vitae that shows evidence of excellence in the proposed area of work.
3. Applications for the pursuit of external funding that are relevant to the proposal (if applicable).
4. Plans for presentation of the completed work.
5. Signed form by department or program chair indicating awareness of the candidate’s intention to apply for the R.C. Good Fellowship.
c. External Reviewers
Each candidate will be asked to submit the names of three persons who are well versed in the area addressed in the proposal, and who will, in
turn, recommend the names of qualiﬁed outside reviewers. From that pool of names, two will be chosen for reviews. Please note that the people
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on this list will not be eligible to serve as external reviewers. Send the list (names, afﬁliations, and email addresses) by email to the Associate
Provost for Faculty Affairs by the application deadline.
d. Criteria for Selection
1. Quality/Merit of the Proposal/Project
a. Is the proposal well written, clearly articulating the purpose and value of the project in terms that a non-specialist can understand?
b. How are the objectives of the project congruent with the agenda of the proposer?
c. Does the proposal reflect the activity of an informed and lively intellect and talent? Is the work intellectually, pedagogically, and/or
artistically sound?
d. How would this proposal be ranked relative to peer proposals in a national competition?
2. Importance of the Contribution to the Field
a. How original is this proposed project? To what extent does it increase knowledge, push creative boundaries, or advance pedagogy
in this person's ﬁeld?
b. To what extent is this project relevant to its ﬁeld? What is the likelihood that this work will have a signiﬁcant and lasting impact on
this person's ﬁeld?
3. Appropriateness of the Scope of the Project in the Proposed Time Frame
a. Does the size of the project warrant an entire semester's leave? Conversely, is the project overly ambitious for the suggested time
frame?
b. Does the proposed project include a clear description of the anticipated proposed scholarly/artistic/pedagogical research
outcomes?
4. Record of Achievement of the Applicant
a. Does the applicant have the necessary background and experience to carry out this project?
b. How strong is the applicant's record of achievement relative to the applicant's career stage? Have past publication/presentation
venues been strong ones? Has the work received awards or recognition?
c. Has the candidate pursued and/or obtained external funding in support of this project?
e. Selection Process
The President’s Senior Faculty Advisory Board will make recommendations for awards to the Provost. All other things being equal, some
preference will be given to those who have never received a Good. Pursuit of external funding related to the project will be viewed favorably in
applications. Unsuccessful applicants may apply for the Good Fellowship in subsequent years. The Provost's Ofﬁce will make copies of the
external reviews available to all the Good candidates, with identifying information deleted.

5. William G. Bowen Faculty Fellowships
a. Terms of the Program
The Bowen Faculty Fellowship is a competitive program whose purpose is to provide a one-semester leave for tenured faculty to immerse in
a scholarly project after a period of sustained leadership commitments and/or engagement in teaching and pedagogy. Under this program, a
tenured faculty member is released from all normal teaching and advising responsibilities for one semester. This opportunity is limited to tenured
faculty. Recipients of Bowen Fellowships will be expected to present the results of their work at an appropriate campus-wide event (e.g. Global
Studies Seminar, Denison Scientiﬁc Association, Faculty Research Dinner, or other equivalent forum) during the year following the leave. A report
describing the results of the Bowen Fellowship leave must be submitted to the Ofﬁce of the Provost no later than one month after the completion
of the leave period.
b. Eligibility
Eligibility requirements for a Bowen Faculty Fellowship are:
1. Applicants must have tenure by August 1 of the year of application.
2. Applicants may receive only one Bowen or R.C. Good Faculty fellowship per regular sabbatical cycle.
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3. Prior recipients of a Bowen fellowship are ineligible.
4. Fellowship recipients must complete at least one year of service after the fellowship semester. A sabbatical will not count toward that
year of service.
c. Guidelines for Application
The Provost’s Ofﬁce will issue a request for proposals outlining the details of the date and form of submission. Applicants must notify the
Provost’s Ofﬁce of their intention to apply in response to the request for proposals. Electronic applications must include the following:
1. Statement on Contributions to the College that describes and demonstrates signiﬁcant leadership and service commitments and/or
focused engagement in teaching and pedagogy.
• See “Criteria for Selection” below.
• The statement may not exceed three pages.
2. Project Proposal that describes a plan to initiate, advance or complete a major research project, creative project, or pedagogical research
project:
• See “Criteria for Selection” below.
• The project description may not exceed ﬁve pages.
• The description should be written in such a way as to be accessible to the members of the President’s Advisory Board (which is
populated by representatives of each division of the University).
3. An updated curriculum vitae.
4. Plans for presentation of the completed work.
5. Signed form by department or program chair indicating awareness of the applicant’s intention to apply for a Bowen Fellowship.
6. A list of any scholars or artists to be excluded as external reviewers.
d. External Reviewers
The Provost’s Ofﬁce will recruit external reviewers from the Ohio 5 or GLCA to review project proposals. Reviewers will be solicited from the
corresponding academic division of each applicant. Two external reviewers will evaluate each proposal. Individuals excluded by the applicants
(see #.c.6 above) will not be solicited as external reviewers.
e. Selection Process
Applications will be assessed both on the merits of the applicant’s contributions to the college and on the merits of the scholarly proposal.
The President’s Advisory Board will review the statement on contributions to the college, the project proposal, and all other components of the
fellowship applications, including external review reports. Based on that review, the Board will submit a ranking of candidates to the Provost.
The Provost will announce the fellowship recipients prior to the annual deadline for R.C. Good applications. Unsuccessful applicants may
apply for the R.C. Good Fellowship in the same academic year as the Bowen Fellowship application, and may apply for the Bowen Fellowship in
subsequent years. The Provost's Ofﬁce will make copies of the external reviews available to all Bowen candidates, with identifying information
redacted.
f. Criteria for Selection
1. Statement on Contributions to the College
a. Leadership: Does the statement effectively demonstrate a record of signiﬁcant leadership or service commitments? Has the
candidate contributed to the life of the college in substantial ways?
b. Teaching: Does the statement effectively demonstrate focused engagement with teaching (such as inspiration of student interest,
development of new courses, exploration of innovative pedagogies, evidence of sustained excellence over time)?
c. Successful applications may focus on either (a), (b), or a combination of (a) and (b) above.
d. Statements may not exceed three pages; appendices beyond three pages may be attached.
e. Statements will be evaluated by President’s Advisory Board based on the following scale:
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• A - Has had truly exceptional positive impact on campus and / or outstanding engagement with teaching
• B - Has had positive impact on campus and / or signiﬁcant engagement with teaching
• C - Has had more limited impact on campus and / or engagement with teaching
2. Project Proposal:
a. Does the proposal clearly indicate a plan to initiate, advance or complete a major research project, creative project, or pedagogical
research project?
b. Is the proposal well written, clearly articulating the purpose and value of the project in terms that a non-specialist can understand?
c. Are the objectives of the project well established and relevant to the applicant’s professional trajectory?
d. Is the work intellectually, pedagogically, and/or artistically sound? Is it likely to have impact in its ﬁeld?
e. Does the proposed project include a clear description of the anticipated proposed scholarly/artistic/ pedagogical research
outcomes?
f. Does the size of the project warrant an entire semester's leave? Conversely, is the project overly ambitious for the suggested time
frame?
g. Proposals may not exceed ﬁve pages.
h. External reviewers will provide a summative rating of the proposal based on the following scale:
5 - Truly Exceptional, worthy of funding
4 - Very strong, worthy of funding
3 - Proposal with some merit, worthy of funding
2 - Proposal of questionable merit, may not be worthy of funding
1 - Proposal is not worthy of funding

6. Pre-Tenure Fellowships
These fellowships consist of one semester of released time from teaching for untenured faculty, normally in the fourth year at Denison. They are
available only to faculty occupying full-time, tenure-track positions at Denison. Those who receive a Pre-Tenure Fellowship are expected to return to
Denison University for a year of full-time teaching.
Application for a pre-tenure leave is made as part of the third-year review process. The third-year review dossier should include a pre-tenure leave
proposal that includes a description of the project and a discussion of how the project ﬁts into the applicant’s longer-term scholarly agenda.
Departments are expected to include an assessment of the proposal as part of their evaluation of the candidate's dossier. The proposals will be
evaluated by the President's Advisory Board along with the other third-year review materials.

II.Professional Development Opportunities: B. Professional Development
Grants
Questions about any of the professional development programs listed below should be addressed to the Associate Provost for Faculty Affairs.

1. Funding for Teaching Workshops and Seminars
This funding is for attendance (often by teams from a department) at teaching workshops, conferences, and seminars that have departmental or
institutional impact. The request should be made to the Provost’s Ofﬁce and include a rationale and itemized budget.
Faculty members who attend workshops, conferences, or seminars to improve their individual teaching should use their personal PD accounts.

2. PD (Professional Development) Accounts
The purpose of the PD Account is to provide each full-time, tenured or tenure-track member of the teaching faculty (who is not already being supported
by some other professional development account, such as the Michele Myers PD Account) with an account of $3,000 a year to support teaching and
research. These funds will take the form of individual accounts with speciﬁc numbers, accessible through Banner Self-Service Finance.
The PD Accounts fund any legitimate professional expense, such as faculty travel for research or attendance at professional meetings, journal
subscriptions, memberships, books, software, research aids, and supplies. PD funds also support research-related items or materials not already
covered by the University through a departmental or other account. PD funds may be used to purchase a tablet or e-reader; these items must be
purchased via Denison e-procurement. PD funds do not support teaching materials that should otherwise be covered by departmental budgets. Nor do
they support student research or travel, both of which are covered by separate budget lines. Because the University already provides a computer for
each faculty member, the fund also does not support the purchase of a second computer. It does not cover the purchase of a home computer, as home
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computers may be purchased through the Salary Advance Program for the Purchase of Home Computers. Professional development grant policies
enable faculty members to keep journals, books, and other similar purchases made for professional development. All other items, including technology
and equipment, purchased with university funds become the property of the university. A maximum of $3,000 in professional development funds may
be carried over in any given year.
Special conditions apply to the use of professional development funds for the purchase of supportive technology:
• Tablets / E-readers: PD funds may be used to purchase a tablet or e-reader. These items must be purchased via Denison e-procurement.
Accounting will not reimburse any purchase of a tablet or e-reader if a personal credit card or cash is used. Consult with your Instructional
Technologist for recommendations on supportive technology.
• Software: All software purchases must be made through e-procurement. Faculty members must consult with their instructional technologist
before making software and other computer equipment purchases in order to ensure that duplicative purchases are not being made and all
licensing is within compliance.
• Per the terms of the professional development grant policies, any computer equipment and software purchased with professional
development funds becomes the property of the University.
• The Cash Allowance form must be used to authorize purchase of cell phones, monthly mobile phone, or internet access services.
Accounting strongly prefers that all tenured and tenure-track faculty members use purchasing cards for expenses related to travel, memberships,
and subscriptions. Most material purchases can be made via Denison e-procurement. In exceptional circumstances PD funds also may be accessed
through submission of an e-procurement Request for Payment by attaching receipts and an Expense Reimbursement Form. The Request for Payment
would be submitted to the Assistant to the Associate Provosts. Purchases made with a Denison P-card must be reconciled according to instructions
provided by Accounting (MyDenison/Campus Resources/Accounting/Accounting Forms).
Faculty members should discuss the use of the PD Account funds with their chairs if they have any questions about what is or is not an appropriate
use of the funds. If chairs have any questions about gray areas, they or the faculty member should contact the Associate Provost for Faculty Affairs.

3. Michele T. Myers PD Accounts
(Formerly Fairchild Accounts)
New faculty in tenure-track positions are allocated up to $5,000 per year for their ﬁrst three years in support of teaching and research. Department
chairs will approve expenditures from these accounts. Funds may be used for travel to conferences or research sites, books, subscriptions, or
memberships, page charges for journals, and the like. Faculty members who receive a Myers grant are expected to use this account as their ﬁrst resort
for professional expenses, including travel to conferences. See PD accounts for procedures.

4. Computer Purchase Program
Denison provides a 36-month interest-free loan of up to $2,500 for full-time teaching faculty to purchase home computers. Contact the Executive
Assistant to the Provost in the Ofﬁce of the Provost.

5. DURF Grants (Denison University Research Foundation)
Established in 1942 through the generous bequest of a Denison alumnus, Elmer Jones, DURF is an independent foundation whose sole purpose is to
support the research of Denison faculty members. The income earned each year from the investments made from the original bequest underwrites
the material costs of doing research, such as funding for the following: travel to research sites, equipment and laboratory needs, student research
assistants, preparation of materials for publication, survey costs. DURF grants do not fund stipends other than student and faculty stipends related
to summer research at Denison. The DURF foundation will not provide funding for food. DURF considers the relevance of research funding requests
to the college’s current strategy and priorities. Currently, special attention is paid to projects that include student engagement, student mentorship by
faculty, interdisciplinary work, and international engagement. The Arts are also a strategic focus.
The deadline for application normally is in late January. Applications are reviewed by the DURF Board, which makes the ﬁnal decisions. The DURF
Board meets in March to consider faculty applications, interview applicants, and make the awards. Further information and application instructions
can be found on the Provost’s Professional Development (https://my.denison.edu/node/153) page on MyDenison. Questions should be addressed to
the Associate Provost for Faculty Affairs.
General Funding: DURF funds support equipment needs, research materials, travel, fees to attend institutes, book subventions, student assistants
for faculty research, and the like. The primary consideration in evaluating an application is the nature and quality of the research project proposed.
Grants will not be made for general sabbatical leave support, or for costs associated with producing a doctoral dissertation. Limited assistance for
the publishing of a book that reasonably could be expected to produce ﬁnancial beneﬁt to the author might be awarded. Awards normally range from
$1,000 to $15,000, and preference is usually given to faculty with continuing contracts at Denison.

6. DURF Contingency
Each year the DURF Board provides the Ofﬁce of the Provost a small DURF Contingency Fund, used to assist faculty research and scholarship
with small grants (normally not over $1,000). Requests for a contingency grant should be made to the Associate Provost for Faculty Affairs. The
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Contingency Fund cannot be used to meet large requests from faculty during the year. Large requests must be made through the annual DURF
application process.

7. Midwest Faculty Seminars (on hiatus 2018-2019)
Denison belongs to a group of colleges whose faculty may enroll in one of four annual scholarly seminars organized by the University of Chicago
speciﬁcally for faculty in the Midwest geographical region. Denison covers the expenses of attendance at these seminars, whose topics represent a
wide variety of disciplinary and interdisciplinary interests. Announcements about the seminars appear in the Faculty Newsletter and in emails to the
teaching faculty.

8. Great Lakes Colleges Association (GLCA) Workshops
Each year the GLCA (Denison’s college consortium) sponsors teaching workshops for its members. In the past, these have included topics in teaching
and learning, teaching and technology, and the introduction of issues of diversity into courses. Denison covers the costs of its faculty members’
attendance at these conferences. Faculty will be notiﬁed about these conferences as they are announced by the GLCA.

9. Emeriti Travel and Publication Grants
(Approved by Faculty Development Committee 3/2014)
Denison seeks to recognize the continued public contributions made by emeriti faculty to their respective professions, contributions that also
enhance the University’s reputation. Accordingly, Denison will entertain requests from emeriti to have it support expenses incurred in connection
with the presentation of such professional contributions (e.g., an article, a book, a ﬁlm, a performance, a poster, a talk, a clinic). Session chairing or
organizational board meetings will not be covered, but there will be no distinction between foreign and domestic travel expenses that are suitably
incurred.
• The amount of presentation support requested should comport with the project involved, up to $500. There is a limit of two awards per
person in any ﬁscal year (July 1 to June 30). All travel needs to be in accordance with University travel regulations.
• For publication subvention a contract must have been awarded; there will be a limit of $1000, and the subvention cannot be combined with
support for travel incurred for a performance or product.
• Award recipients will be contacted to arrange for reimbursement of funds.
Because the number of requests that can be approved will be constrained by the funds available each ﬁscal year, not all worthy requests can be
assured of support. Once the granted requests have exhausted the funds available for a ﬁscal year, no further requests can be considered until the
following ﬁscal year.
Application for Emeriti Grants:
Requests for such emeritus support should include a current C.V., as well as a short (one-page) description of the work produced or performed and of
the impact the work affords to the appropriate professional community. Appropriate supporting documentation must be submitted.
Applications should be made in the fall for fall conferences and in the spring for spring conferences, (at least one month before conference date).
Applications will be reviewed by the Faculty Development Committee. Favorable reviews must then get the endorsement of the Associate Provost for
Faculty Affairs.

II.Professional Development Opportunities: C. Professional Travel Policy
1. Full-time tenured and tenure-track faculty will use their PD Accounts to fund professional travel.
2. Other full-time faculty will be reimbursed up to $1300 per academic year for travel to a professional conference to deliver a paper.
3. Continuing part-time faculty should make individual requests to the Associate Provost for Faculty Affairs for funding for travel to professional
conferences to deliver a paper.
4. There are two options for accounting for food costs on the travel report form: 1) submit a per diem of $39 per day without receipts, or 2) enter the
exact amount for the meals on the travel report form and include the receipts. The maximum daily reimbursement for food with receipts is $75.
5. An additional $50 per day is available for child care above regular child care expenses.
6. The Denison purchasing card is the preferred method of payment for all travel expenses. If all travel expenses are paid using the Denison purchasing
card, no Travel Expense Report is required. Conference registration fees should be paid directly by Denison using a purchasing card or Request for
Payment.
Under special circumstances travel advances can be granted through an e-procurement process. Consult with the Associate Provost for Faculty
Affairs for more details.
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II.Professional Development Opportunities: D. Sponsored Grants
Faculty members who are interested in information about sponsored grants should contact the Director of Foundation and Corporate Relations.
Sponsored grants include governmental and private granting agencies that support a broad array of activities such as research, attendance at
seminars and institutes, and teaching abroad. New grant opportunities appear in the Faculty Newsletter.
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III.FACULTY RESPONSIBILITIES
• III.Faculty Responsibilities: A. Teaching-Related Responsibilities (p. 29)
• III.Faculty Responsibilities: B. Important Academic Regulations (p. 34)

III.Faculty Responsibilities: A. Teaching-Related Responsibilities
1. Teaching Load and Ofﬁce Hours
The normal teaching load for tenure track and tenured faculty is ﬁve courses per year. Non-tenure track faculty members normally teach six courses
per year. Equivalency norms exist in the sciences (for laboratory responsibilities) and in the performing and studio arts. The supervision of Directed or
Independent Studies, Senior Research, or Senior Creative Project is expected as well. Faculty members are expected to keep a reasonable number of
ofﬁce hours for consultation and discussion with students, especially students in their classes.

2. Syllabi
Faculty should be clear and explicit as to course expectations, learning objectives, and methods of assigning grades. While the content or coverage
of material in the syllabus may change as the semester progresses, the descriptions of expectations and determinations of grades is viewed as an
agreement between the instructor and students, which should be honored as stated in the initial syllabus.

3. Academic Integrity
See section VII. A. (p. 51) for the statement that afﬁrms the value the University attaches to academic integrity and serves as a model that faculty
may use or adapt in their course syllabi.

4. Evaluation of Teaching in Courses
a. The evaluation of teaching effectiveness at Denison University will consist of formative and summative evaluation procedures.
Formative evaluation is a means or process to help an individual assess the effectiveness of teaching and improve teaching. Formative evaluation
methods should focus on the intellectual questions that inform course design and direct attention to assisting an instructor in determining what
works well and what is not working as effectively. Methods of evaluation will vary depending upon the goals of an instructor, disciplinary goals,
and departmental or institutional goals. The selection and use of particular formative evaluation methods will draw upon discussions between the
instructor and the instructor's colleagues. However, the process of formative evaluation will use information collected from the instructor, colleagues,
and students. Feedback and consultation are part of the formative evaluation process. In addition, formative evaluation occurs over time and also
continues throughout one's teaching career.
Summative evaluation produces a judgment of teaching effectiveness. Those faculty and administrators charged with rendering personnel decisions
use these judgments in making decisions regarding contract renewal, tenure, promotion, salary review, and for periodic senior review. Thus, summative
evaluation continues throughout one's teaching career.
Summative evaluation is an interpretation of information collected from the instructor, students, and colleagues. Summative evaluation processes
should be based on reasonable professional judgment about what constitutes good teaching in the discipline, with a focus on shared criteria for
teaching effectiveness. Colleague review is both a professional responsibility and an essential element of developing and implementing consensus
about teaching effectiveness.
b. Departments and programs should have the primary role in developing a formative evaluation system and should produce a written plan that
describes the essential components of this system. The formative evaluation system should be sensitive to the variety of teaching contexts, goals,
and methods used by the department's or program's instructors. Information regarding the purposes, operation, and implementation of a department's
or program's formative evaluation system should be considered “community property” and be available to all University faculty in order to foster a
climate of cooperation, professional development, and mutual enlightenment. The formative evaluation system should include the direct and ongoing
participation of some or all of the instructor's department colleagues.
Classroom observation is a required component of formative evaluation. The instructor and the observer(s) should agree upon a speciﬁc schedule and
the procedures for evaluation before the observations take place. Classroom observation undertaken by colleagues should occur in different courses
and at different periods of time within a semester and across semesters. Thus, there will be multiple opportunities for feedback and discussion
following the observations. Faculty in a department or program have the responsibility of determining the number and choice of colleagues who will
act as observers and the timing of these observations for the purposes of formative evaluation.
The formative evaluation procedures should be manageable and practical within the resources of the department or program and the University. The
formative evaluation plan should also be monitored and periodically assessed by the department or program and by the appropriate councils or ofﬁces
of the University.
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c. Departments will conduct formative evaluation of teaching of candidates during the ﬁrst and second years in preparation for the third-year
summative review and in accordance with the foregoing description of the evaluation of teaching courses.
d. Classroom observation is a required component of summative evaluation. Faculty in a department or program have the responsibility of determining
the number and choice of colleagues who will act as observers and the timing of these observations. There will be a minimum of two observers from
a department. In addition, any colleague who participates in this process should make at least two observations within a speciﬁc course. Colleagues'
multiple observations should occur closely together in time or sequentially in order to provide a view of how the instructor develops and coordinates
teaching activities on a given topic. The instructor's teaching will be observed in different courses and at different periods of time within a semester.
Preparation and discussion should be part of the classroom observation process. The instructor and the classroom observer(s) should agree upon a
minimum of two speciﬁc days of classes. In advance of the observations, the instructor should provide the observer(s) with course syllabi, handouts,
assignments or other relevant teaching materials. In addition, a brief discussion before the observation should identify the instructor's objectives and
planned class activities, materials, and any other concerns or issues identiﬁed as important for the observation. A brief discussion should be held
immediately or shortly after a class observation in order to get clariﬁcation or additional information about the events and activities observed.
e. A common summative evaluation form will be distributed electronically to students during the last two weeks of the semester. The instructor and
department or program chair will receive the evaluation results after student grades have been posted.
The instructor is responsible for providing the rating-scale summaries and the individual questionnaires (i.e., the original form with rating-scale and
the written responses) when a summative evaluation is conducted for the purpose of a personnel review. Faculty can ask students to respond to
additional questions. However, these questions will be presented on a form separate from the summative evaluation questionnaire, and these may or
may not be submitted in a review.

