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These rules of procedure constitute a part of the Constitution of the Faculty of Reed
College.

A. Faculty Activities

Section A-1

In principle, the College encourages faculty research and participation in professional,
educational, and public activities beyond the classroom, and it is the responsibility of the
Faculty member to determine that such activities do not interfere with the fulfillment of
his or her other obligations to the College.

Section A-2

The faculty member is obligated to keep the College informed of major outside
commitments to teaching, lecture programs, consulting activities, and other employment
and to discuss in advance with the Dean of the Faculty any such commitments that
involve the use of College facilities or significant amounts of Faculty time.

Section A-3

No formal application shall be finally submitted for a research grant or other grant that is
to be administered by the College except after approval by the President.

B. Conditions of Appointment of Faculty Members

Section B-1

The precise terms and conditions of every appointment or reappointment shall be stated

in writing and be in possession of both the faculty member and the College before the

appointment is consummated. There are three types of appointment contracts, tenure

track, tenured and visiting (as described in Article 1191 0 OPs2elThere cts, teno(.)bers)] TI/F3 12 Tf 1 (



Section B-4

Once a faculty member has acquired academic tenure, the presumption of both the
Faculty and the College is for continuation of service from year to year in the absence of
written notice to the contrary. The College will provide annually a statement of the salary
established for the ensuing year and, as occasion requires, written notice of promotions
and of other specific changes of terms, such as approval of leaves.

Section B-5

Except for matters covered by Section B-3 above, the College shall notify all Faculty
members not later than May 15 of each year concerning their status for the next
academic year, including rank and (unless unavoidable budgetary conditions forbid)
prospective salary.

Section B-6

A faculty member may ask the Committee on Advancement and Tenure to reconsider
any decision affecting employment status pursuant to Article VII, Section 5 of the
Constitution. A policy describing procedures for any such reconsideration shall be
determined by the Faculty and shall be published in the Faculty Handbook. In no case
shall requests for reconsideration limit a faculty member’s right to submit a formal
appeal to the Appeals and Review committee, as per Article VIII, Section 2 of the
Faculty Constitution.

Section B-7

Normally, academic tenure will apply only to full-time academic members of the
Faculty, but it may occasionally be desirable to accord it to personnel having additional
employment outside the College. A faculty member having academic tenure who
reduces his or her employment at the College to a continuing part-time basis shall

not necessarily lose his or her status of academic tenure as a result. All special cases
involving part-time employment shall be accepted or rejected on their individual merits.

Section B-8

An individual on academic tenure will retain such status during official leaves of
absence.

C. Sabbatical Leaves and Leaves of Absence

Section C-1

Effective classroom teaching at Reed demands a serious, active engagement with the
scholarly materials of one’s field. The purpose of a sabbatical leave is to encourage
scholarship, research and/or creative endeavor so as to maintain and enhance
the intellectual quality of the Faculty and to help ensure thereby the highest quality
teaching. A sabbatical leave is defined as one semester or one year of Reed College
employment at full pay, without teaching or administrative responsibilities and devoted
to independent inquiry and/or creative endeavor. (For the purposes of Section C the

3






Section C-5

A one semester sabbatical leave at full pay (or a full year at half pay) will be awarded
to all untenured tenure-track faculty whose probationary period is five or more years

of full-time teaching at Reed, who have earned the terminal degree in an appropriate
field, and who submit proposals that are judged to be excellent by the Sabbatical
Fellowship Awards Committee, as described in Section C-8. (For individuals who fall
into this category except that their original proposals are not judged to be excellent, the
Sabbatical Fellowship Awards Committee shall communicate its concerns to the faculty
member and shall invite revised proposals for reconsideration in the same academic
year.) Normally, untenured faculty will take their sabbatical leaves in the third or fourth
year of the probationary period.