5. Advising
Section III.A.5. of the Faculty Handbook was updated by governance proposal #14-32.
Advising is a form of teaching that is purposeful, ongoing and regular. Advising is integral to teaching at Denison. The academic advisor plays a key
role in helping students learn to become autonomous thinkers, capable of self-determination through their exploration of the liberal arts. Following
their ﬁrst year of employment, all tenured and tenure-track faculty, as well as some visiting faculty (as determined by departments and the Provost),
will be responsible for academic advising.
The chief role of a faculty advisor is to assist students in thinking through their undergraduate liberal arts experience and their educational goals so
that they may take full advantage of the resources available at Denison University. The advising relationship develops and changes over the course
of four years, as student needs and concerns evolve. Advisors are expected to encourage students to think critically about the beneﬁts of a liberal
education. They are also expected to know Denison’s current academic regulations as well as the educational resources available at the university.
Knowledge of the General Education program and the ability to assist students in navigating the University’s academic programs are essential.
Advisors should also be proactive in directing students to additional advising and mentorship persons and resources from across campus.
Faculty should also offer guidance beyond these matters: assisting students in identifying their interests; helping students make links between their
immediate and long-range goals; discussing career paths and graduate school options; referring students to institutional resources for academic or
personal support; and giving advice, when appropriate, on decisions relating to personal or quality-of-life choices.
Speciﬁc Goals: Speciﬁcally, the goals of academic advising are as follows:
a. Facilitate student understanding of the purposes of a liberal arts education.
b. Encourage and guide the advisee in identifying interests and setting personal goals.
c. Promote the development of student autonomy in making educational decisions.
d. Advise students on questions and problems related to their academic progress.
e. Assist students with information and referrals regarding academic policies, procedures, and opportunities.
f. Advise students on course selection and proposed academic schedules.
g. Monitor students’ academic progress.
Oversight: The Ofﬁce of the Provost will oversee and coordinate advising. The ofﬁce will:
a. Track advising loads with the support of departmental chairs.
b. Work with the Dean of First Year Students in coordinating and facilitating the advising of ﬁrst-year students. In the assignment of ﬁrst-year advisees,
a variety of criteria will be taken into account, including the current university median of advisees per faculty member.
c. Oversee the implementation of regulations and processes related to academic advising.
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d. Coordinate support for academic advising with academic departments, academic programs, and relevant ofﬁces.
e. Develop programs for advisor orientation and continued training.
Department Responsibilities: Academic departments and programs will assume an active role in monitoring the effectiveness of academic advising.
Departments are expected to:
a. Discuss expectations regarding advising.
b. Provide support for new faculty in the development of advising skills.
c. Develop resources for advising within the major and exploring Denison opportunities.
d. Examine variability in advising load among faculty and seek ways to reduce variability in advising loads.
e. Regularly reflect on advising statistics and processes, perhaps as part of departmental assessment.
f. Work with other ofﬁces of the University involved with student academic advising.

6. Mid-Semester Grades
Mid-semester grades must be submitted for all ﬁrst-year students and sophomores. Although mid-semester grades are not required for juniors and
seniors, should grades of C- or below be submitted, the Registrar will notify those students of their performance. Mid-semester grade reports will go to
all ﬁrst-year students and sophomores and to their academic advisors. Reports are mailed home only if parents or guardians in consultation with the
student request them from the Ofﬁce of the Registrar.

7. Guidelines for Senior Thesis or Senior Creative Project
a. A ﬁnal product that is judged to merit Recognition will receive the following acknowledgment:
1. the student’s name, the title of the project, and the name of the project advisor will be included in the commencement program;
2. the student’s name, the title of the project, and Recognition will be indicated on the student’s transcript;
3. a copy of the ﬁnal product, in its appropriate form as determined by department or program, will be preserved in the library.
b. The following are the criteria and procedures to be fulﬁlled for a project to receive Recognition:
1. The student must be enrolled in Senior Research 452 or parallel 8-credit research sequence as determined by department or program.
2. The student must successfully complete a year-long Senior Research project or Senior Creative project (which could be done either in a fallspring semester sequence or a summer-senior semester sequence in cases where the department or program approves of this option).
3. The project must be integrally connected to the student’s major and the project must be advised by a faculty member either in the student’s
major or approved by the chair of the major.
4. Each ﬁnal product must be evaluated by at least one faculty member other than the project advisor. The student, in consultation with the
advisor, will secure a second evaluator by February 1 (or the following work day if February 1st falls on a weekend).
5. The student must declare to the major department/program and to the Registrar the intention to submit a ﬁnal product as the result of the
year-long Project no later than February 1 (or the following work day if February 1st falls on a weekend) of the senior year. This declaration will
require the signatures of the project advisor, the second evaluator, and the chair of the department/program.
6. The ﬁnal product must be submitted to the project advisor and second evaluator no later than three weeks before the last day of classes, by a
date to be determined by the Registrar.
7. Final products submitted after the deadline will not receive Recognition by the means described below.
8. The ﬁnal grade for the eight-credit project (or four-credit project in case of a summer-semester sequence, in cases where the department/
program approves of this option) will be submitted by the advisor in consultation with the other evaluator.
9. Both the advisor and the second evaluator will assign a grade to the ﬁnal product. A ﬁnal product will be judged to merit Recognition if both
the advisor and other evaluator give it a B or above, and at least one of the grades is a B+ or above. (These grades of the ﬁnal product are
separate from the grade for the eight [or four] credits submitted by the advisor for the project, as described in B-8 above).
10. A form indicating the ﬁnal product grades and signed by the project advisor, the second evaluator, and the department/program chair must be
submitted to the Registrar no later than the Monday of commencement week.
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c. Departments and programs will determine the guidelines governing the design and execution of the project. Departments and programs may
establish minimum requirements for students to undertake a project.
d. The Registrar will provide to the Director of the Library a list indicating which projects have merited Recognition. The Director or Chair of each
relevant department or program will be responsible for ensuring that a copy of the ﬁnal product, in its appropriate form as determined by department/
program, is delivered to the Director of the Library.
Note 1: If a project follows a summer-senior semester sequence, the Registrar will adjust the dates accordingly.
Note 2: Appropriate adjustments will be made in the case of a project that is part of an independently designed major.

8. Regulations Governing the Last Week of Classes
No ﬁnal examinations (i.e., cumulative examinations having a signiﬁcant impact on a student's ﬁnal grade) or major papers given in lieu of a ﬁnal
examination may be given during the last week of classes; ﬁnal examinations may be given only during the time period assigned by the Registrar.
Travel plans are not acceptable excuses for requesting a change in the ﬁnal exam schedule. The ﬁnal exam schedule is normally posted at the preregistration time and at the beginning of the term, and should be consulted when making travel plans. Contact the Associate Provost for Academic
Affairs for interpretation of this regulation.

9. Final Grades
All faculty members are required to submit a ﬁnal evaluation for every student ofﬁcially enrolled in their courses. Grades are submitted electronically
to the Registrar's Ofﬁce on the dates speciﬁed in the calendar. Final grades may be changed only as a result of an error in computation. All other cases
involving a ﬁnal grade change require the consent of the Academic Standing Board.

10. Guidelines for Departmental Assistants
In reviewing information gathered from faculty and departments concerning the employment of students, and wishing to establish guidelines that
reflect both the needs and concerns of the university, Academic Affairs Council offers the following guidelines.
Given the broad nature of the employment of students as assistants to departments and faculty members, and with the understanding that such
duties should preclude any major evaluative or teaching responsibility, it is proposed that the general title of “Departmental Assistants” is preferable as
a description of such student responsibilities.
The University then would distinguish students as either “Departmental Assistants” or “Departmental Fellows.” The following guidelines should be
used in the case of those students who are selected as Departmental Assistants or Departmental Fellows and who are employed to perform certain
duties as a result of that selection. In addition, a third category of “Teaching Practicum” is set forth as a possibility for students to gain academic
credit for doing work relating to the profession of teaching.
There are three general areas in which students may participate in the professional work of faculty and departments:
a. Departmental Assistants
• The primary duties of a Departmental Assistant will be in the form of assistance, i.e., assisting departments and faculty in various activities
that support the academic and research aspects of the university. Duties should be limited to the support of departments and faculty (e.g. lab
assistants, discussion leaders, research assistants, tutoring and help sessions, secretarial and clerical support, etc.), and in no way should
students assume the primary responsibilities of the faculty for teaching and grading. Students, however, may contribute to the objective evaluation
of minor course work under the supervision of faculty (e.g. grading multiple choice tests, or checking the appropriate completion of lab notebooks
or daily homework assignments), but students should not be in a position of making subjective evaluations of course work (e.g. grading essays
or papers, or evaluating contributions to a discussion). In any case, to the greatest degree possible the anonymity of the student being evaluated
must be preserved. Students should never be allowed to enter grades in a grade book, nor be in any position that would permit knowledge of the
overall record of any student in a course.
• There should be training and supervision appropriate to each student's responsibilities. Students should be selected according to written
guidelines established by each department or program. It is expected that such qualiﬁcations require students to show good academic standing
and responsible character. Furthermore, the guidelines should include provisions for review and evaluation of the students employed by the
departments and faculty.
• Students employed by departments and faculty should be given ﬁnancial support, since the primary activity or purpose is assistance; academic
credit is not appropriate and should not be associated with payment for services rendered to departments or faculty. Where ﬁnancial support may
be problematic (e.g. student athletes under NCAA restrictions), the department or faculty member must bring the case before Academic Affairs
for review and approval. In all cases, students should never be allowed the option of choosing either academic credit or money as payment for
employment.
b. Departmental Fellows
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• Departmental Fellows are selected to emphasize recognition of a student's work, i.e., outstanding achievement in a particular area of study. In
many cases, this honor will not necessarily involve employment by faculty or departments. If employment is involved, however, the description of
duties, selection, review, and remuneration for Departmental Assistants will be applicable.
c. Teaching Practicum
• A student enrolled in a Teaching Practicum should be interested in education, i.e., learning about the teaching profession through participation in
the academic process under the close supervision of the faculty. If part of a student's work within the practicum is related to assisting a faculty
member in the teaching and grading of students in another course, the guidelines established for Departmental Assistants in those areas will be
applicable.
• A Teaching Practicum should be considered similar to any other course offered by a department and meet the same demands of academic rigor.
As with any course, it must be submitted to the university's governance system for approval.
All departments and programs should submit a copy of their written guidelines for review by Academic Affairs Council. (Academic Affairs Council,
March 1989).

11. Role of Department Chairs
All members of departments share responsibility for sustaining a culture that is rigorous in scholarship, imaginative in pedagogy, visionary in
curriculum design, and collegial in spirit. The chair is the convener of the department and is responsible for leading colleagues toward fulﬁllment of
these responsibilities. Given departmental differences in size, equipment needs, personalities, and budget complexities, the form of oversight by chairs
of human and physical resources will likely exhibit a healthy variety in the approaches they adopt to fulﬁll their mission. The chair takes the lead in and
coordinates the full range of departmental activities, including those listed below. Chairs should also consult the Chair’s Handbook.
Administration
1. Oversee the process by which the department prepares course schedules each semester that reflect the needs of the University, the goals of the
department, and the concerns of both faculty and students.
2. In consultation with colleagues create and then administer the department's budget.
3. Supervise support staff and ensure that student workers are used productively and creatively.
4. Meet with students as needed to address issues that an advisor may not be able to resolve, such as transfer of credit in the major, plans for offcampus study, mediating student concerns about department matters, etc.
5. Represent the department within the University and to a wider constituency when appropriate.
6. In consultation with the Provost, identify for the Development Ofﬁce special needs of the department for resources.
7.Encourage the department to reflect on the processes it uses as a department to do its work.
Personnel
1. Promote regular conversation among departmental colleagues concerning the quality of the department's teaching, research, and other
contributions to the University.
2. Fulﬁll roles prescribed by the faculty handbook for faculty contract renewal, tenure, promotion and senior reviews.
3. Communicate University expectations regarding promotion and tenure, consult at regular intervals with colleagues concerning their teaching
and research agendas and performance, and support colleagues in their pursuit of appropriate opportunities for development of both teaching and
scholarship.
4. Present stafﬁng needs as determined by the department to the Provost.
5. Lead efforts to recruit faculty for the department.
Curriculum
1. Stimulate discussions that review at regular intervals the nature and quality of departmental offerings and requirements.
2. Develop with colleagues means of assessing the effectiveness of the program in relation to student interest and performance.
3. Advocate forms of research and off-campus studies that enrich students' academic experience.
4. Seek opportunities for the department to support University-wide programs when developing its course offerings and stafﬁng plans.
5. Assess the adequacy of physical and staff resources in relation to curriculum.
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Selection and Appointment of Department Chairs
Department chairs are appointed by the Provost in consultation with the department's faculty. The term of the appointment is normally three years.
Chairs may serve successive terms. If a department chair becomes unable or unwilling to serve, or in cases when conflicts within a department have
become irreconcilable, the Provost may appoint a new chair or make other temporary arrangements for departmental leadership before the expiration
of the term. In the third year of a department chair's term, the Provost consults with the members of the department whether the chair is willing to, and
should, continue.

III.Faculty Responsibilities: B. Important Academic Regulations
Please note that the primary source for the description of curricular programs and policies is the Course Catalog. See the Catalog for the following:
degree requirements, graduation with honors, General Education requirements, major requirements, independent and directed study, and other
curricular information not in the Faculty Handbook.
See also the Department and Program Advising Plans available on the Teaching and Learning (https://my.denison.edu/teaching-and-learning) section
of MyDenison.

1. Incompletes
No student will receive an incomplete in a course unless the student (or spokesperson in the event that the student is absent from school) presents
the petition to the instructor and the Academic Standing Board for approval. Incompletes will be awarded only in cases of illness, serious personal
problems, death in the family, or other extraordinary circumstances. A student will not be granted an incomplete simply because additional time is
needed to complete the assigned work. All petitions for incompletes must be submitted no later than the last class day of a course. In a few rare
circumstances students might submit petitions during ﬁnal examination week.

2. Drop/Add Regulation
A student may withdraw from a course at any time prior to the start of the semester. To withdraw from a course after the start of a semester, the
appropriate form must be signed by the student's instructor and academic advisor and submitted to the Registrar. A drop of a course or credit may be
permitted through the end of the ninth week of classes by submitting to the Ofﬁce of the Registrar a properly completed change of registration form.
No listing will be recorded on a student's permanent record if that student receives permission to withdraw from a course before the end of the ninth
week of classes.
Note: The regulation described above for dropping a class up to the ninth week excludes Denison Seminars and Private Music Lessons/Ensembles,
which have an add/drop date at the end of the second week of classes.
Excess hour fees and applied music lesson or other course fees are not refunded after the fourth week in the case of a student withdrawing for any
reason from a course or from the University.
Change of registration after the stated deadlines requires the action of the Academic Standing Board. The decision of the Academic Standing Board
is ﬁnal on these matters. A student withdrawing from a course without ofﬁcial permission of the instructor and appropriate submission to the
Registrar before the ninth week, or an approved petition to the Academic Standing Board after the ninth week, will receive a grade of “F” (failure) on the
permanent record.
Students may add classes to their course schedules at any time prior to the start of the semester and depending on course availability. All additions to
a student's schedule must be made within the ﬁrst ten days of the academic semester. (This refers to the ﬁrst ten days of regularly scheduled classes,
not the ﬁrst ten meetings of a speciﬁc class).

3. Satisfactory (S/Grade) Evaluation
Courses graded on an S/Grade basis result in an S on the transcript if the grade reported is C or above, and the grade earned if it is C- or below. The
grade of Satisfactory (S) does not affect the student’s GPA. Letter grades of C- or lower in an S/Grade evaluated course are included in the student’s
grade point average. Sophomores, juniors, and seniors may elect to take one course per semester on the S/Grade basis. There is a limit of one course
per semester which may be taken on the S/Grade basis. This option may not be exercised for courses within a student's major, minor, or concentration
ﬁelds, including required cognate courses, and it is not an option for any General Education requirement. Via the appropriate form at the Registrar's
ofﬁce, students must request S/Grade grading, or request to switch back from S/Grade grading to a letter grade, by the end of week nine. Neither the
instructor’s approval nor the instructor's signature is required for a student to opt to take a class S/Grade, nor are instructors notiﬁed that a student
has elected this option. A few courses are offered to everyone utilizing a "satisfactory" grading format, and such courses are not included in the option
described above.

4. Attendance Policy
A hallmark of a Denison education is the small, interactive, and participatory classroom, situated on a residential campus. Therefore, it is essential that
students be present on campus and be active participants in their courses. Attendance policies are designed to promote the success and well-being of
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the individual students as well as the community of learners in each class and each co-curricular undertaking. For oneself and one’s peers, attendance
and presence on campus are vital to the Denison education.
It is expected that all students will attend and participate in regularly scheduled classes. If a class is missed, for any reason, the student is responsible
for determining what occurred in the missed class. Absence from a class will not be accepted as an excuse for not knowing class material. Students
are responsible for all information, discussion, and conceptual analysis that takes place during classes.
Attendance policy is set by the instructor. It is the responsibility of the instructor to establish (a) a policy on class attendance, (b) any criteria for
excused absences when attendance is required, and (c) a policy for the make-up of missed work. This latter, of course, is particularly important
since class absence involves, potentially, a loss of the opportunity for learning for the student. It is vitally important that each faculty member review
these points in class early in the semester. The course syllabus is the contractual agreement between instructor and student. It is important that the
instructor outline clearly the expectations and all other factors that determine grades and penalties.
It is the student's responsibility to provide any needed documentation for class absences, including medical excuses. At the student's request, Whisler
Health Center will issue a dated documentation of visit in the event of a situation requiring class absence.
Each semester, students must arrive on campus and attend the ﬁrst meeting of their registered classes. If circumstances prevent a student from
arriving on campus for the ﬁrst day of classes, the student must notify the Dean of Students. Students who miss class for an extended period of
time during a semester because of personal, medical, or psychological reasons must also notify the Dean of Students of their absence. Without prior
notiﬁcation and approval for these types of absences, the student may be withdrawn or be required to take a leave of absence by the Dean of Students
in consultation with the Associate Provost for Academic Affairs and relevant campus ofﬁces and individuals (including faculty).
Denison's orientation programs are designed to welcome and introduce new students to our campus resources, community, and culture. All students
attending Denison for their ﬁrst semester (new First-Year Students and Transfer Students) are required to attend Denison's mandatory orientation
programs. Failure to attend and/or complete the required orientation activities may result in a student being withdrawn or having the offer of
admission revoked.

5. Absence Policy
This Absence Policy was passed by faculty approval of governance proposal #16-59.
Students at Denison University are expected to give the highest priority to their academic commitments. However, sometimes conflicts arise among
various academic pursuits. At these times, students, faculty, staff, and administrators all share the responsibility of recognizing, minimizing, and
resolving these conflicts.
Legitimate Conflicts: Courses and activities that earn academic credit at Denison may place legitimate demands on a student’s time outside of the
regularly scheduled meeting times for that course or activity. This may give rise to potential conflicts to regularly scheduled classroom/lab hours.
Such activities might include, but not be limited to, course-related ﬁeld trips, ﬁne arts performances (but not rehearsals), and varsity sports contests
(both regular season and all post-season contests, but not scrimmages or practices).
When the demands of one course or credit-bearing activity impinge upon another, the student and the faculty or staff members are encouraged to
work together to achieve a reasonable accommodation that resolves the conflict without sacriﬁcing the academic integrity and rigor of the course
or activity. Moreover, all parties (students, faculty, staff, and administrators) have the following speciﬁc responsibilities when dealing with legitimate
conflicts.
Scheduling responsibilities of all faculty, staff, and students:
a. to conﬁne course instruction and examinations to the time slots for the course, following the course grid and ﬁnal examination assigned times,
unless speciﬁc exception has been granted for the course by the Provost’s Ofﬁce;
b. to indicate clearly on the course syllabus the policies and expectations for class attendance, assignments, and examinations, and, if attendance
at a supplemental event (such as a lecture, ﬁeld trip, or performance) is expected and that event occurs at a time outside of the regularly scheduled
meeting times, to inform students of the event as soon as possible;
c. to provide students alternative means of meeting the requirements of the course when attendance at a supplemental event for that course is
scheduled for a time outside of the course’s regularly scheduled meeting times;
d. to avoid scheduling any supplemental events in the Monday-Friday 4:30-6:30 p.m. time period;
e. if a scheduling conflict arises (that is, if a student is asked to attend a supplemental event, an athletic competition, or a similar university activity at
a time in which they are required to attend another class).
i. the student should inform both faculty or staff members immediately and seek a mutually agreed upon resolution;
ii. the faculty members should work with the student to resolve legitimate conflicts without sacriﬁcing the academic integrity and rigor of the
course;
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iii. faculty and staff members should provide an alternative way for students to meet course requirements or the expectations of credit-bearing
activities;
iv. in situations when the student, faculty, and/or staff member cannot reach an acceptable resolution to the conflict, the Associate Provost for
Academic Affairs will be asked to provide consultation to all parties.

6. Academic Grievance Policy
The assessment of student academic performance, including the assignment of particular grades, is a faculty responsibility. The faculty member
offering the course should be responsible for the evaluation of student course work and, under normal circumstances, is the sole judge of the grades
received by students in that course.
If a student feels that a course grade was the result of prejudiced, capricious, or in some other way unjust evaluation on the part of the instructor, that
student may ﬁle a grievance petition with the Academic Standing Board. The petition must be ﬁled within the semester following the awarding of the
disputed evaluation, even if the student or faculty member is off-campus and unable to appear until a later date. Petitions should include evidence
of prejudiced or capricious academic evaluation and evidence of attempts to deal with the problem at the departmental level, including discussions
with the faculty member involved and the relevant department chair. Only after these steps have been taken will the matter become part of the formal
academic grievance process. Simple disagreement with the instructor's philosophy in assigning grades, or with the instructor's professional judgment about
the quality of the work does not constitute cause for petitioning.
The Academic Standing Board will transmit evidence of the charges to the faculty member. After evaluating the charges and hearing the instructor's
explanation, and possibly discussing the situation with other members of the class and/or members of the involved department, the elected teaching
faculty of the committee will recommend a solution. Both the student and the faculty member will have the right to appear personally before the
committee and to present their views.
If the Academic Standing Board decides there is no basis to alter the grade, the process will terminate at that point. If the Academic Standing Board
recommends that the grade should be changed, it will request that the instructor make the change, providing the instructor with a written explanation
of its reasons. Should the instructor decline, the instructor should provide an explanation in writing. The entire matter will then be referred to the six
elected faculty members of the President's Advisory Board, who will be the ﬁnal arbiters of the case. This faculty committee will examine all available
information on the dispute, meet with the student and the instructor, members of the instructor's academic department if appropriate, and others as it
sees ﬁt.
The faculty committee, after considering all the evidence and upon concluding that it would be unjust to allow the original grade to stand, may then
recommend to the Provost that the grade be changed. The Provost will provide the instructor with a copy of the recommendation and will ask the
instructor to implement it. If the instructor continues to decline, the Provost will then change the grade, notifying the instructor and the student of
this action. The Provost, following written instructions of the faculty committee, will effect a change in grade over the objection of the instructor who
assigned the original grade. If the student remains dissatisﬁed with the result of the petitioning process, the student may request that the Registrar
insert a letter in the academic record, describing the process and the outcome.

7. General Education Program
Denison University aspires to give students a strong foundation in the liberal arts. A liberal education provides foundation and practice in the
disciplines and processes necessary to function as a free-thinking human being facing the challenges of the 21st century: listening, reading, and
observing; reasoning critically and quantitatively, and expressing ideas clearly and convincingly in oral discourse as well as the written word. A life
based on rational and humane self-determination requires those abilities as well as the understanding of ideas and principles in diverse areas of
modern knowledge.
The General Education requirements aim to ensure that students are exposed to core liberal arts competencies and to a broad range of liberal arts
inquiries—social, scientiﬁc, humanistic, and artistic—embraced by the faculty of Denison University. In addition, the requirements intend to expose
students to a diversity of perspectives that enable them to interact more effectively in an increasingly interdependent world. Thus the General
Education program comprises three parts: (1) Interdivisional Requirements; (2) Competencies; (3) Foreign Language Requirements.
See the Course Catalog (https://catalog.denison.edu/catalog) and the GE Document for further details.

8. Academic Standing, Warning, Suspension, and Reinstatement
Section III.B.8. of the Faculty Handbook was updated by governance proposal #18-54.
Students' academic performance can be negatively impacted by a variety of factors. In order to alert students, their advisors, and other relevant
parties when academic performance falls below expectations and students do not hold Academic Good Standing, the university relies on the following
designations: Academic Warning, Continued Academic Warning, Academic Suspension and Reinstatement.
Academic Good Standing applies to all students who meet or exceed a cumulative Grade Point Average (GPA) of 2.00. Any student with a cumulative
GPA below 2.00 at any time will be enrolled in the Academic Resource Center’s programming for academic success.
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Academic Warning occurs when a student's cumulative GPA is below 2.00. Students placed on Academic Warning are expected to raise their
cumulative GPA to a 2.00 or better within two semesters; if a student earns a semester GPA at or below 2.00 while on Academic Warning, the student
will be placed on Academic Suspension. Any semester GPA below 1.00 will automatically result in Academic Suspension, unless this occurs in the
student’s ﬁnal semester prior to graduation. Thus, a student may bypass Academic Warning and be placed on Academic Suspension if the semester
GPA is below a 1.00.
Continued Academic Warning is designated when a student who is on Academic Warning is successful in achieving a semester GPA above a 2.00, but
did not raise the cumulative GPA to a 2.00. Students on Continued Academic Warning are expected to achieve or exceed a 2.00 cumulative GPA at the
conclusion of their next semester.
Academic Suspension occurs when a student earns a semester GPA at or below 2.00 while on Academic Warning. A student may also be suspended
when the student does not attain a 2.00 cumulative GPA after being on Continued Academic Warning. Performance of less than 1.00 GPA for any
semester will result in suspension regardless of the student's cumulative GPA, unless this occurs in the student's ﬁnal semester prior to graduation.
Reinstatement occurs when an academically suspended student once again becomes eligible for enrollment. Students on Reinstatement will be given
conditions by the Academic Standing Board that must be fully met during the subsequent semester(s) in order to remain eligible for enrollment. The
procedures for seeking Reinstatement are found in the Course Catalog section on Academic Standing (https://catalog.denison.edu/catalog/academicprogram/academic-standing).
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IV.SPECIAL ACADEMIC PROGRAMS AND SUPPORT
• IV.Special Academic Programs and Support: A. First-Year Program (p. 38)
• IV.Special Academic Programs and Support: B. The Lisska Center for Scholarly Engagement (p. 38)
• IV.Special Academic Programs and Support: C. Off-Campus Study (p. 40)
• IV.Special Academic Programs and Support: D. Academic Resource Center (p. 41)
• IV.Special Academic Programs and Support: E. Austin E. Knowlton Center for Career Exploration (p. 42)
• IV.Special Academic Programs and Support: F. The Center for Learning and Teaching (p. 43)

IV.Special Academic Programs and Support: A. First-Year Program
The First-Year ofﬁce coordinates academic and co-curricular programs and services for ﬁrst-year and transfer students, including AC 101 - Advising
Circles, academic advising, academic and adjustment counseling, and the summer orientation programs, among others. The ofﬁce maintains a close
and collaborative relationship with the Academic Resource Center (ARC) and faculty advisors of ﬁrst-year students. The First-Year ofﬁce is located
on the ﬁrst floor of Higley Hall. More information on the First-Year Program (https://denison.edu/campus/ﬁrst-year) and orientation programs is
available.

IV.Special Academic Programs and Support: B. The Lisska Center for
Scholarly Engagement
The Lisska Center for Scholarly Engagement is Denison's hub for programs that promote dialogue and scholarly excellence on campus. Our mission
is to (1) mentor and support students, recent alumni, and faculty applying for nationally- and internationally-competitive fellowships and scholarships;
(2) coordinate the Summer Scholars programs; (3) provide funding for student research and academic enhancement travel; and (4) sponsor an array of
multidisciplinary programs and events, including Research Tables and the Experimental College.

1. Fellowships Advising
The Lisska Center staff assists students and recent alumni applying for nationally- and internationally-competitive fellowships at both the
undergraduate and graduate levels. Fellowships fund summer programs, study abroad programs, service projects, and postgraduate study and
research both in the U.S. and abroad.
Examples of prestigious fellowships include the Rhodes Scholarship, the Marshall Scholarship, Fulbright awards, the Harry S. Truman Scholarship,
the Barry M. Goldwater Scholarship in Science and Mathematics, the Morris K. Udall Scholarship in National Environmental Policy, National Science
Foundation Fellowships, the Boren Scholarship for International Study, DAAD (German Academic Exchange) grants, and many others. Denison is proud
of the many students and alumni who have won such awards over the years.
In collaboration with the Director of Foundation and Corporate Relations, the Lisska Center also works with Denison faculty members interested in
applying for nationally-competitive fellowships and grants.
While some fellowship applications require an institutional endorsement and have a minimum GPA requirement, many do not. All interested students
are encouraged to schedule an individual appointment and/or attend group information sessions. Comprehensive listings of national and international
fellowships can be found on the Lisska Center's MyDenison page (https://my.denison.edu/node/44).
The Lisska Center provides intensive one-on-one support to those applying for any fellowship or grant opportunity. We help applicants identify
appropriate opportunities, prepare their application materials, and write their application essays. We also coach fellowship competition ﬁnalists
preparing for interviews.

2. Summer Scholar Program
The Lisska Center coordinates Denison’s Summer Scholar Program. Each year, more than 120 students across all disciplines receive funding to
support independent research under the close supervision of a faculty member, or full-time collaborative work with faculty members, during the
summer. Summer Scholar projects do not confer credit hours and are not graded. Summer Scholars receive a stipend ($4,000 for 10 weeks in
2018) and housing allowance allowance and supplemental research funds (up to $500 per student). Faculty advisors also receive a stipend per
student supervised (three students maximum). See the Summer Scholar Program section (VI. B. (p. 48)) for full details.
The Lisska Center holds information sessions and works closely with the Student Research Grants Committee (SRGC), which selects the recipients
of Young Scholar, Early Experience, and Off-Campus Summer Scholar awards. The Lisska Center also works with the coordinators of the Anderson
Summer Science Program, the Woodyard Scholar awards in the Department of Religion, the Ashbrook Summer Scholar awards, and the Battelle
Summer Scholar awards. Guidelines can be found on the Lisska Center’s MyDenison page (https://my.denison.edu/node/44).
The Lisska Center approves and coordinates the logistics of all Summer Scholar stipend payments, housing, and supplemental research grants. These
activities include hosting a kick-off luncheon as well as weekly research dinners where Summer Scholars and faculty members share informal updates

Denison Faculty Handbook 2018-2019

39

on their projects. The Lisska Center also organizes the early fall Summer Scholar poster sessions and performances where students present their ﬁnal
work.

3. Academic Enhancement
The Lisska Center serves as a hub for funding for student research and academic enhancement travel. Speciﬁcally:
• The Course Enhancement Fund provides small amounts of funding to faculty members wishing to take a class on a ﬁeld trip or other class activity.
• The Student Academic Travel Fund provides up to $500 per student for travel to academic conferences to students presenting papers or posters.
Requests should be made to the Assistant to the Director of the Lisska Center.
• The Undergraduate Research Fund provides up to $500 per student for students conducting senior research or other research during the academic
year. The SRGC reviews and approves all awards.
• The Academic Enhancement Travel Fund supports students traveling individually or in small groups with a Denison faculty or staff member to
conduct research, attend a conference or workshop (where they are not presenting a paper), or similar activity not covered by other sources of
funding (up to $1,000 per student over their four years in college).
The Lisska Center also administers a number of other Denison scholarships and awards, including the A. Blair Knapp, K.I. Brown, and Alumnae
Endowed Scholarships, the Kenneth Joseph Hines Memorial Award, the Malchow-Weigert Award for Excellence in German, the Megan Lisska and Elin
Lisska Christiansen Award in the Humanities, and the Provost's Academic Excellence Award.

4. Intellectual Programming
The Lisska Center sponsors an array of programs and events designed to promote a culture of intellectual life on campus.

Research Tables
The purpose of Denison’s Research Table’s is threefold: (1) to bring together faculty members from across the college and other institutions to
explore various aspects of the liberal arts, using practices that sustain a strong academic community; (2) to create a forum for faculty members from
different disciplines to learn from one another; and (3) to deepen the intellectual tone on campus by increasing opportunities for different disciplinary
perspectives to intersect and new pathways among faculty and students to form.
Research Tables should focus on multidisciplinary issues of interest to participants who are committed to sustained intellectual exploration within
the liberal arts. Research Tables may vary in scope, ranging from limited undertakings similar to reading groups (e.g., locally based members, one-year
time-frame) to more ambitious projects (e.g., one or more outside faculty members, travel component, up to a three-year time-frame). All Research
Tables must culminate in a focused symposium that brings other scholars and practitioners to Denison. Research Table members must complete a
ﬁnal report summarizing the Research Table’s focus, activities, and outcomes in terms of student learning and faculty research.
Students in good academic standing may be invited by faculty sponsors to participate in a Research Table. Calls for new Research Tables are put out
intermittently so that there are no more than four Research Tables running at any given time. Proposals are reviewed by the SRGC.

Experimental College
The Experimental College is a program of student-led, non-credit classes. Teaching an Experimental College course gives students an opportunity to
design a syllabus, guide classroom discussion, and engage a small group of peers in a topic of intellectual interest. Students do not receive course
credit for leading or taking the class.
Students interested in teaching an Experimental College course must submit a proposal, including a syllabus, to the Lisska Center for approval. All
proposed Experimental College courses must have a designated faculty or staff advisor and must be approved by the Director and Associate Director
of the Lisska Center and the Chair(s) of relevant academic departments. The Lisska Center will provide a certiﬁcate to students who attend all course
sessions and satisfactorily complete the work for the course. The Center also offers a small amount of ﬁnancial support to cover any costs of course
preparation, supplies, and possible ﬁeld trips. The Lisska Center will put out calls for a limited number of new Experimental College classes once or
twice a year.

Faculty Events
The Lisska Center sponsors the Tuesday Faculty Lunch series, the Friday Faculty Lunches in Curtis, and the Faculty Research Dinners.

Other Activities
The Lisska Center hosts Chowder Hours, home-cooked lunches for students, faculty, and staff featuring presentations on the scholarship of an
individual or group.The Lisska Center also coordinates the Monday Musings series of informal presentations led by faculty members on their scholarly
interests.

Gilpatrick House
Housing is available for up to ten students who have done intensive research (such as Summer Scholars), or who will be doing independent research
during the coming academic year.
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The Lisska Center encourages students at every stage of their academic career, from ﬁrst-year students to seniors, to keep in touch with people at the
Center, who will help them ﬁnd and take advantage of research and scholarship opportunities appropriate for each student.

IV.Special Academic Programs and Support: C. Off-Campus Study
The ﬁrst step for students planning for off-campus study is to attend a Study Abroad 101 session. Next, students schedule an appointment with an
OCS advisor. Students should schedule the required advising appointment to start the OCS Proposal process in April or at the very beginning of fall
semester, and then work diligently to complete the planning meetings and forms required for that appointment. Working with OCS and their academic
advisors, students articulate learning goals for an off-campus study experience, explore a range of options among the Denison-accepted programs,
and carefully consider the timing of participation and integration with degree requirements. Students normally seek approval for one semester and/
or a summer of off-campus study during their Denison career, though approval for an academic year of off-campus study is also possible. Note that
institutional ﬁnancial aid may be applied to a maximum of one semester of study. Institutional need-based aid is available for eligible students, but
Denison does not provide institutional merit-based aid for off-campus study.
Denison maintains a list of accepted off-campus programs that meet the pedagogical and academic standards associated with a Denison liberal arts
education. The current list can be found at <globaltools.denison.edu>. Students who withdraw from the university to attend a program that is not on
Denison’s list of approved programs are not eligible to receive transfer credit.
To pursue off-campus study for academic credit, students must ﬁrst propose a plan and obtain Denison approval for such study. Once approved by
OCS, the student is then responsible for completing an application with the program provider. OCS staff assists and advises students with both steps
in the process.
Denison approval is granted only if the student is adequately prepared for the proposed off-campus program. Some of the evaluation criteria are as
follows:
• The proposed off-campus study program represents a well-deﬁned continuation of the curricular and pedagogical goals of a Denison liberal arts
education and the individual student’s academic program.
• The student’s academic record demonstrates clear evidence of curricular preparation and academic achievement appropriate to the proposed offcampus study program and the speciﬁc learning goals associated with the student’s proposal.
• The student has completed a minimum of forty-eight credits prior to participation on an off-campus program. Transfer students must complete
one year of study at Denison prior to participation in an off-campus program. These residency requirements do not apply to summer study.
Denison approval is granted only if the student is adequately prepared for the proposed off-campus program. Some of the evaluation criteria are as
follows:
Eligibility guidelines for Off-Campus Study are reviewed annually and subject to change. Up-to-date, full eligibility guidelines can be found on the MyDenison
page for Off-Campus Study.
Denison does not require students to pay its tuition or room/board fees during their term off-campus. An administrative fee of $280 for a
summer program, $895 for a semester program, and $995 for an academic year of study with a single program or provider is charged to cover the
administrative support associated with off-campus study.
Denison requires that students participate fully and responsibly in all academic aspects of the proposed off-campus study program, including required
language and area studies courses. Failure to do so will result in a grade of U (Unsatisfactory) for the off-campus study placeholder course listed on
the Denison academic record for the term abroad. Students are enrolled for a holding place registration of 12 credits for each term of off-campus study
in order to report full-time study to the Federal Clearinghouse to facilitate the portability of ﬁnancial aid and/or to use of 529 college funds. Students
are therefore required to enroll for at least 12 transferable U.S. semester credits for each semester of off-campus study, but may choose to enroll for
up to 20 U.S. semester credits per semester. Students are limited to one course on an S/U grade base per semester. The arrangements for such a
choice must be made with the program provider at the time of ﬁnal registration.
To receive transfer credit for an off-campus study experience, students must work with the Registrar’s Ofﬁce and academic advisors to obtain preapproval for their courses through the OCS course approval process. The University is under no obligation to transfer coursework or apply transferred
coursework toward speciﬁc degree requirements unless that coursework has been approved in advance.
Students wishing to apply a course toward a major, minor, or concentration requirements must receive approval directly from the relevant department/
program. Other coursework will be evaluated for its relevance to the Denison curriculum through the combined efforts of the Registrar, OCS, and, as
necessary, speciﬁc departments/programs.
All courses reported on the program provider’s transcript are posted to the Denison academic record with course titles, credits, and grades. This
includes any course for which a student receives a failing grade, even though credit will not be awarded. However, the grades for off-campus study
coursework are not factored into the Denison cumulative grade point average.
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Denison Seminars: In addition to semester abroad, Denison Seminars (https://catalog.denison.edu/catalog/courses-of-study/denison-seminars) are
4-credit interdisciplinary courses offered for sophomores and juniors. Because of the unique nature of Denison Seminars, students may take no more
than one (unless a Denison Seminar remains open after all juniors and sophomores have registered).
Denison Short-Term Seminars are normally 2-credit courses (credit applied in the fall semester following completion of the summer experience). The
summer seminars are advertised in the fall semester and are enrolled via contacting the instructor. Students pay all costs, unless they are judged to
have very signiﬁcant need by the Financial Aid Ofﬁce. Every effort is made to make Denison Seminars and other faculty-led opportunities affordable
for every student.
Educational Enrichment Leave of Absence (EEL): Students may apply for an Educational Enrichment Leave of Absence (EEL) to pursue experiential
learning opportunities that are not credit bearing or structured educational opportunities whose coursework is not applicable to a Denison
Baccalaureate degree. Examples of structured educational opportunities whose coursework is not applicable include the National Outdoor Leadership
School (NOLS), Outward Bound, Semester at Sea, specialized technical or training programs, religious education, or culinary institutes.
Students wishing to pursue an EEL are required to meet with and an advisor in OCS, as well as their academic advisor, and then to submit a written
rationale to OCS. The rationale must articulate a clear connection between the student’s broader educational goals and the proposed enrichment
program. A student may opt to pursue study at a local institution as an adjunct activity as part of an EEL. However, this coursework may not exceed
eight credits and must be approved in advance through the normal transfer credit evaluation process. The written rationale should address the plan to
obtain credit elsewhere.
During an EEL, the student retains her/his Denison enrollment deposit and information systems privileges. However, the student is considered
withdrawn from Denison during her/his period of leave for the purposes of ﬁnancial aid and loan deferment. EEL’s are usually for one semester, but
may extend to an academic year. See the Student Handbook for speciﬁc details regarding the processes for registration, housing, and ﬁnancial aid
following a leave. If a student does not enroll at Denison following the EEL, the leave reverts to a Withdrawal and the enrollment deposit is forfeited.
For more information about any of these opportunities, please contact the Off-Campus Study (https://denison.edu/academics/study-abroad) Ofﬁce
located on the 4th floor of the Burton D. Morgan Center.

IV.Special Academic Programs and Support: D. Academic Resource Center
1. Services
The central mission of the Academic Resource Center (ARC) is to enrich and enhance the educational experience of all Denison students and support
faculty/student interaction. The ofﬁce coordinates a unique combination of programs and services designed to help students improve their overall
academic performance and ultimately assist them in realizing academic accomplishment and excellence. The Academic Resource Center is located
on the lower level (020) of Higley Hall.
The mission of the ARC Tutoring Program is to help all students become independent learners by promoting active learning, critical thinking, and
access to other campus resources. The ARC Tutoring Program is designed for students to meet one-on-one with their tutors on a regular, consistent
basis. Tutees must commit to meeting weekly. Tutoring does not replace the importance of working with faculty, and it is strongly recommended that
students meet with their faculty members before making the decision to request tutors.
Tutors are available in the majority of academic subjects on a ﬁrst-come, ﬁrst-served basis at no charge to students. Tutors are recommended by
faculty, hired and trained by ARC, and involved in ongoing professional development through observations.
If students seek support on a more “as needed” basis, drop-in tutoring offered by departments may better ﬁt this need.
Educational workshops, academic plans, and individual consultations with the staff are regularly available upon request or by faculty referral. Standard
topics include time management/organization, annotating texts, note taking, test preparation, communicating with faculty, plus other skill-building
strategies for attaining academic success at the university level. The Academic Success Boot Camp held during the 3rd week of fall semester covers a
variety of these topics. The Center offers a speciﬁc advising program called “Back on Track” and other outreach efforts designed to support students
who are struggling academically.
The Academic Resource Center offers faculty and students use of the Center's resource room. The Center's resource room will be made available for
testing accommodations when no available space is able to be secured in the department; 48 hours’ notice is required for reserving the resource room.
Faculty can ﬁnd information about the services at the Center website (https://denison.edu/academics/support) and at the ARC MyDenison page
(https://my.denison.edu/node/37).

2. Disability Services
Denison University is committed to providing equal access and reasonable accommodations to students with disabilities as deﬁned under Section 504
of the Rehabilitation Act of 1973, the Americans with Disabilities Act of 1990, and the ADA Amendments Act of 2008. The Academic Resource Center
works closely with students and faculty providing services and reasonable accommodations to students with documented disabilities. Students
seeking reasonable accommodations or auxiliary services should forward a copy of their most recent medical report or evaluation documenting the
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existence of a speciﬁc disability to the Academic Resource Center. Documentation should be recent, preferably within the last three years, and should
have been compiled by an appropriate licensed professional, e.g. psychologist, psychiatrist, learning specialist, physician, etc.
Speciﬁc reasonable accommodations are determined on a case-by-case basis by the Academic Resource Center and based upon individual
consultation with the student and supporting documentation. Upon the student's request, the Academic Resource Center will notify individual faculty
members of a student's eligibility for reasonable accommodations. Please make note that only the student can disclose the nature of the disability. It
is the student's responsibility to discuss speciﬁc accommodation needs directly with his or her instructor at the beginning of each semester.
Reasonable accommodations include but are not limited to: extended time on exams, note-taking assistance, reduced-distraction locations for testing,
reduced course load, alternate format of course material, etc.
Faculty and students seeking additional information regarding Denison's Disability Grievance Procedures should refer to the Student Handbook or
contact the Academic Resource Center (https://denison.edu/academics/support) in 020 Higley Hall.
In an effort to encourage students to disclose their disability and/or need for reasonable accommodation in a timely manner, teaching faculty
members at Denison are encouraged to incorporate a disability statement on their syllabus for each course. This statement on the syllabus creates
an invitation to discuss both the student's and instructor's needs in advance and provides the opportunity to discuss the course material in greater
detail. It is equally important that students make an ofﬁcial request for accommodations through the Academic Resource Center. Even when a faculty
member is aware that a student is registered with the Academic Resource Center and has received accommodations in the past, it is important to
create a record of such accommodations to cover the institution's legal obligations of accessibility.
An example disability statement that can be used/adapted for course syllabi:
If you are a student who feels you may need an accommodation based on the impact of a disability, you should contact me privately as soon as possible
to discuss your speciﬁc needs. I rely on the Academic Resource Center in 020 Higley Hall to verify the need for reasonable accommodations based on
documentation on ﬁle in that ofﬁce.

IV.Special Academic Programs and Support: E. Austin E. Knowlton Center for
Career Exploration
Knowlton Center Mission Statement
Effectively support Denison students/graduates to actively explore (their) curiosities, identify and pursue possibilities and build the skills necessary to
realize the promise of their personal, professional, intellectual, and civic capacities.
The following services and opportunities are available to all students:
• Handshake: Handshake is where students will access all career-related information and resources, including career exploration tools, internship
postings, events, appointment openings and so much more.
• Career Coaching: Knowlton Center staff / Career Coaches are available to meet to engage in one-on-one career coaching to help students identify
values, interests, and skills and discuss how they may relate to a major or potential career to help students make a plan for their future. Staff will
coach students along every step of the way from initial exploration in their ﬁrst year to offer and salary negotiation in their senior year.
• Internships:
The Denison Internship Program offers students a structured learning experience as they explore career ﬁelds and integrate and apply academic
coursework to a workplace environment. Each year, the Knowlton Center promotes and engages in a variety of internship opportunities – locally,
nationally, and globally, that are typically conducted over the summer months. Many alumni and employer partners are interested in hiring
Denison interns and frequently post internship positions through Handshake.
As part of the Denison Internship Program, students develop intentional learning outcomes and engage in pre-internship planning and postinternship reflection. Through a competitive application process, the Denison Internship Program provides internship stipend funding for
students participating in unpaid, low-paid, or underpaid internship opportunities.
Please note: International students have very speciﬁc requirements and guidelines they must adhere to to participate in internship experiences in the
U.S. Please refer students to the Knowlton Center or Marilyn Andrews, Director of International Student Services.
• Externships / First Looks:
We help connect students with alumni and friends of Denison for job-shadow experiences (aka Externships) and First Look company visits.
These experiences help students choose their career path by providing invaluable insight into the “real world.”
• Resume/Cover Letter/CV Development: Whether writing a resume or cover letter for the ﬁrst time, or if in need of review for a speciﬁc job or
internship opportunity, students work with Knowlton Center Career Coaches to insure that their documents best represent their knowledge,
experience, and skills. Career Coaches focus on helping students to conﬁdently articulate the experiences of their Denison education, focusing on
value-added outcomes.
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• Mock Interviews: There is no better way to prepare for an internship/job interview or graduate/professional school interview than by experiencing
an “actual” interview. Career Coaches provide mock interviews for students geared towards the speciﬁc industry/position/program. The mock
interviews include a constructive critique of their performance and effective interview strategies.
• Networking: Career Coaches work with Denison students to provide strategies for building their professional network and leveraging current
connections. In addition to formal networking opportunities, Career Coaches teach students about the value of networking in their job/internship
search, provide guidance on how to best utilize networking resources, and educate students on how to engage in information interviews to aid in
their professional career development. The Knowlton Center offers a Denison speciﬁc networking platform called Wisr, which syncs with LinkedIn
and enables students to connect with potential career mentors.
• Graduate and Professional School Preparation: A large percentage of Denison students plan to go on to graduate or professional school. The
Knowlton Center assists students with all aspects of the application and selection process: searching for schools and speciﬁc programs,
identifying application requirements and deadlines, admission interview and test training, and personal statement writing. Dedicated Knowlton
Center Career Coaches work speciﬁcally with pre-law and pre-health science (medical school, dental school, physician assistant, etc.) students
throughout their time at Denison.
• Career Exploration: Students can work directly with Center Career Coaches and leverage tools like FOCUS 2, which is a comprehensive careerplanning program that provides guidance and information to help people make important career decisions. Research-based assessments of
career-relevant interests, abilities, skills, and job values help students explore and consider career options that are a good match.
• OnBoard: OnBoard provides students with a series of free professional readiness opportunities that complement the Denison experience during
break periods (Winter, Spring and Summer). Students have the opportunity to take self-paced online “Language of Work” units consisting
of multiple competency-based learning modules, pre- and post-assessments, and simulation work. Participants will acquire essential skills
and specialized work place competencies to increase professional success after Denison across industry and majors. Unit areas include:
Applied Excel, Business Analysis, Entrepreneurship, Finance Skills, Marketing, Principles of Accounting, Professional Communication, Project
Management, Technology and Information Systems.
• On-Campus Recruiting: Organizations, companies, and graduate schools visit Denison via the Knowlton Center each semester to provide
information sessions, lead workshops, and occasionally conduct interviews.
• Workshops and Programs: Each semester, the Knowlton Center offers a variety of career-related workshops, including topics such as: Resume and
Cover Letter Development, Interview Techniques, Networking Tips, Personal Branding, Developing your Elevator Pitch, Graduate School Preparation, and
more. For access to upcoming workshops and additional Knowlton Center hosted events, check out the event page on Handshake.
Please visit the Knowlton Center (https://my.denison.edu/node/83) page on MyDenison for additional information and resources as well as access
to Handshake.

IV.Special Academic Programs and Support: F. The Center for Learning and
Teaching
Denison places the faculty/student experience at the center of its liberal arts education. The Center for Learning and Teaching has been established to
support and enhance that foundational relationship. The Center provides a variety of seminars, teaching tables, mentorship and other support to help
faculty explore and strengthen pedagogy.
Speciﬁcally, the Center provides learning and teaching seminars for new and early-career faculty on both the tenure and non-tenure tracks. In addition,
for faculty at all experience levels, the Center hosts and facilitates workshops and learning communities that address speciﬁc curricular and scholarly
initiatives and pedagogies. The Center also coordinates a structured program for one-on-one consultation and classroom teaching observation that is
designed to provide informative feedback and mentoring for all interested faculty.
The primary goal of Denison’s Center for Learning and Teaching is to support and collaborate with faculty at all career stages, considering questions,
ideas, activities, and research on teaching and learning. The Center provides support for faculty development and mentoring related to the practice of
effective teaching. Speciﬁc goals include:
1. Conduct teaching and learning seminars for ﬁrst-year and early-career faculty.
2. Develop or sponsor workshops, brown-bag lunches, reading and discussion groups, and other programs (e.g., Teaching Matters!) that address
speciﬁc teaching approaches, strategies, activities, and pedagogies including digital technology.
3. Provide a structured program for one-on-one consultations and classroom teaching observations as a way of delivering formative feedback for
faculty at all experience levels and providing mentoring relationships for early-career faculty.
4. Coordinate and enhance collaboration among faculty, faculty groups, professional staff, and administrative ofﬁces in order to initiate and promote
a variety of faculty development programs and resources that address teaching, learning, scholarship, and mentoring for our college.
5. Support the development of faculty pedagogy and curricular projects focused on the intersection of innovative teaching, integrated learning, and
scholarship of teaching and learning.
6. Participate and provide leadership in forging relationships and collaborations between Denison’s faculty development programs and other
professional organizations that address issues in teaching, learning, and curriculum in higher education.
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7. Foster use of the Center's meeting spaces in the Library's atrium level for workshops, discussions, meetings, and any type of program relevant to
teaching, learning, advising, mentoring, the curriculum, and other higher education forums.
The Center is located on the atrium level of the Library. A rich collection of resources in support of teaching and learning can be found at the Center's
website (https://denison.edu/academics/faculty-development) and MyDenison page (https://my.denison.edu/node/1305).
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V.PERIODIC REVIEW OF DEPARTMENTS & PROGRAMS
• V.Periodic Review of Departments & Programs: A. Department Reports (p. 45)
• V.Periodic Review of Departments & Programs: B. Process and Schedule (p. 46)
• V.Periodic Review of Departments & Programs: C. External Review (p. 46)
Departmental Reports were launched beginning in 2015-16 as a way to combine and simplify the Department Review and annual Departmental
Assessment processes and reports. The new Department Report process and guidelines are required of departments once every four years and
replace the previous Department Review and Assessment reports. Assessment data or artifacts should continue to be collected every year, though
reports are only due every four years. The Department Review process, launched in 1995, has been revised to become more closely integrated with
assessment and to provide departments and programs with the opportunity to consistently reflect on ways to improve programs, curriculum, and the
learning experience.

V.Periodic Review of Departments & Programs: A. Department Reports
Topics to be Addressed by the Department Report
1. What is the Mission Statement of the department or program? What are the learning goals of the department or program?
2. What are the department’s or program’s contributions to the broader educational mission of the college (e.g., contributions to General Education,
core learning outcomes, interdisciplinary programs, high-impact pedagogical practices, academic advising, and engaging diversity)? What other
contributions does the department or program make to the University as a whole?
a. Does the department or program maintain an up-to-date web presence on MyDenison and Denison.edu (http://denison.edu)?
b. Does the department or program contribute regularly to Admission’s efforts?
c. What does the department or program do to stay in touch with alumni?
3. The major, minor, and/or concentration:
a. Briefly describe the major, minor, and/or concentration, and explain its organization.
b. Explain any changes to the major, minor, and/or concentration since the last department review or report.
c. How do the organization and requirements of the major, minor, and/or concentration compare to departments or programs at comparable
colleges or universities?
d. Are changes to the major, minor, and/or concentration needed? If so, explain.
4. Student learning:
a. Summarize the results of your assessment efforts since the last department review or report, including the ways in which the department
utilizes assessment outcomes to develop its curriculum and program. Include details of the assessment plan and data in an appendix to this
report.
b. To what extent are the learning goals of the department or program being achieved? Do the results of assessment indicate that changes are
needed in the curriculum or pedagogical approaches of the department or program?
c. Is the department or program adequately serving the needs of non-majors?
d. What opportunities exist for majors to engage in advanced work (e.g., summer research, senior research)?
e. How is the department or program preparing its students for post-graduate activities in a diverse and global community?
f. What learning opportunities are made available to students outside the classroom, and have these been successful?
5. Department or program and faculty resources:
a. Is the department or program adequately staffed?
b. Do the staff and expertise of the department or program reflect the diversity of the discipline?
c. To what degree has the department kept abreast of developments in the ﬁeld, and how are they related to the curriculum?
d. What are the scholarly activities of faculty in the department, and how well are they supported?
e. How have the members of the department or program remained aware of, and in step with, effective pedagogic practices?
f. Briefly describe and comment upon the department’s or program’s plan for mentoring faculty.
g. Are the department’s or program’s physical resources (e.g., ofﬁce space, student lounge area, classrooms, labs, practice and performance
space) adequate?
6. Data to include with the Department Report:
a. Enrollments by course and by semester
b. A list of faculty teaching in the department or program by semester
c. Numbers of majors and minors by year
d. Curriculum vitae for faculty in the department or program
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V.Periodic Review of Departments & Programs: B. Process and Schedule
Evidence and Timeline
Evidence used to assess student learning and the effectiveness of the department or program should be collected each year according to the
department’s or program’s assessment plan. Departments may choose to evaluate and discuss this evidence each year, however, Department Reports
are due only once every four years.
Each department and program submits to the Provost’s Ofﬁce a Department Report once every four years. A schedule of upcoming Department
Reports can be obtained from the Provost’s Ofﬁce. The report should address the six topics indicated in section V.A (p. 45). The Department Report
replaces the Departmental Self-Study of the Department Review process (i.e., the review process before Fall 2015) and the Assessment Reports.
Every third Department Report (that is, once every 12 years), the Report will be followed by an external review. The composition of the external team
and the process of the external review are provided below.
Departments may add topics or questions to be addressed, or include additional data, in their Department Reports, however, changes to the above list
of topics must be approved by the Associate Provost for Academic Affairs.

Internal Review
In some cases the Provost may determine that a particular program which is due for a review does not need a full external review team visit. In
these cases, in cooperation with the program, the Provost will appoint an internal review team. The program prepares a Report which addresses the
questions and prompts described above, and the internal review team, comprised of Denison faculty and students, fulﬁlls the role that an external
review team would play.

Review of Department Reports
Department Reports will be due to the Provost’s Ofﬁce in September of the fall in which they are due (A schedule of Department Reports can be
obtained from the Provost's Ofﬁce). Departments will receive written feedback on their Report from the Department Report Review Committee (DRRC)
in years when an external review is not required. The DRRC will be appointed by the Provost and composed of one faculty member from each division
of the college plus the Associate Provost for Academic Affairs.

V.Periodic Review of Departments & Programs: C. External Review
External Review Process
Once every twelve years the Department Report will be followed by a visit from an external review team. Contact the Provost’s Ofﬁce for an up-to-date
schedule of when Departments must submit Reports and when the process includes an External Review.
The External Review Team will be selected by the department or program in consultation with the Associate Provost for Academic Affairs. It will
include one individual in the ﬁeld from a college comparable to Denison who chairs the Team, and another person in the ﬁeld from a Ph.D. granting
institution.
The third member of the Team will be a Denison faculty representative from the same academic division as the department under review. This faculty
member, selected by the Ofﬁce of the Provost in consultation with the department or program under review, will take part in all aspects of the external
team's activities, except for meetings with individual members of the department.
The department, in consultation with the Associate Provost for Academic Affairs, has the option of adding a Denison graduate to the committee.
The External Review Team will be invited to campus for a two-day visit to familiarize themselves with the department or program. It will have access
to the Department Report, and to faculty and students in the department or program. The two external reviewers will draft the External Review Report,
with the other member(s) of the team serving in an advisory capacity. In its report the Team will respond to the following questions:
1. How does the department's program compare with programs at similar institutions? Has the department kept abreast of developments in the ﬁeld
and how are they reflected in the curriculum?
2. Comment on what you think to be the most important issues raised in the self-study.
3. Assuming the staff size remains the same, what changes would you suggest in the department's course offerings? Are there compelling reasons
to change staff size?
4. When appropriate, please comment on the department's physical resources. What changes would you suggest?
5. Do you ﬁnd library resources adequate to support the department's curriculum? What areas of acquisition would you suggest?
6. Comment on the structure of the major. Would you propose changes?
7. Do you ﬁnd evidence that students receive adequate training in library, laboratory, or performance skills?
8. Do students have a grasp of the discipline? Are they able to talk both speciﬁcally and comprehensively about the discipline? Do you ﬁnd evidence
of student interest and involvement in the intellectual life of the department?
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9. Comment on the quantity and quality of student involvement in research and/or performance activities.
10. What weaknesses do you ﬁnd in the department's program?
11. What distinctive strengths do you ﬁnd in the department's program?
The chair of the External Review Team shall send the External Review Report to the Associate Provost for Academic Affairs who will share it with the
chair of the department or program under review and the Denison faculty representative on the External Review Team. The External Review Report is
to be treated as an internal document with limited access granted to all faculty upon request to the Associate Provost for Academic Affairs.

Departmental Response and Meeting with the Academic Affairs Council
The chair or director of the department or program under review will write a brief response to the External Review Report. It should include mention of
possible changes to be made as a result of the review and signiﬁcant areas of disagreement, if any, with the report. All members of the department or
program and the Denison faculty representative on the External Review Team shall be provided with a copy of this response and have an opportunity
to supplement it with statements of their own.
Once the department has delivered to the Associate Provost for Academic Affairs a written a response to the External Review Report, the Associate
Provost for Academic Affairs shall share the Department Report, the External Review Report, and the Departmental Response with the Academic
Affairs Council. The chair of the department or program and the Denison faculty representative on the External Review Team will meet with the
Academic Affairs Council to discuss appropriate action to be taken as a result of the review. This group will decide which actions should be initiated by
the department or program and which, if any, should be initiated by the Academic Affairs Council or the Administration. AAC reviews the Department
Report process and documents only once in every three Reports, that is, once in the twelve-year cycle when an external review may have been
conducted.
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VI.STUDENT SCHOLARSHIPS AND RESEARCH
OPPORTUNITIES
• VI.Student Scholarships and Research Opportunities: A. Student Merit Scholarships and Awards (p. 48)
• VI.Student Scholarships and Research Opportunities: B. Summer Scholar Program (p. 48)
• VI.Student Scholarships and Research Opportunities: C. Student Travel Policy (p. 50)
• VI.Student Scholarships and Research Opportunities: D. Faculty/Student Meal Program (p. 50)

VI.Student Scholarships and Research Opportunities: A. Student Merit
Scholarships and Awards
1. Denison annually offers several merit scholarships to ﬁrst-year students, and scholarships generally range from $5,000 to full tuition. Speciﬁc
information about the range of merit scholarships can be found on Denison’s Financial Aid (https://denison.edu/campus/admission/ﬁnancial-aid)
website. Students who wish to be considered for merit-based scholarships must submit a completed application for admission by the deadline for
their chosen admission round, unless otherwise noted.
2. All of Denison’s merit scholarships and awards are given for a maximum of four years (eight semesters).
3. Merit scholarships require recipients to maintain a 2.0 GPA, unless otherwise stipulated in the donor agreement. The Ofﬁces of Financial Aid,
Registrar, and Provost work together to track student eligibility and to notify students of their standing.
4. If a student who holds a merit scholarship is less than full-time (deﬁned as a minimum of 12 credit hours) for any given semester, the student will
lose the scholarship for that semester, except in extraordinary circumstances beyond the student’s control that would be assessed in an appeal to
the Ofﬁce of Financial Aid. In cases in which a student appeal is successful, the award will be prorated according to the number of credit hours the
student is carrying.
• Merit scholarships and awards cannot be applied toward off-campus study charges. Need-based grants may be used, but amounts are capped
for the semester away. The Ofﬁce of Financial Aid will package off-campus students accordingly for their time studying off campus
5. A student who receives an approved medical withdrawal may have the scholarship or award reinstated for up to one year after the date of
withdrawal. Any appeal beyond that time limit must be approved by the Ofﬁce of Financial Aid.

VI.Student Scholarships and Research Opportunities: B. Summer Scholar
Program
Denison’s Summer Scholar Program permits students to pursue independent research under the close supervision of a faculty member, or full-time
collaborative work with faculty members, during the summer. It gives students a unique undergraduate venue in which to experiment with ideas and
artistic expression, pursue an intellectual passion, and focus intently on the resolution of a question over a sustained period of time. Summer Scholar
projects do not confer credit hours and are not graded.
Denison’s endowed funds provide students with a stipend ($4,000 for 10 weeks in 2018) and a campus housing allowance. Faculty advisors also
receive a stipend of $2,500 for one student, $1,500 for a second student, and $500 for a third student in 2018).
Additional funds of up to $500 per student are available for the purchase of materials required for research if they are not otherwise available, as well
as travel. All students must produce a scholarly project (e.g., ﬁnal poster, paper, performance, or equivalent) and present their summer’s work in a
public forum.
Qualiﬁed rising sophomores, juniors, and seniors in all disciplines are eligible to apply for Summer Scholar awards. A qualiﬁed student is one who:
• will be returning to Denison in the fall and has registered for classes;
• will be on an approved off-campus study program in the fall;
• is on an approved academic leave;
• is on an approved leave of absence and does not have to reapply to return.
Projects do not necessarily need to be in the discipline of the student’s major. Interdisciplinary projects may be proposed as well. Any student who
does not fall into one of the above categories is not eligible.
Decisions on faculty eligibility to supervise, or share in the supervision, of student summer research shall be made on a case-by-case basis by the
Provost. In most cases, tenure track and non-tenure track faculty who teach at least 75% of a full-time load, and who have a contract to teach at
Denison in the fall semester following the summer research, will be eligible to supervise summer research.
Young Scholar awards support students pursuing projects in the social sciences, humanities, ﬁne arts, and interdisciplinary projects. Young Scholars
work under the close guidance of a Denison faculty member for projects that typically last 10 weeks between mid-May and the end of July. In 2018

Denison Faculty Handbook 2018-2019

49

students received a stipend of $4,000 for 10 weeks, plus a room allowance for campus housing. Students may not hold jobs during the term of their
research. Awards will not be made for projects requiring a substantial portion of time away from campus, although short research trips may be
permitted on a case-by-case basis. (For projects requiring more than 1 to 2 weeks away from campus, see the Off-Campus Summer Scholar guidelines
below.) Applications for Young Scholar awards are evaluated by the Student Research Grants Committee (SRGC), an elected committee of four faculty
members (one from each division of the college), overseen by the Lisska Center for Scholarly Engagement.
Faculty members are expected to work closely with students as they develop their project proposals in the fall and must submit a detailed letter of
endorsement supporting each student’s application for a Young Scholar award. Applications, including letters of support, are typically due in late
January. Faculty advisors are expected to be on campus (except for short absences) and should meet at least twice weekly with each student during
the project’s 10 weeks. Faculty members may not supervise more than three individual or joint proposals. Complete program guidelines can be found
on the Lisska Center (https://my.denison.edu/node/44) MyDenison page.
The Anderson Summer Science Program provides summer research assistantships in the sciences. Denison students conduct research under the
guidance of a Denison science faculty member for projects that typically last 10 weeks between mid-May and the end of July. In 2018 students
received a stipend of $4,000 for 10 weeks, plus a room allowance for campus housing. The program guidelines and the application and selection
processes are routinely revised in consultation with chairs of the science departments. Current information is maintained on the Anderson Summer
Science Program (https://my.denison.edu/node/1032) MyDenison page. For additional information, contact the Anderson Endowment Coordinator.
Off-Campus Summer Scholar awards support a limited number of students and faculty conducting a full-time independent research, scholarly, or
creative project in any discipline (including the sciences) that requires some or all of the time to be spent off-campus. Projects typically last 10 weeks
between mid-May and the end of July. (Some time may be spent on campus before and/or after the off-campus portion of the project). A Denison
faculty member must be the primary mentor, but a non-Denison mentor may help supervise the project on site, as appropriate. Proposals must specify
the role and time commitment of the Denison and non-Denison mentors; faculty stipends will be awarded accordingly. The student stipend and
guidelines are the same as for on-campus awards, but also cover travel expenses and provide an allowance for off-campus housing. Applications
for Off-Campus Summer Scholar awards are evaluated by the SRGC. For complete guidelines, see the Lisska Center (https://my.denison.edu/
node/44) MyDenison page.
Early Experience awards provide an opportunity for ambitious rising sophomores to explore interest areas and build relationships with faculty
members that supplement their experiences in the classroom. Qualiﬁed students pursue independent research, scholarly, or creative projects in any
discipline (including the sciences) under the close mentorship of a faculty member for a period of 5 to 6 weeks. The 10-week stipend is prorated based
on the number of weeks, and a room allowance is provided for campus housing. Applications for Early Experience awards are evaluated by the SRGC.
For complete guidelines, see the Lisska Center (https://my.denison.edu/node/44) MyDenison page.
Woodyard Scholar awards provide students with Summer Scholar awards to carry out individual or collaborative projects in the area of “Religion and
Civic Responsibility.” Woodyard Scholars will be supervised by members of the Religion Department for 10 weeks between mid-May and the end of
July. (For projects involving other disciplines, other faculty members may also be involved). In 2018, the student stipend was $4,000 plus a room
allowance for campus housing. For more information, contact the Department of Religion (https://catalog.denison.edu/catalog/courses-of-study/
religion).
Ashbrook Summer Scholar awards are intended to “foster and promote research and educational cooperation between faculty and students in
exploring ways to improve the political and economic betterment of the underprivileged Licking County person.” The Ashbrook Scholarship is open to
any student who has engaged in community service (broadly deﬁned as including, but not limited to, DCA involvement, work with America Reads or
as a Community Service intern, and service learning coursework). Scholars work under the guidance of a Denison faculty member as they carry out
research and engage in service with an organization that provides some kind of assistance to the community. In 2018 students received a stipend
of $4,000 plus a room allowance for campus housing. For complete guidelines, see the Lisska Center (https://my.denison.edu/node/44) MyDenison
page.
Battelle Memorial Institute awards support Denison students participating in science research projects throughout the world. Some awards for
entire summer support may be given, whereas other awards may be for a student’s short stay at a remote location to carry out data collection. For
complete guidelines, see the Lisska Center (https://my.denison.edu/node/44) MyDenison page. For additional information, contact the Battelle
Student Research Coordinator.
Denison University Research Foundation (DURF) awards support students working as research assistants for Denison faculty members during the
summer. (Note: research assistants are only considered Summer Scholars if they are doing a piece of independent work, not just assisting with the
professor’s project). Denison faculty apply for DURF funds to support a Denison student assistant. Any qualiﬁed Denison student is eligible. Faculty
may contact the Associate Provost for Faculty Affairs for more information.
Student research may also be supported by outside grants received by faculty in various departments. Students receiving outside funding to conduct
summer research (e.g., McNair Scholars, DAAD-RISE, etc.) may also be included as members of the Summer Scholar Program.
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VI.Student Scholarships and Research Opportunities: C. Student Travel
Policy
Limited funds are available to support student travel to conferences to make public presentations, such as papers and poster sessions. These
students may receive up to $500 to cover the costs of travel, hotel, and meal charges (maximum $50 per day for meal charges). Group presentations
or performances may not be supported at the same level. Students will need to follow the Academic Travel procedures and policies on the Lisska
Center's Student Academic Travel (https://my.denison.edu/node/129) MyDenison page. Contact the Assistant to the Director of the Lisska Center for
further information. Students should contact the Director of the Lisska Center if attending more than one conference per academic year.

VI.Student Scholarships and Research Opportunities: D. Faculty/Student
Meal Program
The Student/Faculty Meal Program fosters mentorship and community between faculty and students by providing limited funds for student snacks
and meals with faculty. The Ofﬁce of the Provost administers this fund. (see: MyDenison/Campus Resources/Provost/Faculty Resources for further
information).
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VII.Community Standards and Policies: A. Academic Integrity
The following statement, endorsed by the DCGA Student Senate on 15 November 2005 and by the Faculty on 2 March 2006, afﬁrms the value the
University attaches to academic integrity and serves as a model that faculty may use or adapt in their course syllabi.
Proposed and developed by Denison students, passed unanimously by DCGA and Denison’s faculty, the Code of Academic Integrity requires that
instructors notify the Associate Provost of cases of academic dishonesty. Cases are typically heard by the Academic Integrity Board, which determines
whether a violation has occurred, and, if so, its severity and the sanctions. In some circumstances the case may be handled through an Administrative
Resolution Procedure. Further, the code makes students responsible for promoting a culture of integrity on campus and acting in instances in which
integrity is violated.
Academic honesty, the cornerstone of teaching and learning, lays the foundation for lifelong integrity. Academic dishonesty is intellectual theft. It
includes, but is not limited to, providing or receiving assistance in a manner not authorized by the instructor in the creation of work to be submitted
for evaluation. This standard applies to all work ranging from daily homework assignments to major exams. Students must clearly cite any sources
consulted—not only for quoted phrases but also for ideas and information that are not common knowledge. Neither ignorance nor carelessness is an
acceptable defense in cases of plagiarism. It is the student’s responsibility to follow the appropriate format for citations. Students should ask their
instructors for assistance in determining what sorts of materials and assistance are appropriate for assignments and for guidance in citing such
materials clearly.
Denison University is committed to making all aspects of the institution—inside the classroom and out—a community characterized by honesty,
integrity, and responsibility. That commitment was reafﬁrmed when Denison students developed and proposed the Code of Academic Integrity
(https://denison.edu/forms/code-of-academic-integrity), which the faculty adopted unanimously in 2008.
Denison’s faculty are charged with the responsibility for encouraging ethical conduct in their students, for clarifying what sorts of assistance are
permissible for different projects, and for helping students learn how to make proper and rhetorically effective use of source material.
If an instructor believes that a student has violated the Code of Academic Integrity, the instructor is required to notify the the Provost's ofﬁce. The
form for submitting an integrity charge is on the Provost's Academic Integrity (https://my.denison.edu/node/487) MyDenison site, along with a
description of the process and information regarding what materials to submit. An instructor may not issue a grade penalty for an integrity violation
unless there has been a ﬁnding of responsibility by the Academic Integrity Board. After a charge is received, either the Associate Provost for Academic
Affairs or the Process Advisor then meets with the student and either schedules a hearing of the Academic Integrity Board to determine if an offense
has occurred, or, in some cases, exercises an administrative resolution procedure. The Academic Integrity hearing board is charged with ascertaining
whether the student has violated the Code, the severity of the offense, and the appropriate means of addressing the offense with penalties and/or
educational programming. In the case of a grade penalty, the Integrity Board will make a recommendation to the course instructor who shall have the
ﬁnal authority to assign the grade. The Administrative Resolution procedure may be applied only in some cases and at the discretion of the Associate
Provost for Academic Affairs.
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For additional information and links to report an incident go to the Academic Integrity (https://my.denison.edu/node/487) MyDenison site. Reports of
suspected violations should be submitted by clicking on the Advocate Symplicity Report link.

VII.Community Standards and Policies: B. Guidelines for Human Participants
Research
The complete statement of Denison's Guidelines for Human Participants Research, Procedures, Approval and Consent forms is available at the
Provost's IRB Human Participants Research Approval (https://my.denison.edu/node/158) page on MyDenison. Applications for Institutional Review
Board (IRB) approval should be submitted online using the Human Participants Research Approval Form (https://my.denison.edu/node/1826)
(hereafter “Approval Form”). For more information contact the Faculty Chair of the IRB, Cody Brooks.

1. Statement of Policy/Activities Covered
Denison University is responsible for assuring that research activities conducted under its auspices do not violate the rights and welfare of human
participants. The Denison University IRB is guided by the ethical principles set forth in the Belmont Report: Respect for Persons, Beneﬁcence and Justice.
We strive to create a culture of respect for, and awareness of, the rights and welfare of human research participants while facilitating compliance
by our researchers with applicable guidelines and regulations. University IRB Guidelines for Human Participants Research are designed to conform
to the Department of Health and Human Services Code of Federal Regulations, revised as of January 2009 (Federal Register 45 CFR 46 (https://
www.ecfr.gov/cgi-bin/retrieveECFR?gp=&SID=83cd09e1c0f5c6937cd9d7513160fc3f&pitd=20180719&n=pt45.1.46&r=PART&ty=HTML)).
The following activities are covered if they involve research that uses human subjects: All faculty research, all administrative research, and all student
research (e.g., independent studies, senior research, student-designed research for courses). In addition, some classroom studies or projects have
features that IRB principles apply to and thus will require IRB review.
Well in advance of a study or project, instructors should discuss their plans with a member of the University IRB. Instructors and prospective
researchers (faculty, staff, students) cannot approve their own research. All current IRB Members are listed on at the IRB MyDenison site
(https://my.denison.edu/node/160). See also federal regulations on protection of human subjects (https://www.ecfr.gov/cgi-bin/retrieveECFR?
gp=&SID=83cd09e1c0f5c6937cd9d7513160fc3f&pitd=20180719&n=pt45.1.46&r=PART&ty=HTML/#se45146_1107).
For student research (senior research, summer research, directed/independent study, course-related research, research projects conducted during
off-campus study), students are expected to carefully consult with their faculty advisor about their research plan and if the faculty advisor deems it
helpful, the student will consult with a member of the IRB to determine whether a project requires IRB review. For study abroad / away students, follow
these procedures for IRB approval (https://my.denison.edu/node/2243).
Students need to gain IRB approval for research/creative endeavors conducted off campus, if the organization that supervises their work does not
have a process in place for granting human participants approval. In order for students to use research conducted off campus for academic work at
Denison, the student will need to have such approval through an established process at the Off Campus site, or through Denison University’s IRB.
Denison University IRB has a Federalwise Assurance (FWA) that enables prospective researchers (PIs) at Denison to secure Federal grant funds
provided by agencies overseen by the HHS, where approval for research involving human subjects is required.

2. Basic Principles
Ethical principles applicable to research with human subjects are based on the Belmont Report and are described in the Denison University IRB
Guidelines, available at the IRB MyDenison site (https://my.denison.edu/node/158), along with detailed information and resources regarding the IRB
process. Those principles that apply to a researcher’s research plan must be addressed fully in responses to the Approval Form.
a. Informed Consent: Informed consent refers to a process in any research or creative work plan with human subjects. Participants' participation
must be voluntary and informed. Before participation, participants must receive an explanation of the purposes of the research, what they
will be asked to do, and any potential risks and beneﬁts involved. They must be told that they may refuse to participate in the study and may
discontinue participation at any time. In cases of verbal consent, a witness must be present, and a written copy of the oral summary must be
approved by the IRB and given to the participants or to a participant's legal guardian. In the case of minors or another protected group, signed
permission must be obtained from a parent or legal guardian, after the parent or legal guardian has been informed (as indicated above). Details
about informed consent are in the Guidelines, Approval Form, and examples are on the IRB website.
b. Deception: Deception is a basic violation of informed consent and shall be avoided whenever possible. If a mild/benign form/degree of
deception is necessary to the integrity of the study, strong justiﬁcation must be made that speciﬁes why deception is necessary, is not likely to
cause harm to participants, and how consequences of the deception will be managed.
c. Protection from Harm: Stress and distress to participants shall be minimized as much as possible. Signed consent must be obtained if the
participant is subjected to more than minimal risk or stress. Potential risks include physical, psychological, emotional, legal, ﬁnancial, stigma,
employment, and other risks. Equitable distribution of risk(s) is also important when potential risks are possible.
d. Anonymity / Conﬁdentiality: Participants in research must be anonymous or any private/sensitive information about them must be kept
conﬁdential by the researchers. This is an extremely critical assurance researchers must plan for and make. The advent of new technologies
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(e.g., online surveys, electronic recording) has caused the IRB to review new aspects of data gathering that impact degrees of conﬁdentiality
much more than in the past. If anonymity or conﬁdentiality cannot be maintained, the investigator must provide strong justiﬁcation in the
description of their research plan.
e. Beneﬁts v. Risks: Risks to participants must be outweighed by the sum of the beneﬁt(s) to participants and the importance of the knowledge
to be gained.
f. Debrieﬁng: The exact nature and purpose of the study must be explained to participants, either prior to, during, or after completing the study.
Participants have a right of access to a report of the results of the research/project.

3. IRB Procedures
a. All researchers must complete the NIH's Protecting Human Research Participants online course and submit the resulting certiﬁcate to the
University IRB prior to making a research submission
b. Prospective researchers should complete and submit the Human Participants Research “Approval Form,” along with any other necessary supporting
documents (e.g., Forms for informed consent, debrieﬁng, and/or instruments). See instructions on the Approval Form (https://my.denison.edu/
node/1826).
c. All researchers must comply with the Best Practices for Electronic Data Security for Human Subject Research document (adopted August 30,
2018).
d. For Student prospective researchers, submission of the Approval Form (https://my.denison.edu/node/1826) prompts a “Faculty Sign-off” procedure
in which, via IRB administrator or the automated email process, the student’s faculty advisor is contacted to ensure the student has (i) worked closely
with his/her advisor on the submission and (ii) that the faculty advisor approves of the full description of the research plan that the student has
submitted. In the past, students sometimes submit Approval Forms without obtaining faculty help, oversight, and/or approval.
e. The Faculty Chair of the IRB, acting in consultation with, or on behalf of, the IRB will review the Approval Form responses and determine whether
the research falls in the exempt, expedited, or Full Review category. Procedures appropriate to that category will be followed. Review categories are
described in the IRB Guidelines (see Levels of Scrutiny).
f. Expected time frames for IRB Review are approximate and are described in the IRB Guidelines. Review duration will depend on level of scrutiny,
length of submission queue, and the extent to which submissions are complete and comprehensible. With no queue, exempt and expedited reviews
may take as little as 2-3 business days to complete. Full Reviews require an average of 40 days and could require several more weeks than that. These
are rough estimates. Ensuring the welfare of people who volunteer for research involves processes and decisions that cannot be rushed by course
demands, student urgency, limitations to prospective researcher’s planning, or other outside circumstances.

VII.Community Standards and Policies: C. Misconduct in Scholarly Activities
Scholarly activity is an important component in one's efforts in achieving teaching excellence. Because of the role scholarship has in the academic
process, both in the development of students and the discipline at large, it is also important that integrity of scholarly work be maintained. In the event
that misconduct in this area is suspected, a procedure has been established by which such allegations are to be handled. It is important to note that
retaliation of any kind against a person reporting or providing information in good faith about suspected or alleged misconduct will not be tolerated.
Rather, it is the University's intention to protect, to the maximum extent possible, the positions and reputations of these individuals, in addition to
those against whom allegations of misconduct are not conﬁrmed.

1. Deﬁnition
Scholarly misconduct is deﬁned as follows: falsiﬁcation, fabrication, plagiarism, or other practices which seriously deviate from accepted practices in
proposing, carrying out, or reporting research or other scholarly activities. It does not include honest error or honest differences in interpretations or
judgments of data.

2. Procedure
When a charge is made against a member of the faculty alleging scholarly misconduct, the procedures under the Termination section of the Faculty
Handbook will generally be followed except when federal funds are involved.

3. Procedures for Federally Funded Projects
Applicability. The following procedures will apply to all individuals involved with a research project supported by federal grant monies. This would
include but not be limited to faculty, students, and technicians.
Allegations. Notiﬁcation of an allegation of misconduct should be made in writing to the Provost of the University. Upon notiﬁcation of an allegation of
misconduct, an immediate inquiry into the allegation is to take place.
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Inquiry. An inquiry consists of information gathering and initial fact ﬁnding to determine whether an allegation or apparent instance of misconduct
warrants an investigation. An inquiry shall be completed within 60 calendar days from the receipt of the allegation unless circumstances clearly
warrant a longer period. The President of the University is to notify the accused individual in writing of the nature of the charges and inform that
individual of the name(s) of the individual(s) making the charges. This written notice may be preceded by an informal verbal notiﬁcation, if appropriate.
A group of impartial experts will be selected to conduct the inquiry. These individuals will be screened to prevent possible conflicts of interest.
Additionally, the individual(s) against whom allegations are made may be prohibited from expensing any remaining federal funds during the inquiry
until such time as a decision regarding the allegations is reached. If a co-principle investigator is assigned to the grant, the co-principle investigator is
to become the principle on the grant until the inquiry has come to an end and a decision has been reached.
During the inquiry the privacy of those who in good faith report apparent misconduct shall be protected, to the maximum extent possible. Additionally,
the affected individual(s) shall be afforded conﬁdential treatment to the maximum extent possible. A written report shall be prepared that states what
evidence was reviewed, summarizes relevant interviews, and includes the conclusions of the inquiry. The individual(s) against whom the allegation
was made shall be given a copy of the report of inquiry. During the inquiry, the individual will have an opportunity to comment on the allegations which
are made, in addition to responding to the ﬁndings of the inquiry. If they comment on that report, their comments may be made part of the record. If the
inquiry takes longer than 60 days to complete, the record of the inquiry shall include documentation of the reasons for exceeding the 60-day period.
If the ﬁndings of the inquiry provide sufﬁcient basis for conducting an investigation, the initiation of the investigation is to occur within 30 calendar
days of the completion of the inquiry. If an inquiry is terminated for any reason without completing all relevant requirements, a report of such
termination, including a description of the reasons for such termination, shall be made to the Ofﬁce of Research Integrity (ORI).
Investigation. An investigation is a formal examination and evaluation of all relevant facts to determine if misconduct has occurred.
The ORI of the federal agency affected is to be notiﬁed that an investigation is to be conducted. The ORI should be told of any immediate health
hazards, the need to protect federal funds or equipment and individual(s) affected by the investigation, and that the alleged incident will probably be
publicly reported. If reasonable indication of possible criminal violations is found, ORI must be notiﬁed within 24 hours. The ORI also is to be advised if
any developments occurring during the course of the investigation disclose facts that may affect current or potential funding for the individual under
investigation.
The group of impartial experts selected to conduct the inquiry, shall conduct the investigation if necessary. These individuals will be screened to
prevent possible conflicts of interest.
Additionally, the individual(s) against whom allegations are made, may be prohibited from expensing any remaining federal funds during the
investigation until such time as a decision regarding the allegations is reached. If a co-principle investigator is assigned to the grant, the co-principle
investigator is to become the principle on the grant until the investigation has come to an end and a decision has been reached.
During the investigation the privacy of those who in good faith report apparent misconduct shall be protected to the maximum extent possible.
Additionally, the affected individual(s) shall be afforded conﬁdential treatment to the maximum extent possible.
A written report shall be prepared that states what evidence was reviewed, summarizes relevant interviews, and includes the conclusions of the
investigation. The individual(s) against whom the allegation was made shall be given a copy of the report of investigation. During the investigation, the
individual(s) will have an opportunity to comment on the allegations which are made, in addition to responding to the ﬁndings of the investigation. If
they comment on that report, their comments may be made part of the record.
The investigation is to be completed within 120 days from the start date and the written report shall be submitted to the ORI upon conclusion of the
investigation. The ﬁnal ORI report must describe the policies and procedures under which the investigation was conducted, how and from whom
information was obtained relevant to the investigation, the ﬁndings, and the basis for the ﬁndings, views of any individual(s) found to have engaged in
misconduct, as well as a description of any sanctions taken by the institution. If an investigation takes longer than 120 days, a request for extension
shall be submitted to the ORI. The request for extension must include an explanation for the delay, an interim report on the progress to date, an outline
of what remains to be done, and an estimated date of completion.
If an investigation is terminated for any reason without completing all relevant requirements, a report of such termination including a description of the
reasons for such termination shall be made to the ORI.
At the conclusion of the investigation, the expert panel shall present their ﬁndings to the President in writing. If the President ﬁnds the individual not
guilty, he or she is to explain the reasons for his or her ﬁndings and provide these in writing to the individual(s) charged and the individual(s) bringing
the charges. If the President concludes that the individual is guilty of the charges, upon the advice of University counsel, he or she shall then make a
decision regarding sanctions, furnishing a copy thereof to the individual(s) charged.
The individual(s) charged may request representation in the proceedings by legal counsel. If the individual(s) charged do so, the individual(s) making
the charges may also request counsel. In any case, the President shall have the right to employ the University's legal counsel
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Detailed documentation of all inquiries and investigations is to be maintained for at least three years, which, upon request, is to be provided to the
authorized federal granting agency personnel. The documentation used in the preparation and substantiation of an inquiry's or investigation's ﬁndings
shall also be maintained for a minimum of three years after acceptance by the federal agency of the ﬁnal report.
The processes and procedures described herein above for cases involving federal grant monies shall be interpreted consistent with 42 CFR 50 Subpart
A and may be expanded as necessary to comply with said standards or successor federal standards as may be applicable to scientiﬁc misconduct
and scholarly activities.

VII.Community Standards and Policies: D. Conflict-of-Interest for Federal
Grants
Consistent with the University's general Conflict-of-Interest Policy governing related actions of Board members, University Ofﬁcers and members of
the Administrative Staff of the University, all decisions made by faculty and staff engaged in any research-related activities funded, or to be funded, by
federal funds are made solely on the basis of a desire to promote the best interests of the University, the federal agency providing the funding for the
research, and the federal government. It is therefore the policy of the University:
That each Investigator of a federally-funded grant disclose to the University, on a continuing basis, all the Investigator's relationships, business
afﬁliations and signiﬁcant ﬁnancial interests that reasonably appear to be directly and signiﬁcantly affected by the research or educational activities
funded, or proposed for funding, by any federal funding agency or in entities whose ﬁnancial interests would reasonably appear to be directly and
signiﬁcantly affected by such activities. The Investigator must provide all required ﬁnancial disclosures at the time the proposal is submitted and must
be updated during the pendency of the award on an annual basis via the completion of a conflict-of-interest questionnaire.
For the purposes of this conflict-of-interest policy, the term “Investigator” is deﬁned as the Principal Investigator of the grant, Co-Principal
Investigators, and any other person at the University who is responsible for the design, conduct, or reporting of research or educational activities
funded or proposed for funding by any federal agencies. The Investigator is considered to be “afﬁliated” with an organization if the Investigator or a
member of the Investigator's immediate family (i.e., spouse and dependent children):
1. is an ofﬁcer, director, trustee, partner, employee, or agent of such organization; or
2. has ﬁnancial interests in business enterprises or entities of over $5,000; or
3. is either the actual or beneﬁcial owner of more than 5% of the voting stock or controlling interest of such organization when aggregated for
the Investigator, the Investigator's spouse and dependent children; or
4. has any direct or indirect dealings with such organizations from which the Investigator knowingly is materially beneﬁtted.
The Investigator is considered to have “signiﬁcant ﬁnancial interest” when the Investigator, a spouse, or dependent children receive, or is beneﬁciary,
to anything of monetary value, including, but not limited to, salary or other payments for services (e.g., consulting fees or honoraria); equity interests
(e.g., stocks, stock options or other ownership interests); and intellectual property rights (e.g., patents, copyrights and royalties from such rights). The
term does not include:
1. salary, royalties or other remuneration from the University;
2. income from seminars, lectures, or teaching engagements sponsored by public or nonproﬁt entities; or
3. income from service on advisory committees or review panels for public or nonproﬁt entities; or
4. ﬁnancial interests in business enterprises or entities if the value of such interests does not exceed $5,000 or represent more than a 5%
ownership interest for any one enterprise or entity when aggregated for the Investigator, the Investigator's spouse, and dependent children.
All required disclosures must be directed in writing to the Vice President for Finance and Management, or his or her designee, who, with the Provost
and, when necessary, the President and University Counsel shall have responsibility for administration of this policy. This will include reviewing the
ﬁnancial disclosures, which have been made, determine whether an actual or potential conflict of interest exists, and determine what conditions or
restrictions, if any, should be imposed by the institution to manage, reduce, or eliminate any conflicts of interest which may exist. In the event that
a conflict of interest is considered to exist (or potentially exist), certain conditions or restrictions will be imposed by the aforementioned parties to
manage, reduce, or eliminate the potential conflict.
These include: public disclosure of the Investigator's signiﬁcant ﬁnancial interests (as deﬁned above), monitoring of research by independent
reviewers, modiﬁcation of the research plan, divestiture of signiﬁcant ﬁnancial interests, or the severance of relationships that create the actual or
potential conflicts. In the event that any of the above are undesirable or unobtainable, the disqualiﬁcation from participation in the portion of the
federally funded research that would be affected by the signiﬁcant ﬁnancial interests will be considered in addressing the potential conflict-of-interest.
However, if, in the opinion of the Vice President for Finance and Management or his or her designee and the Provost, it is determined that imposing
conditions or restrictions would be either ineffective or inequitable, and that the potential negative impacts that may arise from a signiﬁcant ﬁnancial
interest are outweighed by interests of scientiﬁc progress, technology transfer, or the public health and welfare, then the research may be allowed to
proceed without imposing any conditions or restrictions.
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If the University ﬁnds that it is unable to satisfactorily manage an actual or potential conflict of interest, the Vice President for Finance and
Management, or his or her designee, will notify the federal agency involved and keep them appropriately informed. In these situations, the reviewers
shall present their ﬁndings in writing to the President with recommendations for corrective action.
The President, in consultation with University legal counsel as appropriate, will make a decision regarding sanctions, communicating the decision to
the faculty member. All records of ﬁnancial disclosures and actions taken to resolve actual or potential conflicts of interest will be retained for a period
of at least three years after the letter of the termination or completion of the grant award to which they relate, or the resolution of any government
action involving the records.
The processes and procedures described hereinabove for cases involving federal monies shall be interpreted consistent with NSF GPM Provisions,
Section 510, involving conflicts-of-interest and may be expanded as necessary to comply with said standards or successor federal standards as may
be applicable to ﬁnancial conflicts-of-interest and scholarly activities.

VII.Community Standards and Policies: E. Privacy/Educational Records
Denison University guarantees both the privacy and the conﬁdentiality of all student education records and a student's right to access those records
according to the provisions of the Family Educational Rights and Privacy Act of 1974. Student educational records may be maintained only by
members of the University with legitimate educational interest in the student.
Students may inspect the contents of their ofﬁcial ﬁles and placement credentials, including personal references. Exceptions are letters collected
under a waiver of inspection and information on parents' ﬁnancial status. Requests should be in writing to the ofﬁce responsible for those records and
upon inspection may not be removed from that ofﬁce.
The Ofﬁce of Student Development is the depository for most student records. The Registrar's Ofﬁce maintains all academic information, the Financial
Aid Ofﬁce maintains all forms and correspondence regarding ﬁnancial aid, scholarships, and student employment, and the Ofﬁce of University
Communications maintains directory information as well as information used for news releases to the media.
In addition to the regular sharing of grade information among University ofﬁces concerned with student academic standing and advisement,
cumulative GPAs are furnished to ofﬁcers of chartered honoraries for the purpose of membership selection.
Contents of inspected records may be challenged upon the grounds that the information is inaccurate, misleading, or otherwise in violation of the
person's privacy or other rights. The administrator responsible for maintenance of those records will hear the challenge, and based on the information
presented may decide to let the record stand, allow the student to insert a letter of explanation, correct the record, or delete the item in question.

VII.Community Standards and Policies: F. Afﬁrmative Action Plan and NonDiscrimination Policy
1. Afﬁrmative Action Plan
Denison University ﬁrst instituted an Afﬁrmative Action Plan in 1977 for the purpose of reviewing University policies and practices to ensure equal
opportunity in employment and education. The Provost with respect to the faculty, the Director of Human Resources with respect to the Supportive
Operating Staff and Administrative Staff, and the Vice-President for Finance and Management with respect to outside contractors, are responsible for
helping to meet these goals. Responsibilities include but are not limited to the following:
1. Overseeing the implementation of the Afﬁrmative Action Plan and serving as a liaison for the University on Afﬁrmative Action issues. Developing
and/or revising the Afﬁrmative Action plans and Hiring Procedures as needed.
2. Maintaining current knowledge of federal, state, and local laws and regulations that pertain to equal employment opportunity and afﬁrmative
action.
3. Monitoring all searches for faculty, and administrative and support staff positions.
4. Analyzing employment data in order to identify problem areas. Working with appropriate University ofﬁcials and campus committees to evaluate
personnel policies in light of equal employment opportunity and afﬁrmative action.
5. Overseeing the operation of university grievance mechanisms related to complaints of employment discrimination and Harassment. Mediation of
conflicts between and among employees and students relating to these issues.
6. Informing members of the University community about their rights and responsibilities with regard to equal employment opportunity and
afﬁrmative action.
7. Supervising the evaluation of efforts and results made pursuant to the Afﬁrmative Action Plan.

2. Nondiscrimination Policy
Denison University does not engage in discrimination in its educational, extracurricular, athletic, or other programs or in the context of admissions or
employment, against students, employees, or prospective employees, on the basis of race, color, religion, ethnic or national origin, age, disability, sex,
gender, gender identity, gender expression, sexual orientation or veteran status.
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The University complies with the requirements of Title VI and Title VII of the Civil Rights Act of 1964, The Age Discrimination in Employment Act of
1967 as amended, the Rehabilitation Act of 1973, Title IX of the Educational Amendments Act of 1972, the Veterans Readjustment Act of 1974, the
Americans with Disabilities Act of 1990, the Drug-Free Workplace Act of 1988 and Drug-Free Schools and Communities Act Amendments of 1989, the
Family and Medical Leave Act of 1993, and all other applicable federal, state, and local statutes, ordinances, and regulations.
Title IX prohibits discrimination on the basis of gender. Sexual harassment and sexual violence are forms of discrimination prohibited under Title IX.
Title IX violations may be referred to the Ofﬁce of Civil Rights (OCR) Coordinator (in the Ofﬁce of Human Resources) or to the Title IX Coordinator.

VII.Community Standards and Policies: G. Freedom of Expression and
Academic Freedom, and Anti-harassment Policies
1. Freedom of Expression and Academic Freedom

1

(Proposal #16-122, adopted 7 April 2016)
Denison University actively promotes the free expression and exchange of ideas. Academic freedom is essential to the aims of higher education and to
the University’s goals of fostering critical thinking, moral discernment, and active citizenship among its members. It is the responsibility of the faculty
and the administration to protect academic freedom. Furthermore, because Denison is a residential, liberal arts college, academic freedom must be
extended to all members of the university community in the broadest of contexts. Indeed, academic freedom is a core value of liberal education and is
essential to the transformative power of that education promised in our mission statement.
Academic freedom is the right of all members of the University to exercise the broadest possible latitude in speaking, writing, listening, challenging,
and learning. It applies to opinions and inquiry regarding political, cultural, religious, scientiﬁc, and social matters, as well as to those regarding the
University itself and its policies. Academic freedom is especially critical in the classroom, in research and publication, and in all educational activities.
Academic freedom applies to views and ideas that most members of the University may consider mistaken, dangerous, and even despicable. The
ideas of different members of the University community will often conflict, but it is not the proper role of the University to shield individuals from
ideas and opinions they ﬁnd unwelcome, disagreeable, or offensive. Although the University values civility, and although all members of the University
community share the responsibility for maintaining a climate of mutual respect, concerns about civility and mutual respect can never be used as a
justiﬁcation for limiting discussion of ideas, however offensive or disagreeable those ideas may be to some members of the community.
Academic freedom does not, of course, mean that individuals may say whatever they wish, whenever they wish. The University may prohibit expression
that violates the law, defames speciﬁc individuals, constitutes a genuine threat or harassment, or unjustiﬁably invades substantial privacy or
conﬁdentiality interests. These limitations, however, are narrow exceptions; it is vitally important that these exceptions never be used in a manner that
is inconsistent with the University’s commitment to a free expression of ideas.
Members of the University community must act in conformity with the principle of academic freedom. Although members of the University community
are free to criticize and contest the views of others, they may not obstruct or otherwise interfere with the freedom of others to express views they
reject. To this end, the University has a solemn responsibility not only to promote a lively and fearless freedom of debate and deliberation, but also to
protect that freedom when others attempt to restrict it. Such an open exchange of ideas is essential to liberal education.
1

Portions of this statement are from the University of Chicago Report of the Committee on Freedom of Expression.

2. Anti-harassment Policy
(Proposal # 16-123, adopted 7 April 2016)
Section I: Introductory Statement
While remaining fully committed to protecting the rights of academic freedom (as deﬁned in this Handbook), Denison must also remain vigilant and
aware of our obligation to provide a campus and work environment that is free of harassment and intimidation. Harassment is a form of discrimination
which is prohibited under our non-discrimination policy. Denison University is therefore committed to maintaining a positive climate for study, work,
and interaction, in which individuals are judged and treated on relevant factors relating to performance. Denison University community members
are expected to cultivate and uphold an atmosphere that both respects individual perspectives and promotes the health of our shared community.
All forms of harassment, which under this policy include, without limitation, sexual harassment and bullying, undermine Denison’s mission and
threaten the academic experience, careers, and well-being of students, faculty, staff and visitors to the campus. Therefore, all forms of harassment are
prohibited.
In enforcing this policy, the University community must be committed to the need to protect academic freedom, for it is not the intent of this policy
to create a chilling effect on academic inquiry or the expression of ideas. Especially in academic settings, such as classroom instruction, research,
scholarship, creative works, publications, and situations with a discernible educational purpose, faculty and students have the right to discuss
controversial subjects and to express ideas even though they may make others uncomfortable and even if members of the University community may
strongly disagree with them.
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Section II. Policy Prohibiting Harassment
It is the policy of Denison University, to be read in context with the important principles stated above regarding academic freedom, that all students,
faculty, staff and visitors should be free from harassment in any form – physical, verbal, graphic, written, or otherwise – based upon an individual’s
race, color, gender, gender identity and/or expression, sexual orientation, family conﬁguration, socioeconomic status, religion, ethnic or national origin,
age, disability, military status, or any other status protected under federal, state, or local law. This policy extends to any conduct on University property
or at a University-sponsored event, or that in any manner affects a person’s working, living, or learning environment at Denison. Although guided by the
laws of the United States and the State of Ohio, the University’s policy against harassment is not limited by these laws. As adopted across the Denison
community, this policy is an expression of our academic, residential, and professional standards. Accordingly, conduct may be deemed to constitute
harassment under this policy even if it is not based upon a legally protected status, such as race, age, or gender, and even if the offending actions are
directed toward third parties.
The term “harassment” refers to unwelcome behavior that is offensive and sufﬁciently severe or pervasive that it interferes with, or limits the ability
of, another individual to participate in or beneﬁt from the services, activities, or privileges provided by the University, or creates an intimidating, hostile,
or abusive working, living, or learning environment. In most cases, an isolated incident will not rise to the level of harassment. However, harassment
in violation of this policy may result from a single incident if it is deemed sufﬁciently severe. The deﬁnition of harassment under this policy includes
actions associated with the concept of bullying – the persistent use of aggressive, overbearing, or unreasonable behavior - which may include tactics
such as verbal, nonverbal, psychological, or physical abuse and/or humiliation.
All charges of harassment, including allegations of sexual harassment and bullying, will be taken seriously, and any person found to have engaged in
harassment in violation of this policy will be subject to discipline, up to and including discharge. Further, the University reserves the right to investigate
circumstances of potential harassment even in situations where no complaint has been ﬁled.
Sexual Harassment is any unwelcome sexual advances, requests for sexual favors, or other verbal, nonverbal, or physical conduct of a sexual nature,
on or off campus, where: (1) submission to such conduct is made explicitly or implicitly a condition of an individual’s employment, academic standing,
or participation in University programs or activities; (2) submission to or rejection of such conduct is used as the basis for employment decisions or
for academic evaluation, grades, or advancement; or (3) such conduct has the purpose or effect of unreasonably interfering with a person’s work or
academic performance, education, or participation in University programs or activities, and is sufﬁciently severe or pervasive to create an intimidating,
hostile, or abusive work or educational environment. Sexual Harassment includes harassment based on sex, gender, gender identity, gender expression
or sexual orientation. Sexual harassment is a form of unlawful sex discrimination and is not tolerated by the University. In addition, consistent with
the requirements of Title IX, the University maintains a policy, titled “Denison University Policy Prohibiting Sex Discrimination, Including Sexual
Harassment, Sexual Misconduct, Stalking and Retaliation” which speciﬁcally applies to sexual harassment, assault, or other sexual misconduct, and
which provides speciﬁc procedures relating to a sexual misconduct complaint brought against a student.
The University will not tolerate retaliation against any person who has reported harassment or conduct that might be deemed harassment under this
policy, or who participates in resolving such a claim. Intimidating, threatening, coercing, or in any way discriminating against an individual because
of the individual’s informal or formal report or participation in a University or government agency investigation or proceedings related to practices
prohibited by the Anti-Harassment Policy constitutes retaliation. Conduct will be deemed retaliatory if it would deter a reasonable person from
reporting potential violations or participating in the resolution of these matters. The University also will not tolerate any knowingly false charges of
harassment or reports submitted in bad faith.

3. Investigation and Resolution of Reports of Harassment
(Proposal #16-124, adopted 7 April 2016)
The University will promptly investigate any report of conduct that may violate the University’s Anti-Harassment Policy (the “Policy”). The speciﬁc
steps of the investigation and resolution process will vary depending on the nature of the allegations. Formal and informal resolution processes are
described below. Note, however, that where the report alleges conduct that would be covered by the University’s Title IX Policy, such as allegations
of sexual misconduct that is violent in nature and/or involves non-consensual intercourse, sexual touching, stalking, or intimate partner violence, the
provisions of the Title IX policy will govern. In enforcing this policy, the university remains committed to protecting academic freedom.
Reporting
Any member of the college or university community who believes that he or she has been the victim of conduct or has witnessed conduct that violates
the Anti-Harassment Policy (the Reporting Person) is encouraged to report the matter to a responsible University ofﬁcial: the Director or Associate
Director of Human Resources, the Dean of Students, a Department Chair, a Manager or Supervisor, or the Provost or an Associate Provost (collectively
referred to as “University Representative”). The initial discussion between the Reporting Person and the University Representative will be conﬁdential
to the extent possible; however, once notiﬁed of the circumstances Denison may have an independent obligation to investigate the matter, in which
case absolute conﬁdentiality cannot be guaranteed. Even in such cases, the University shall endeavor to handle the matter as conﬁdentially as
possible under the circumstances. Any potential Title IX concerns must be reported to the Title IX coordinator, and any matter of a criminal nature
must be reported to the police.
Informal Resolution
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If the University determines that it is appropriate, and if both parties agree, the alleged violation of the Policy may be resolved through an informal
process guided by the Ofﬁce of the Provost and the Ofﬁce of Human Resources, with input by the Ofﬁce of the Vice President for Student Development
where appropriate. However, as noted above, allegations of misconduct that would be covered by the University’s Title IX Policy may only be resolved
using the resolution procedure provided therein.
Upon the initiation of the informal resolution process, the Provost and/or the Director of Human Resources, or their designee(s), shall attempt to
mediate the dispute through meetings with the parties. Although face-to-face mediation may be suggested, parties will never be required to deal
directly with one another as part of the informal resolution process. Moreover, either party may terminate the informal resolution process at any time
and proceed directly to the formal resolution procedure.
The goal of the informal resolution process is to arrive at an outcome that stops the behavior, prevents its recurrence, and addresses its effects. An
informal resolution must be approved by the Reporting Person, the person accused of violating the Policy (hereinafter the “Responding Person”), and
the University. An informal resolution may include University discipline, where appropriate. The Director of Human Resources, or his/her designee, shall
prepare a written memorialization of any informal resolution.
Formal Resolution
For any matter where: (a) a faculty member is the Responding Person; (b) conduct is alleged that is or could be covered by this Policy; and (c) the
informal process is not able to effect a resolution, the following describes the formal resolution process that shall apply.
Investigation
The University will request that the Reporting Person submit a written statement. Should the Reporting Person decline to submit such a statement,
the University Representative who received the initial report shall prepare a written summary of the allegations. Then, the Provost shall inquire of
the Responding Person if the alleged event involves academic freedom. The written report shall be shared among the Provost, Associate Provost for
Diversity and Intercultural Education, Director of Human Resources, Vice President for Student Development, or any of their designees, as appropriate
under the circumstances. Following receipt of this report, the Associate Provost for Diversity and Intercultural Education, in consultation with the
Director or Assistant Director of Human Resources, will conduct a prompt and thorough investigation. If the Responding person alleges that the case
involves academic freedom, a team of three investigators, the Associate Provost for Diversity and Intercultural Education and two trained teaching
faculty investigators, appointed in each individual case by the Provost, will be assigned to conduct the investigation. The Associate Provost for
Diversity and Intercultural Education is responsible for maintaining a trained pool of faculty investigators.
During this investigation, both the Reporting Person and Responding Person may present statements, witnesses, and other evidence to the
investigators, and may be required to do so. Failure to present requested information may impact the quality of the investigation. The Reporting
Person, Responding Person, and witnesses with relevant information may also be interviewed as part of the investigation, which may be supplemented
by the gathering of any physical, documentary, or other evidence, as appropriate and available. The investigation is designed to provide a fair and
reliable gathering of the facts.
At the conclusion of the investigation, the investigator(s) will prepare an investigative report setting forth the relevant facts gathered, analyzing
relevant policy elements, and making a recommendation as to whether the alleged conduct occurred and constitutes a violation of the Policy. If the
investigators conclude that the conduct was a legitimate exercise of academic freedom, their recommendation should be that the conduct does
not constitute a violation of the anti-harassment policy. The investigator(s) should apply a preponderance of the evidence standard, that is, whether
based on the available evidence it is more likely than not that a violation occurred. If the investigative report recommends that a violation occurred, the
investigator(s) should provide an appropriate explanation of the basis for that recommendation.
Decision Process
Once the full investigative report is completed, the matter will be referred to the Provost, who will consult with the Director of Human Resources and,
when appropriate, the Vice President for Student Development. They will ﬁrst review the investigative report and decide to either accept the record
as complete or remand the matter back to the investigator(s) for further information. Once the record is deemed complete, the Provost, again in
consultation with the Director of Human Resources and, when appropriate, the Vice President for Student Development, will determine whether or
not the evidence is sufﬁcient to support a conclusion that the conduct occurred and if there was a violation of the Policy. If a determination is made
that the conduct was a legitimate exercise of academic freedom, this will not constitute a violation of the anti-harassment policy. The Provost will
then report this determination in writing. This report may adopt the recommendation of the investigator(s), may reject the recommendation of the
investigator(s), or may modify the recommendation in whatever manner is deemed appropriate. If a violation is found, the report should identify what
discipline, if any, is being imposed. Any employee determined to have violated the Policy is subject to appropriate discipline, up to and including
termination. If the discipline imposed is termination of a member of the faculty, the process outlined in the Faculty Handbook Section I.A.8 (p. 3) will
be followed.
Both the Reporting Person and the Responding Person shall be notiﬁed when the investigation is complete and will be provided with those details of
the results deemed appropriate to discuss with each party.
Although no speciﬁc time period for the investigation to be concluded and the decision rendered is mandated, it shall be understood that the process
must be completed with all due pace so that any inappropriate conduct may be addressed promptly.
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Process Advisement
In all harassment matters, the parties are entitled to select an advisor, who must be an employee of the college. The role of the advisor is to provide
guidance and support, as well as to provide information about Denison’s investigation and resolution processes as they relate to harassment cases.
Throughout the investigation and resolution process, the advisor may be present at all meetings attended by the party being advised and can assist in
preparing for any meeting or appeal. During any meeting, however, the advisor’s role is limited. Advisors are not permitted to engage in the process on
the party’s behalf or participate directly in any meeting. Advisors may not ask questions or make statements on their advisee’s behalf. An advisor may
quietly consult with their advisee during a meeting in a manner that does not disrupt the meeting. If an advisor fails to act in accordance with these
procedures, the advisor will be asked to leave the meeting. Please be aware that delays in the process due to availability of a party’s advisor will not
normally be permitted.
Appeal
The Responding Party may appeal the decision and/or sanction imposed to the University Appeals Board (“UAB”). For more information regarding
the UAB, please refer to the Code of Student Conduct. The UAB is appointed by the President and has full and ﬁnal authority in appeals under this
Policy. The appeals panel will consist of not more than three members selected randomly from among the membership of the UAB. At least two
members of the appeals panel must be members of the teaching faculty. The third member of the panel must be a member of the faculty or staff.
No students can be involved in considering an appeal from a faculty member. A member of the UAB who is the appellant, who is a member of the
appellant's department, or who participated directly in the matter under appeal shall be disqualiﬁed from selection for the appeals panel. Appeals shall
be submitted in writing to the Ofﬁce of the Provost and should include a letter from the appealing party explaining the basis for the party’s appeal. The
deadline for appeal shall be ﬁve (5) business days after receipt by the parties of the Provost’s written decision.
A party may appeal a decision on one or more of the following bases: 1) the investigation and/or decision was not in conformity with the procedures
prescribed in this Policy, such that prejudice resulted (this would include an appeal for which the procedural violation was lack of sufﬁcient
consideration of academic freedom); 2) the discipline imposed was disproportionate relative to the violation of the Policy for which the Responding
Person was found responsible; or 3) new information unknown to the appealing party at the time of the opportunity for ﬁnal review of the investigative
report has been discovered, which is sufﬁcient to alter the decision.
If the appeal letter does not provide information sufﬁcient to identify at least one of the permissible bases for appeal provided herein, the UAB shall
deny the appeal. If the UAB determines a proper basis has been stated, the UAB shall review the appeal only on the bases permitted by this Policy and
identiﬁed in the appeal letter. Except as needed to explain the basis of new information, the review shall be limited to an examination of the written
case record and any appropriate supporting documents that were submitted by the appealing party. No testimony is given during a case review unless
requested by the UAB.
In resolving any appeal, the UAB’s authority is limited to (1) upholding a decision, or (2) remanding the matter for further investigation/analysis. If the
matter is remanded, the process will repeat, generally beginning at the appropriate stage of the investigation as indicated by the UAB’s remand. Should
a remanded matter subsequently be appealed again, the original UAB will retain jurisdiction over the appeal.
When the UAB has concluded its review, it shall notify the involved parties through the Ofﬁce of the Provost, concurrently and in writing, of the
decision. If the UAB’s decision is to uphold a decision, at that time the conduct matter will have been ﬁnally decided and shall not be subject to further
review or appeal.
Notably, an appeal does not automatically suspend the imposition of any discipline.

VII.Community Standards and Policies: H. Policy on Inappropriate
Relationships between Students and Faculty
A relationship between a faculty member and a student that is romantic or sexual is not in harmony with the values of the Denison community. Such
an inappropriate relationship exploits the inherent inequality of power between faculty and students, creates a situation that inhibits the learning
environment, and has a negative impact on the community. As such, it is incumbent upon faculty not to engage in such relationships; to do so will be
considered the basis for disciplinary action.
This policy provides a process by which an allegation of an inappropriate relationship between a student and a member of the teaching faculty is
investigated by a Preliminary Review Body (PRB). The purpose of the PRB is to attempt a resolution of the allegation that is in keeping with the values
and responsibilities of the institution. In the case of an alleged inappropriate student/faculty relationship, the PRB takes the place of the informal
hearing described in I.A.8 (p. 3).1-2. If the allegation cannot be resolved through the Preliminary Review Body, resolution of the allegation will move to
a formal hearing and the procedure outlined in I.A.8 (p. 3).2c. shall be followed. In addition, the charged party may, at any time, request that the matter
move to a formal hearing under the procedure outlined in I.A.8 (p. 3).2c.
Allegations of an inappropriate relationship shall be made to the Provost, and may be brought by any member of the community. Within two weeks of
the allegation being brought to the Provost, he or she shall notify the charged party in writing of the charges. Within 30 days of the written notiﬁcation
of the allegations being received by the charged party, the Provost shall convene a Preliminary Review Body. The membership of the PRB shall be
comprised of the Provost and ﬁve former members of the President's Advisory Board. The Provost shall be a non-voting member of the PRB while the
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other members shall be voting members. No person shall serve as a member of the PRB when the allegation under consideration is (a) against him or
her or (b) against a colleague whose primary afﬁliation is within the potential PRB member's department or program.
The PRB shall pursue an investigation of the allegations including gathering all information necessary to conduct a full review. Following the
investigation, the PRB shall make one of three recommendations to the President:
1. If the PRB, by a majority vote, ﬁnds the charges to be unfounded, the PRB shall recommend that charges be dropped and the matter be considered
resolved.
2. If the PRB, by a majority vote, ﬁnds that the charges are founded and, if the PRB determines that an institutional response other than the formal
termination procedure is appropriate, the voting members of the PRB shall agree, by a majority vote, on suitable sanctions to recommend to the
President. If the President proposes and the charged party agrees with these sanctions, the President shall have the responsibility to administer
the sanctions. If the charged party ﬁnds the sanctions proposed by the President unacceptable, the matter will move to a formal hearing and the
procedure outlined in I.A.8 (p. 3).2c. shall be followed.
3. If the PRB, by a majority vote, ﬁnds that the charges are founded and that the appropriate institutional response is to proceed with formal
termination procedures, it will recommend to the President that the matter move to a formal hearing and the procedure outlined in I.A.8 (p. 3).2c.
shall be followed.
If the President's recommendation differs materially from those proposed by the PRB, the President shall provide a written explanation of the reasons
for the difference to members of the PRB.
The ﬁling of charges under this policy on relationships between students and faculty does not preclude the ﬁling of charges under the Freedom of
Expression and Academic Freedom or Anti-harassment Policies (VII.G (p. 57)), if the party making the allegation construes the alleged relationship
to be harassment.
This policy does not apply to relationships existing prior to the student's matriculation at Denison.

VII.Community Standards and Policies: I. Policy on a Drug-Free Workplace
1. Policy

(Amended by the Drug-Free Schools and Communities Act of 1989)
It is the policy of Denison University that the unlawful manufacture, distribution, dispensation, possession, or use of controlled substances by
University employees (faculty, staff, and student employees) in the University workplace facilities is prohibited. Additionally, students and employees
of Denison are prohibited from the unlawful possession, use, or distribution of drugs and alcohol while on Denison property or as any part of its
activities.

2. Purpose
This policy is designed to comply with the Drug-Free Workplace Act of 1988 (Pub. L. 100-600, 11-18-88) and to set forth the University's standards
as an employer for a workplace that provides a safe, healthy working environment for all employees. Also incorporated is the Drug-Free Schools and
Communities Act Amendments of 1989 (Public Law 101-226) which extends the drug-free requirements beyond employees to the student body at
large.

3. Policy Guidelines
a. Compliance
1. It is a condition of University employment that each employee abide by the terms of the policy.
2. Employees violating the policy will be subject to appropriate University disciplinary procedures and where appropriate, will be referred to local
authorities.
3. If an employee is directly engaged in the performance of work pursuant to the provisions of a Federal grant or contract, the Administrative
Staff or Supportive Operating Staff employee must notify the Ofﬁce of Human Resources, or a faculty member must notify the Ofﬁce of the
Provost of any criminal drug statute conviction for a violation occurring in the workplace no later than ﬁve (5) days after such conviction. The
University will notify the appropriate granting or contracting agency within ten (10) days after receiving notice from the employee.
4. Within 30 days of notiﬁcation of a criminal drug statute conviction, the University will have the convicted employee undergo an assessment of
drug use and/or addiction. Subsequently, the University will take appropriate personnel action on behalf of the employee, at a minimum requiring
drug abuse education, additional assistance, or rehabilitation and (if the severity and/or repetition of convictions warrants it) actions consistent
with existing policies, up to and including termination.
b. Drug-Free Awareness Program
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1. Each new University employee and all students will be provided information on the Drug-Free Workplace and Schools Policy upon joining the
University as an employee and/or student.
2. Every employee engaged in the performance of federal grants and contracts shall be given a copy of this policy and related information.
3. Information is provided to the campus community in pamphlet form on health risks associated with the use of illicit drugs and the abuse of
alcohol.
4. A drug-free awareness program has been established by Denison. Participating ofﬁces in administering the program are the Ofﬁce of Human
Resources and the Counseling Center. The program provides appropriate information, education, consultation, and referral through the University
Faculty and Staff Assistance Program. Addressing the dangers of drug abuse in the workplace is an integral part of the program. This program is
also available to students. Information on this program is also available in a pamphlet distributed to the campus community.
c. Deﬁnitions
1. The term “drug-free workplace” refers to a site for the performance of work completed in connection with the employee's assigned duties and
responsibilities. The term “drug-free schools” refers to unlawful activity on the institution's property and/or in the institution's activities on the
part of its campus members.
2. The term “controlled substance” refers to controlled substances as deﬁned in Section I through V of Section 202 of the Controlled Substances
Act (21 U.S.C. 812). Controlled substances include:
• Narcotics—opium, heroin, morphine, and synthetic substitutes.
• Depressants—chloral hydrate, barbiturates and methaqualones.
• Stimulants—cocaine (and derivatives such as crack) and amphetamines.
• Hallucinogens—LSD, mescaline, PCOP, peyote, psilocybin, and MDMA.
• Cannabis—marijuana and hashish.
3. The term “conviction” means a ﬁnding of guilt (including a plea of nolo contendere) or imposition of sentence, or both, by any judicial body
charged with the responsibility to determine violation of the federal or state criminal drug statutes.
4. The term “criminal drug statute” means a criminal statute involving the manufacture, distribution, dispensation, use, or possession of any
controlled substance.

4. Disciplinary Action Procedures
Disciplinary action procedures for faculty, Administrative Staff and Supportive Operating Staff are described in detail in the references indicated below.
Teaching Faculty should consult the relevant sections of the Faculty Handbook (including Personnel Policies [I.A (p. 3).8-9] and Community Standards
and Policies [VII (p. 51)]). Administrative Staff and Supportive Operative Staff should consult their respective handbooks.

VII.Community Standards and Policies: J. Policy on Outside Employment by
Denison Faculty
A full-time faculty member's professional responsibility is to Denison University. Accordingly, faculty members accepting outside employment are
expected to remain fully effective in their teaching, scholarship, and service within the University.
Consulting or other similar activities are welcome provided they enhance the professional growth of the faculty member and/or bring favorable
recognition to the University. Faculty members engaged in such activities are expected to discuss the nature and extent of these responsibilities
in advance with their chairs and the Provost. Normally such activities ought to take no more than the equivalent of one day out of six during the
academic year.
Regulations and guidelines have been established by both the State of Ohio and the U.S. Internal Revenue Service governing the use of facilities and
for private gain at tax-exempt institutions. Anyone intending to use Denison facilities for private gain should consult with the Provost.

VII.Community Standards and Policies: K. Policy for University Records
All members of the Denison University community are expected to understand and comply with the campus Records Management Policy. Copies
of the Record Management Handbook and the current Records Retention Schedule for all ofﬁces and departments are available on the Records
Management (https://my.denison.edu/node/65) page (MyDenison/Campus Resources/Administration/Campus Policies and Standard Operating
Procedures/Records Management).
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VII.Community Standards and Policies: L. Policy on Fundraising Activities
Whether Denison is involved in a formal capital campaign or simply pursuing ongoing efforts to enhance available resources, we must ensure that our
efforts, both individual and collective, are carefully coordinated if we are to achieve optimal results. This policy sets forth the fundamental principles of
Denison's fund raising programs and a description of responsibilities.
The following is a description of the different kinds of fundraising activities:

1. Institutional
These are programs, plans, and needs which generally are broad in nature. The focus and effect may range from the departmental level to the entire
University community. Examples are endowed funds, general faculty development programs, departmental programs, facility enhancement or
renovation, or any solicitation of parents, alumni, and friends for any purpose.

2. Individual
These are programs and projects which clearly belong to the individual realm. They include such things as individual research grants, sabbatical
grants, Fulbright fellowships, etc. An important point here, however, is that although programs at this level focus on individual rather than institutional
objectives, it cannot be assumed that such activity has no broader implications. The fact that several grants had been made to individual faculty
members by Research Corporation or the National Science Foundation, for example, could very well be an important factor in our receiving a major
institutional grant from the same agency or from a private foundation.
These descriptions are illustrative only. Fundraising is a complex process and, in most cases, will overlap these two categories. For example, in its
exploratory stages a proposed project may seem to be an example of individual fundraising, yet in the ﬁnal analysis the impact of the project could
have University-level priority and budgetary implications. Moreover, such activity may involve potential funding sources with whom Denison is already
negotiating for other support. For these reasons, thorough coordination is essential from the very ﬁrst stages of project development, well before any
external inquiries are made.

3. Procedures
a. The Vice President for Institutional Advancement is charged by the President with planning and directing all fundraising in support of institutional
goals. Any institutional fundraising initiatives, whether directed at organizations or individuals (alumni, parents, or friends) must be approved by the
Vice President or his or her designee.
b. For proposed programs which may overlap the individual and institutional boundaries, individuals or departments seeking outside funds should
consult with the Provost before any preliminary external inquiries are made. It is important at this stage that extensive coordination be maintained, and
in many cases Institutional Advancement may assist in identifying potential funding sources, developing appropriate strategies, and writing proposals.
No request for funds may be sent without the approval of the Provost and Institutional Advancement.
c. Individual initiatives in seeking funds are desired and encouraged; indeed, they help ensure that Denison continues to be an active and stimulating
academic community. At the same time, individual fundraising activity, including planning and preliminary inquiries by telephone or mail, must be
coordinated with institutional fundraising and public relations activity to ensure that the best interests of both the individual and the University are
served. Individuals seeking support on their own should, at a minimum, confer with the Provost before initiating inquiries with external sources. The
Provost will consult with Institutional Advancement, as appropriate, to ensure that individual and University activities are in concert.
d. Proposals requesting funds from external agencies or from individual donors represent the University. Accordingly, they should be approved at
a minimum by the Provost and Institutional Advancement, if appropriate, for form, wording, and intent. In some cases, the President will grant ﬁnal
approval.
e. Institutional Advancement will maintain a complete ﬁle of all gifts and grants received and pending proposals for institutional objectives. Any
information related to such activity (correspondence, reports of personal visits, etc.) should always be shared with Institutional Advancement.
f. Institutional Advancement also collects and maintains general information on corporate and foundation charitable giving policies and trends, and
this information is available for use by the Denison faculty and administration. By the same token, similar information received by individuals and
departments should be shared with Institutional Advancement.
g. For gifts and grants applied to programs other than individual projects, acknowledgment letters as well as interim and ﬁnal reports will be
coordinated by Institutional Advancement. Any such correspondence must be approved by Institutional Advancement before it is sent.
h. In the event a proposed program is judged by the Provost to have broad impact on the curriculum, to impose obligations on the faculty, to divert
signiﬁcant resources from present programs, or to require modiﬁcations in the current academic program structure, the Provost will consult with the
Academic Affairs Council and/or other appropriate governing bodies on curricular and other substantive changes required by the proposed program.
i. The President and Senior Administrative Staff retain ﬁnal approval authority with regard to seeking funds from external sources. They also have the
responsibility to ensure that ﬁnancial resources are available to carry out proposed programs.
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VII.Community Standards and Policies: M. Publications for External
Consumption
In order to ensure that what the University conveys to the general public about Denison is consistent, accurate, and stated in a way that does credit to
the institution, all substantive ofﬁcial publications about Denison programs must be cleared by the Vice President of Institutional Advancement and
University Communications or his or her designee.
Announcements intended for a limited audience, or brochures, or letters, or similar communications about speciﬁc events need not be included.
Descriptions of University programs, information brochures, recruitment materials—in short, items that make a statement of substance about
Denison's mission or programs—are to be approved before they are put in ﬁnal form. The Vice President will answer any questions about this policy
and about procedures to be followed, and will expedite clearance that may seem advisable with other senior administrators and department heads.
This policy is not meant to inhibit initiative. It is meant only to assure that important messages about the institution in fact speak on behalf of the
institution with consistency and quality.

VII.Community Standards and Policies: N. Copyright Policy
Under United States Copyright Law (17 U.S.C. Section 101ff.), work prepared by employees within the scope of their employment is presumed to
belong to the employer. For faculty members, this means that work of scholarship (e.g., books, paintings, scientiﬁc processes) that are produced by
them—from the standpoint of federal law—are presumed to belong to the University unless the applicable parties have agreed otherwise.
Although federal law gives Denison this presumption of ownership, the University does not view this as in any way limiting faculty members'
opportunities and rights to publish or exhibit their work wherever they choose or to receive compensation for the sale, performance, etc., of their work.
As a result, it is the stance of the University that ownership for all works created prior to, during, and after the 1989-90 academic year is transferred
from Denison to the individual faculty member, along with all the responsibilities related to ownership (including but not limited to care, custody, and
control).
It should be noted that because these works are no longer the property of the University, they are not covered by University insurance. Consequently,
faculty members need to review their own insurance policies for such coverage.
Exceptions to the above would be activities beyond the scope of general scholarship where the use of University facilities and resources is signiﬁcant
in the development of the work produced (or is on-going in nature) and for which private gain (e.g., compensation) from such is anticipated. These
activities could adversely affect the University's tax-exempt status, and, as such, should be discussed in advance with the Provost on an individual
basis. Note: This policy is part of the Faculty Handbook, and as such, becomes binding and a part of each faculty member's contract.

VII.Community Standards and Policies: O. Alcohol Policy for Faculty Events
The University restricts locations and times at which alcoholic beverages may be served in conjunction with departmental- or faculty-sponsored
events on campus where students are present. Further information may be obtained from Administrative Services.

VII.Community Standards and Policies: P. Smoking Policy
The Licking County Board of Health regulation prohibits smoking in all educational facilities, which includes classrooms, labs, private ofﬁces,
restrooms, hallways, dining rooms, and all campus buildings. The complete policy is available in the Ofﬁce of Human Resources. Your cooperation in
carrying out this regulation will not only be appreciated but will contribute to a better environment for the Denison community.

VII.Community Standards and Policies: Q. Guns on Campus Policy
(effective April 17, 2017)
No person shall possess, carry, store or use a ﬁrearm, deadly weapon or dangerous ordinance, as deﬁned in the Ohio Revised Code, in or on university
premises, deﬁned as university owned, rented and/or sponsored property, except as allowable under Ohio Law. Only property licensed persons who
own valid handguns may have those handguns on university premises and then only in their locked motor vehicles; under no circumstances may
licensed handguns be removed from locked motor vehicles while on university premises. This policy applies to all persons coming onto the university
premises including faculty, staff, students, visitors, vendors, and contractors, except where speciﬁcally permitted. This policy does not apply to law
enforcement ofﬁcers coming on to the university premises while engaged in the performance of their ofﬁcial duties or while required to possess a
ﬁrearm by rules of the ofﬁcer’s employing agency.
Denison University Ofﬁce of Campus Safety is solely responsible for the oversight and implementation of this policy. All requests for deviation or
exceptions to this policy must be approved by the Director of Campus Safety or his/her designee.

Denison Faculty Handbook 2018-2019

65

Persons found to be in violation of this policy are subject to immediate action under University rules applicable to that individual. Such responsive
action may include, but is not limited to, student conduct action and/or employee disciplinary action up to and including removal, expulsion, dismissal
or termination. Persons found to be in violation of this policy may also be subject to criminal prosecution or no-trespassing directive.

VII.Community Standards and Policies: R. University Space and Equipment
Management
There is no dedicated facility space at Denison. Facilities are assigned to departments and programs by the President and the Board of Trustees:
(a) the assignment of classrooms and laboratory spaces is made by the Registrar, normally in consultation with the chair of the department and the
faculty; (b) the assignment of ofﬁce space is the responsibility of the Provost, normally in consultation with the chair of the department.
a. The University maintains a perpetual inventory of all land, buildings, improvements other than buildings, and equipment/books regardless of where
such equipment is located or how it is acquired.
b. Deans, directors, administrators, and department chairs are responsible for all University equipment purchased for or assigned to their respective
areas; however, all equipment is owned by the University as a whole, rather than by a single department, and interdepartmental transfers will be made
where they are in the best interests of the University.
c. University ofﬁce and instructional equipment may be removed from the campus under unusual circumstances with prior approval of the Provost and
the Vice President for Finance & Management.
d. All books and equipment obtained through grants where Denison is the ﬁduciary agent shall become the property of Denison. It is understood that
these materials may be on loan to the individual as long as needed to pursue research.
e. Any material not subject to federal regulations and no longer possessing utility to the department may be declared as general University surplus.
Items purchased under federal grants are handled in accordance with the regulations under which they are purchased. If there is any doubt as to the
original source of funds, the Business Affairs/Purchasing Ofﬁce is to be notiﬁed to determine whether the item is subject to federal encumbrance.

VII.Community Standards and Policies: S. Procedures When Spouses/
Partners are Appointed to One Department
Spouses/partners may hold individual or joint appointments in the same department or program. However, spouses/partners may not participate
in the search process or personnel reviews of one another, nor may they report directly to one another. A spouse/partner should not participate in
decisions regarding teaching assignment, ofﬁce space, or similar matters for the other person. If a spouse/partner becomes chair of the department,
the Provost shall identify another faculty member to serve as the chair for the other spouse/partner.
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VIII.Financial Arrangements and Faculty Beneﬁts: A. Financial Arrangements
1. Automatic Payroll Deposit
To facilitate the processing of all payrolls, all faculty and staff placed on the payroll after July 1, 1998 will have their salary deposited directly in
their bank accounts by participating in the Automatic Payroll Deposit Program offered by the University. Most ﬁnancial institutions offer discounted
services for direct deposit participants. Please be in touch with the Ofﬁce of Human Resources for more details concerning enrollment for this service.

2. Salary Payments
Faculty salaries are earned over the nine (9)-month academic year but are paid on a twelve (12)-month basis. Individual checks showing gross pay
and all deductions are issued on the 25th of each month, or the last working day before the 25th if the latter falls on a Saturday, Sunday, or holiday.
Continuing faculty who elected in 1997 to be paid on a nine-month basis and new faculty with one-year contracts may request to have their salaries
paid on a nine-month basis and will have an annual election to be paid over nine (9) or twelve (12) months. Faculty members in this category waive
forever the option to be paid over a nine-month basis whenever they elect payment on a twelve-month basis.

3. Income Tax
Income taxes as required by law are deducted on all compensation for personal services in accordance with the table provided by the U.S. Internal
Revenue Service, the State of Ohio, Granville Village, and other applicable jurisdictions. W-2 forms, showing total annual compensation and income
and social security taxes withheld, will be furnished to every employee and the U.S. Internal Revenue Service.

4. Social Security
Denison participates in the Federal program of old age and survivor beneﬁts under Social Security. Participation is required of all employees. This
statutory deduction is made with a matching contribution by the University.

5. Salary Advance
Faculty members may obtain one salary advance per academic year, not in excess of one month's gross pay, by submitting a Request for Payment
to the Ofﬁce of Human Resources with a brief statement outlining the general purpose of the advance. Such advances will be recovered over the
remaining pay periods of the current contract year.

VIII.Financial Arrangements and Faculty Beneﬁts: B. Employment Eligibility
Veriﬁcation
The Immigration Reform and Control Act of 1986 requires Denison to examine and verify certain documents in order to establish the employment
eligibility of all employees hired after November 6, 1986. All members of the faculty and administrative staff placed on the payroll November 7, 1986
and later are required to complete the Immigration and Naturalization Services Form I-9, Employment Eligibility Veriﬁcation. Denison is required to
examine certain documents as listed on Form I-9 within three days of hire, certify that such documents have been examined, that they appear to be
genuine, and that the individual is authorized to work in the United States. The Ofﬁce of Human Resources will assist new staff members through this
procedure during employment registration.

VIII.Financial Arrangements and Faculty Beneﬁts: C. Faculty Beneﬁts
1. Administrative Prerequisites, Duration and Explanation of Beneﬁts
Denison's Board of Trustees has established the staff beneﬁts programs which are briefly outlined below. A more detailed description of these various
programs is available in the Ofﬁce of Human Resources. These programs are subject to periodic review (normally in three-year intervals) by the Board
of Trustees and may be amended at its discretion. Participation in University staff beneﬁt programs is subject to eligibility requirements as published
for the individual programs. For the purpose of eligibility for the various beneﬁt programs, faculty under a yearly contract and working the equivalent
of .75 FTE, and administrative staff scheduled to work the equivalent of .75 FTE receive the same beneﬁts as full-time employees. Same-sex partners
are eligible for participation in staff beneﬁt programs that include coverage for spouses and dependent children. Coverage for all beneﬁt programs is
discontinued when the faculty/staff member's association with the University ends.
a. Comprehensive Health Insurance Program
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A PPO medical program and high-deductible medical program are available. Additionally, Denison offers dental coverage. The cost of these
plans are shared. Full time faculty and administrative staff are eligible beginning with the date of employment. Denison and the staff member
contribute to the cost of the plans. Part-time faculty and administrative staff working ﬁfteen (15) hours or more per week may take part in the
program by paying the total premium without cost sharing by the University.
Medical coverage, which is coordinated with Medicare, is available for eligible members (including eligible dependents) hired prior to July 1, 1993
and who retire from Denison with ten years of continuous service immediately before retirement. The coverage continues for a member's spouse
and other eligible dependents upon the member's death.
In no event, however, will coverage be continued beyond death or remarriage of the surviving spouse. Please be in touch with the Ofﬁce of Human
Resources for more details concerning continued coverage.
The Comprehensive Budget Reconciliation Act (COBRA) provides for continued participation in the group health plan after termination of
employment by paying the full cost of the premium, for a maximum period of eighteen months for you and your dependents in most situations.
The Ofﬁce of Human Resources will provide information about this option upon termination. Denison will notify you of your right to continue
coverage within 45 days of the occurrence of the above event.
b. Group Life/Accidental Death and Dismemberment/Business Travel
The group life, accidental death and dismemberment program is offered to all full-time faculty and administrative staff. Coverage is 1.5 times
annual salary per individual for life insurance and for accidental death and dismemberment. At 70 years of age the group life and accidental
death and dismemberment coverage is reduced by 35% for active employees.
A travel accident policy provides $200,000 for loss of life or scheduled payments for dismemberment while on University business including
travel to professional meetings.
c. Long-term Disability Plan
This beneﬁt provides a monthly income, coordinated with Social Security and/or Workers' Compensation beneﬁts, of 60% of the monthly salary
not to exceed $10,000 per month maximum following six (6) consecutive months of total disability. Other plan features are covered in detail in
the Plan Description distributed by the Ofﬁce of Human Resources.
Coverage of all eligible employees is mandatory. Eligibility exists on the ﬁrst day of the month following completion of one (1) year of service at
the University. Denison pays the cost of this plan.
d. Health Care Spending Accounts
The Health Care Spending Account (HCSA) allows employees to direct pre-tax dollars from their pay into an account and pay themselves back
for covered health care charges, dental expenses, and vision expenses. Employees do not pay federal, state, or social security tax on the amount
directed into this account. An employee can elect to deposit up to the IRS or plan limit into the HCSA. Full-time and part-time staff are eligible to
participate after a three-month waiting period.
e. Dependent Care Spending Account
The Dependent Care Spending Account (DCSA) allows employees to direct pre-tax dollars from their pay into an account and pay themselves
back for covered dependent care charges, such as child or elder care. Employees do not pay federal, state, or social security tax on the amount
directed into this account. Full-time and part-time faculty and administrative staff are eligible to participate on the date of hire. An employee can
elect to deposit up to $2500 or $5000 per plan year into the DCSA, depending on whether the employee is single or married, ﬁles a separate or
joint tax return, and whether or not the employee's spouse also contributes to a dependent care account.
f. Emeriti Retirement Health Solutions Program
The Emeriti Retirement Health Solution Program, a tax-advantaged program to invest and accumulate assets to help meet future retiree
medical expenses, is available to full time faculty and staff hired after June 30, 1993. Eligibility for university contributions begins at age 40 and
continues for up to 25 years. All full-time faculty and staff members, including faculty and staff hired prior to July 1, 1993 may make voluntary
contributions. Complete plan details are available in the Ofﬁce of Human Resources.

2. Retirement Plans
While not mandatory, normal retirement at Denison University is at age 65. An employee should submit a written request of retirement to the Ofﬁce
of Human Resources at least sixty (60) days prior to the expected date of retirement. Faculty should also contact the Provost well in advance of an
anticipated retirement. To be considered for retirement, employees must meet the following length of service requirements:
AGE 60 - 62 15 Years of Service
AGE 62 - 65 10 Years of Service
AGE 65 and Over 5 Years of Service
Faculty retirement options include:
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a. Core Retirement Plan. Denison provides a core retirement plan for full-time faculty and administrative staff members with investment options
through TIAA. Eligibility exists on the ﬁrst day of the month after completing one year of service at the University and attaining age 21.
Full-time faculty and administrative staff members receiving salary checks as fulltime employees before August 31, 1974 participate in the Core
Retirement Plan, when eligible, on the basis of a contribution of 15% of salary by the University. Full-time faculty and administrative staff hired
and/or rehired by the University after August 31, 1974, participate in the Core Retirement Plan when eligible on the basis of a step rate plan. The
University contributes 10% of regular salary up to the Social Security wage contribution base and 15% of the regular salary above that base to the
plan. See Plan provisions for more details.
b. Supplemental Retirement Annuity Contracts (Tax Sheltered Annuities). A member of the faculty or administrative staff may, through a properly
drawn salary reduction agreement, divert part of his or her compensation before taxes to the purchase of supplemental annuity contract or
mutual funds from TIAA. Federal and state income taxes on the salary reduction and on the investment earnings credited to the contract are
deferred until they are received in the form of beneﬁts. At that time, payments are taxed as ordinary income in the year or years in which they are
received. Faculty may also contribute after-tax dollars to a Roth 403b account.
c. Special Retirement Plan. The purpose of the Special Retirement Plan is to assist eligible faculty of Denison University who may prefer to
elect early retirement, which is retirement prior to age 65. Participation in the plan is voluntary. Eligible faculty will receive payments for up to a
maximum of ﬁve years. For beneﬁt details and duration and speciﬁc rules, please contact the Director of Human Resources.

3. Education Beneﬁts for Employee's Dependent - General
(effective July 1, 2011)

The Board of Trustees of Denison University has made available to spouses, same sex domestic partners (herein referred to as domestic partners), and
dependent children of full-time faculty, an educational assistance program.
Dependent children for this beneﬁt are deﬁned as son, daughter, stepson, stepdaughter, legally adopted child of employee, or foster child (living
with the employee the entire year and providing the employee has been declared legal guardian and is providing 50% support). Unless a decree of
divorce, decree of dissolution of marriage, decree of separate maintenance, or the law provides to the contrary, dependent children must be claimed as
dependents on the employee's federal income tax return. A spouse is deﬁned as the person to whom an employee is legally married according to Ohio
law. A domestic partner must be documented through an afﬁdavit of domestic partnership available in the Ofﬁce of Human Resources.
A child receives beneﬁts for eight (8) semesters or twelve (12) academic quarters. The program applies only toward undergraduate studies at
accredited colleges or universities. The program terminates upon separation from Denison except in the case of the death or total disability of an
employee who has been employed on a full-time continuous basis for seven (7) years or longer and meets other program requirements. Eligibility also
continues for employees who retire under the terms of one of Denison's ofﬁcial retirement plans. Contact the Ofﬁce of Human Resources for details.
For purposes of determining eligibility for employees hired or rehired July 1, 2011 or later, the following prior service credit rule will apply: for the
tuition-free program at Denison, the GLCA exchange program, and the tuition cash assistance program, employees will be allowed to receive up to
ﬁve years of credit toward the ﬁve year waiting period for full-time continuous service at an institution of higher education as long as the prior service
occurred immediately prior to the full-time employment date at Denison. Additionally, eligible faculty and staff hired or rehired prior to July 1, 2011 who
are not already eligible under the prior waiting period rules, will be eligible for prior service credit according to the same rule as described above. For
questions, please contact the Ofﬁce of Human Resources.
GLCA Tuition Exchange Program (effective July 1, 2011)
For eligible employees who are hired or rehired prior to July 1, 2011, dependent children are eligible to participate in the GLCA Tuition Exchange
Program if the eligible employee has one (1) year of continuous full-time employment immediately prior to the beginning of the academic semester
of the child's college enrollment. For eligible employees who are hired or rehired July 1, 2011 or later, dependent children are eligible to participate in
the GLCA Tuition Exchange Program if the eligible employee has ﬁve years of continuous full-time employment immediately prior to the beginning
of the academic semester of the child's college enrollment. Standard admission procedures apply. The member colleges throughout Indiana, Iowa,
Ohio, Michigan, Pennsylvania and Wisconsin are: Grinnell College (IA); DePauw University, Earlham and Wabash College (IN), Albion College, Hope
College and Kalamazoo College (MI); Allegheny College (PA); Denison University, Kenyon College, Oberlin College, Ohio Wesleyan University, Wittenberg
University and the College of Wooster (OH); and Beloit College (WI). An updated list is maintained in the Ofﬁce of Human Resources.
Tuition remission may not include tuition for off-campus study programs, sponsored either by GLCA, ACM, or individually by the college the student
is attending. Participating students should check with appropriate ofﬁcials at the college they are attending to determine which fees and off-campus
program may be covered by tuition remission.
Denison University does not pay fees for abroad/off-campus programs with the exception of the Denison-sponsored Oak Ridge program.
For further information regarding the tuition exchange program, contact the Director of Human Resources.
Tuition-Free Scholarship at Denison (effective July 1, 2011)
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Spouses, domestic partners, and children of full-time employees, with no limit on the number of children, are eligible for full tuition remission at
Denison.
The following conditions apply:
1. For employees hired or rehired prior to July 1, 2011, children are eligible after the employee has completed on (1) year of continuous full-time
employment immediately prior to the beginning of the academic semester of the child's enrollment at Denison. For employees hired or rehired
July 1, 2011 or later, children are eligible after the employee has completed ﬁve (5) years of continuous full-time employment immediately prior to
the beginning of the academic semester of the child's enrollment at Denison.
2. Admission to Denison is not guaranteed for dependents. They must meet normal university admission standards. While this is the case,
dependent children will be given full and careful consideration.
3. All students attending Denison under the provisions of this program are subject to the normal academic and administrative regulations of the
University.
4. Spouses and domestic partners are eligible after the employee has completed the 90-day introductory period.
5. A spouse or domestic partner who does not have a baccalaureate degree shall be able to take two courses per semester, for credit or audit,
on a space-available basis and upon approval from the faculty member. A spouse or domestic partner admitted to the University may take a full
course load (see numbers 3 and 4 above).
6. A spouse or domestic partner who has a degree shall be eligible to take one course per semester on a space available basis, either for credit or
audit, for no more than eight (8) semesters. Under unusual circumstances, the staff member may petition to waive the one course limitation for a
spouse or domestic partner.
Tuition-Free Scholarship Cash Assistance Awards Elsewhere (effective July 1, 2011)
This program applies to employees' children in attendance at schools other than Denison.
To be eligible for this beneﬁt, an employee must be full-time with the salary or wages funded from the University's Operating Budget. Additionally,
the waiting period for an eligible employee who was hired or rehired prior to July 1, 2011 is two (2) years of continuous full-time employment prior
to the academic semester. If the eligible employee was hired or rehired July 1, 2011 or later, then the waiting period for the beneﬁt is ﬁve (5) years of
continuous full-time employment prior to the academic semester.
Employees who were on the Denison payroll prior to February 1, 1974 have a beneﬁt equal to the direct tuition costs, exclusive of any fees, of the
admitting college or of Denison, whichever is less.
Employees on the payroll February 1, 1974, or later receive a four-year beneﬁt not to exceed $3,000 per year or a total of $12,000 over eight (8)
semesters or twelve (12) quarters to be applied against tuition of the admitting college or university. The sum of the tuition beneﬁt and any other
ﬁnancial aid speciﬁcally designated for tuition only (excluding loans and work) may not exceed the tuition charges of the institution attended.

4. Adoption Assistance Program
Eligibility. The Adoption Assistance Program, effective January 1, 2000, pays, upon ﬁnalization of the legal adoption, up to $5,000 per adopted child to
eligible faculty and staff for adoption-related expenses.
Reimbursement. Any full time, continuing faculty or staff member is eligible for the Adoption Assistance beneﬁt. If both adoptive parents are university
employees, the beneﬁt maximum may not exceed $5,000 per child. Adopted children must be under 18 years of age. They may not be biologically
related to either parent. Adoptions made through public, private, domestic, international and independent means are eligible.
Upon ﬁnalization of the legal adoption, eligible adoption-related expenses will be reimbursed to a maximum of $5,000 per child. Reasonable and
necessary expenses directly related to the adoption are reimbursable, including:
• agency and placement fees;
• attorney fees, other legal fees and court costs;
• medical expenses related to the child's birth;
• medical maternity expenses for the child's biological mother not covered by insurance;
• required medical expenses for the child prior to placement;
• temporary foster care expenses incurred prior to placement;
• immigration fees;
• immunization costs;
• translation services;
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• transportation and lodging expenses related to the adoption;
• qualiﬁed expenses authorized by IRS regulations.
Not all expenses are eligible; examples are:
• medical exams for the adopting parents;
• costs of personal items, i.e. clothing, food;
• expenses incurred while not an employee.
Procedure for Reimbursement. Faculty and staff requesting adoption reimbursement must provide written itemization and receipts of eligible
expenses and a copy of the ﬁnal adoption decree to the Ofﬁce of Human Resources.

5. Home Mortgage Guarantee Program
A Home Mortgage Guarantee Program is available to members of the General Faculty to assist in the purchase of a personal residence within a tenmile radius of Granville. A complete copy of the policy is available in the Ofﬁce of Human Resources.

6. Family and Medical Leave Act
The Family and Medical Leave Act of 1993 provides eligibility for up to twelve (12) weeks of unpaid leave during a twelve (12) month period for the
following reasons:
1. To care for a newborn son or daughter.
2. The placement of a son or daughter with the staff member for purposes of adoption or foster care.
3. To attend to the serious health condition of a spouse, child or parent.
4. To attend to the staff member's own serious health condition. Staff members are eligible for a leave under the act when they have worked for
Denison University for at least one year and for at least 1,250 hours during the twelve (12) months before leave is requested. The 12-month period
in which the 12 weeks of leave entitlement can be taken is the 12-month period measured forward from the date the staff member's ﬁrst Family
and Medical Leave Act leave begins. The timing and duration of the leave is based on certiﬁed medical need. (A complete copy of the Family and
Medical Leave Act is available in the Ofﬁce of Human Resources).

7. Family and Medical Leave for Teaching Faculty
The goals of this policy are to enable the teaching faculty to meet their medical and family needs and the University to meet its responsibilities.
Teaching faculty may take up to 12 weeks of unpaid family leave in a 12-month period (see Section VIII.C.6, “Family and Medical Leave Act”). For
certiﬁed medical leaves (including childbirth), full salary is paid for up to six months. For more information, and to obtain a copy of the Family and
Medical Leave policy, visit the Ofﬁce of Human Resources.
Because the timing and duration of leaves vary considerably, arrangements for leaves also vary. Examples of leave arrangements include release from
teaching responsibilities for all or part of a semester, adjustment of class meeting schedules, and reduction of teaching load. Teaching faculty are
responsible for designing a leave plan in conjunction with the Provost and department/program chair. This plan may include a program of paid workrelated activities for the weeks in a given semester that precede or follow the family or medical leave.
When appropriate, faculty may request an extension of the probationary period prior to a tenure review (see Section I.A. (p. 3)7. “Extension of
Probationary Period for Tenure”).

8. Parental Leave for Teaching Faculty
Parental leave is available to eligible members of the teaching faculty. “Eligible members of the teaching faculty” are tenured faculty, tenure-track
faculty and faculty in the Physical Education department on long-term, multi-year, renewable contracts who have served at the University for at least
one year.
Parental leave is offered in cases of the birth or adoption of a child. Parental leave must be taken within one year of the birth or adoption placement
and must be used in the course of one academic year. Only one such leave will be granted in any twelve-month period. Parental leave will occur
concurrently with leave provided by the Family Medical Leave Act (see VIII.C.6). In the case of a summer birth or adoption, parental leave would
normally be taken in the course of the academic year following the event.
The policy allows for a faculty member to choose from one of the following four Parental Leave Options:
1. Reduction to a 3 course load for the academic year at full pay
2. Reduction to a 2 course load for the academic year at 3/4 pay
3. Year off from teaching at 1/3 pay
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4. A leave plan negotiated with the Provost that does not exceed the leave time or beneﬁt offered in options 1, 2, and 3 above. Because the timing of
leaves, duration of leaves, and needs and interest of faculty regarding parental leave can vary considerably, a flexible leave plan may be the best
option to meet the faculty member’s and University’s needs.
To enact the beneﬁt, the faculty member must meet with the department/program chair and the Provost in order to discuss the Parental Leave
Options and to indicate which Parental Leave Option has been elected. This meeting should occur as far as possible prior to the onset of the leave. In
instances in which parents are both eligible members of the teaching faculty (as deﬁned above), the Parental Leave Option could be taken by either
parent or be split between them.
If appropriate, the University will provide funding for leave replacements. Faculty may request an extension of the probationary period prior to a tenure
review (see Section I.A (p. 3).7, “Extension of the Probationary Period for Tenure”).

9. Faculty, Administrative Staff and Supportive Operating Staff: Death of Active
Employee Pay Policy
In the event of the death of an active member of the Denison Faculty, Administrative Staff, or Supportive Operating Staff, the beneﬁciary is paid
through the date of death plus twenty-two (22) workdays. Death must occur within the period the faculty/staff member is engaged in active work,
including sabbaticals. Leaves of absence without pay are excluded. When applicable, accrued vacation and up to thirty (30) days of accrued sick leave
is also paid.
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• IX.General Information: A. Alliance to Advance Liberal Arts Colleges (AALAC) (p. 72)
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• IX.General Information: D. Insurance Coverage (p. 73)
• IX.General Information: E. Faculty and Staff Parking (p. 73)

IX.General Information: A. Alliance to Advance Liberal Arts Colleges (AALAC)
In 2006, the Mellon Foundation awarded the Mellon 23, a group of twenty-three liberal arts colleges a Faculty Career Enhancement Program grant.
This grant was used to fund collaborative initiatives to support faculty in their scholarly and creative work and to aid them in gaining a broader
view of their institutions and of the pressing challenges facing American liberal arts colleges. Between 2008 and 2011, thirty-four multi-institution
faculty development workshop proposals were funded. In January of 2011, the Mellon 23 was renamed the Alliance to Advance Liberal Arts Colleges
to acknowledge the commitment of most of the member colleges to continue their collaborative work after the completion of the Mellon 23 grant.
Twenty-four schools are now part of AALAC, which is supported entirely with funding from these institutions.
This initiative provides funds to support workshops that enable faculty members from AALAC liberal arts colleges to gather and work together on
a subject of mutual interest. Priority will be given to proposals that are planned jointly by several faculty members from three or more (ideally, at
least ﬁve) of the AALAC institutions. It is hoped that the workshops will foster collaboration among these institutions and might lead to sustained
interactions in scholarship or pedagogy among faculty.
Member Institutions:
Amherst College, Barnard College, Bryn Mawr College, Carleton College, Colorado College, Davidson College, Denison University, Furman University,
Grinnell College, Haverford College, Macalester College, Middlebury College, Mount Holyoke College, Oberlin College, Pomona College, Reed College,
Rhodes College, Scripps College, Smith College, Swarthmore College, Vassar College, Wesleyan University, Wellesley College, and Williams College

IX.General Information: B. Great Lakes College Association (GLCA)
GLCA is a consortium of thirteen liberal arts colleges formed in 1961. The colleges are Albion, Allegheny, Antioch, Denison, DePauw, Earlham, Hope,
Kalamazoo, Kenyon, Oberlin, Ohio Wesleyan, Wabash, and Wooster.
Cooperation to strengthen the academic programs of the individual colleges has always been the GLCA's highest priority. An early focus was the
creation of student opportunities abroad, particularly in non-Western areas. The basic logic which underlay these early international efforts led later
to the establishment of off-campus study opportunities within the United States as well, and to other programs to assist faculty, leading up to the
activities which currently carry the label “faculty development.” The colleges have also cooperated from the earliest days to improve their individual
management, primarily through the exchange of comparative data. Government policy in more recent years has affected in important ways even
independent colleges like those in the GLCA. Responding to those developments has also become an increasingly important area of GLCA activity.
GLCA is generally regarded as one of the most effective consortia in higher education. Its success comes primarily because of the willingness of
faculty and administrators from all its member colleges to look beyond their individual campuses, and to give their time and talents to cooperative
ventures.

IX.General Information: C. The Five Colleges of Ohio (Ohio5)
The Five Colleges of Ohio Consortium is a focal point for an ongoing, constructive conversation among people at the ﬁve institutions about issues
and opportunities of mutual concern, forming a basis for trust and understanding, and thus, a foundation for programs that will enhance the member
institutions. The purpose of the consortium is to foster closer cooperation and understanding, coordinate operating functions and administrative
services, develop collaborative academic programs and resource sharing, and enhance quality while reducing individual and collective operating and
capital costs.
The Five Colleges of Ohio institutions (The College of Wooster, Denison University, Kenyon College, Oberlin College, and Ohio Wesleyan University)
jointly announce faculty and administrative position openings. Given the geographic proximity of the campuses, this listing may be valuable to couples
seeking appointments.
The Ohio 5 website (https://www.ohio5.org) links to general information, library reports and policies, program descriptions, and employment openings.
The faculty and administrative jobs listing combines postings from the ﬁve colleges by area.
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IX.General Information: D. Insurance Coverage
Outlined below are basic University policies related to insurance about which faculty members should be knowledgeable. These policies have been in
place for a period of years and can be found in Section III of the Finance and Management Policy Manual (located with the Academic Administrative
Assistants of each department) for future reference.

1. Automobiles
Staff members using privately owned vehicles on ofﬁcial University business are advised that they are not covered under any type of automobile
liability and property damage insurance carried by Denison University. Full responsibility for any personal liability or property damage claims resulting
from accidents involving the private automobile of a staff member or any other personal loss suffered by the staff member rests with the driver and/
or owner. Questions which staff members may have with respect to their protection and liability for the operation of their private automobiles while on
ofﬁcial University business should be directed to their own insurance companies. Most personal liability policies can be endorsed to include coverage
for activities while engaged in one's profession

2. Aircraft
Employees are instructed to use commercial airlines when flying on OFFICIAL UNIVERSITY BUSINESS. Non-owned aircraft (i.e., non-commercial) such
as charters, private planes, and courtesy shuttles, etc., are not considered approved forms of transportation and are not covered by the University's
insurance.

3. Personal Property
Coverage or protection against loss of personal property by ﬁre or theft in University buildings is minimal.
Most personal ﬁre and extended coverage insurance through “tenant” or “homeowners” type policies, as applicable, can be endorsed to include offpremise effects used while engaged in one's profession.
Employees are encouraged to minimize the amount of personal effects used in their work. To the extent that the use of personal effects is necessary
in an individual's work, employees should have their own personal ﬁre and “homeowners” type policy endorsed to include items used while engaged in
one's profession.

IX.General Information: E. Faculty and Staff Parking
1. Responsibility for Parking and Control: Campus Security and Safety is responsible for monitoring, enforcing, and controlling trafﬁc and parking on
campus.
2. All motor vehicles on campus are required to be registered.
3. New Faculty/Staff: The registration process may be completed on the Parking Permit (https://my.denison.edu/node/111) page on the Campus
st
Safety section of MyDenison or in the Campus Safety Ofﬁce located on the 1 level of the parking garage. You will receive a decal for each vehicle
registered. This decal is to be afﬁxed to the left rear bumper of your motor vehicle and entitles you to use any legal parking area on the Denison
campus.
4. All Faculty/Staff: Decals will not be renewed for several years since our faculty/ staff turnover is relatively small. For this reason, they do not have
an expiration date. Should you sell your motor vehicle, please deface or remove the decal and apply for a new decal for the replacement vehicle.
5. Designated Faculty/Staff Parking Areas: The following areas are designated for faculty/staff parking on weekdays from 7:00 a.m. until 4:00 p.m.:
Parking Garage (requires staff ID), Olin/Sigma Chi Lots, Swasey Lot, Mitchell Lot, selected spaces by the Library. We ask your cooperation in
parking only in designated areas and within the lines of the parking spaces.
6. Enforcement of Speed Limits: The State of Ohio speed limits will prevail and be enforced. The campus-wide speed limit is 20 mph; radar is used to
monitor and enforce speed violations on campus. Parking Garage speed limit is 10 MPH.
7. Defensive Driving Courses: Campus Security and Safety Department conducts Defensive Driving Courses throughout the academic year. If you
plan to drive a University-owned, leased, or rented vehicle on University business or trips, you must successfully complete the defensive driving
class. Dates for Defensive Driving Courses are publicized well in advance.
We appreciate your understanding that since parking is always at a premium, each one of us must cooperate and abide by the parking guidelines.
In addition, please keep in mind that students look to the faculty and staff as role models on any number of issues, but this is especially true when
parking is the issue.
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