Section C-6

For tenured faculty members, sabbatical periods may be for one semester at full pay,
one year at half pay, or one year at full pay. Eligibility to apply for a full year sabbatical
at full pay will be determined by the President in consultation with CAPP, as described
in Section C-2. Full year sabbatical leaves at full pay will be granted only on the basis
of a research proposal submitted to the Sabbatical Fellowship Awards Committee
and judged excellent by that committee, as described in Section C-8. (For individuals
who fall into this category except that their original proposals are not judged to be
excellent, the Sabbatical Fellowship Awards Committee shall communicate its concerns
through the Dean of the Faculty, and shall invite revised proposals for reconsideration
in the same academic year.) Further, the Sabbatical Fellowship Awards Committee
will consider and evaluate such research proposals from only those tenured faculty
members who also successfully certify that they have either received significant
support — which may or may not be faculty salary support — for their projects from
extramural funding entities recognized for supporting research or creative endeavor in
the relevant field or are seeking such support for their projects from at least two such
extramural funding entities. Typically, certification will be achieved by submitting to
CAPP complete copies of the extramural grant applications (excluding confidential
letters of recommendation that the extramural funding entities may require). In cases
where extramural grant proposals will be submitted only after the Sabbatical Fellowship
Awards Committee makes its decisions, those decisions will be provisional, pending
subsequent submission of extramural proposals to CAPP and certification by CAPP.
In cases where it is unreasonable to expect the faculty member to apply for extramural
grant support — for example, in disciplines where such support is entirely unavailable —
the Dean of the Faculty will work closely with CAPP and the individual faculty member
to find an approach that may successfully address the spirit of this requirement. CAPP
will have the final decision as to whether a faculty member’s extramural applications for
support are sufficient — in terms of the type of support requested, the purposes for which
the support are sought, and the relative standing of the extramural entity — to make the
faculty member eligible to apply for a full year sabbatical at full pay. In the event that
extramural grant applications submitted to CAPP under this program are successful,
the College’s financial support for the faculty member’s sabbatical will in all cases be
reduced by an amount equal to the total amount of support that the faculty member
will receive from extramural entities for salary and benefits (excluding extramural funds
explicitly designated for summer salary). However, all sabbatical-eligible faculty are
entitled (subject to the provisions of Section C-2) to one semester of college-paid
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sabbatical regardless of extramural support. In the absence of a research proposal that
the Sabbatical Fellowship Awards Committee judges excellent, or if CAPP determines
that the individual has failed to certify that he or she is seeking appropriate extramural






Faculty will place a copy of this report in the faculty member’s permanent evaluation
file. The faculty member is expected to report on his or her research in a form suitable
for dissemination to the Reed community (for example, as a colloquium or a published
document).

Section C-13

In accordance with the requirements of OFLA, FMLA, and Paid Leave Oregon (effective
September 3, 2023), parental leave will be granted upon the request of a faculty
member. The faculty member shall provide written notice of the dates of intended
parental leave. This notice must be received by the College at least 30 days before the
anticipated date of birth or the date of placement of an adopted child under six years

of age. In the event of premature birth, maternal incapacity due to birth rendering them
unable to care for the child, or the unanticipated placement of an adopted child, the
faculty member shall give the College notice of revised dates of parental leave within
seven days after birth or placement. In order to reduce the impact on operations of the
College, including staffing requirements and class offerings, informal notification should
be provided as soon as is practical. Parental leave will be for 12 weeks in duration, and
two additional weeks of leave for limitations related to pregnancy, childbirth or related
medical condition, including but not limited to lactation for a total of 14.

Faculty will receive at least one-half of their contractual salary and any amount due
under the Reed College Paid Leave Program (which pays more generously than the
State's Paid Leave Oregon program) during the parental leave. Please see the separate
Reed College Paid Leave Program document for further information about Paid Leave
Oregon. In no event shall the parental leave extend beyond one year from the date

of birth. Unless otherwise requested by a faculty member, parental leave that would
otherwise begin during a school break will begin at the start of the term, i.e., start date
listed on faculty salary letter for fall term and January 7 for spring term. Should a faculty
member wish to return to work for the balance of the semeter, they are invited to speak
with the Dean of the Faculty as they plan their parental leave.

Section C-14

The College may require that a faculty member accept a leave of absence for reasons
of health, whether or not the individual requests such a leave, on the following
conditions:

C-14.a. If the individual disagrees on the need for the leave, they may appeal to

the Appeals and Review Committee. The written appeal must be received within 30
calendar days of notification.

C-14.b. A person required to take leave under this paragraph shall receive every benefit
that would be available to a faculty member who qualified for total disability benefits
under any applicable disability plan maintained by the College.

C-14.c. A special leave of absence under this paragraph shall be reviewed at least once
every two years.



D. Resignations of Faculty Members

Section D-1

A faculty member who contemplates resigning or is seriously negotiating other
employment shall not delay informing the College of his or her intentions longer than is
necessary to protect his or her rights and convenience in seeking employment.

Section D-2

A faculty member who concludes a binding agreement to accept employment elsewhere
is obligated to notify the College immediately.

Section D-3

Except in emergency situations, a faculty member is under obligation not to submit a
resignation less than six weeks before the end of spring semester to take effect at the
end of the academic year. If such a resignation is submitted, the College may refuse to
accept the resignation and the faculty member is obligated to conform to the College's
decision.

E. Retirement of Faculty

Section E-1

Faculty members whose appointment began prior to September 1, 2001, and who retire
both after ten or more years as a member of the Faculty and at the age of fifty-five years
or above attain, upon retirement, the title “emeritus” or “emerita” and become eligible for
retiree benefits, as specified in written college policies concerning such benefits. Faculty
members whose appointment began on or after September 1, 2001, and who retire both
after twenty or more years as a member of the Faculty and at the age of fifty-five years
or above attain, upon retirement, the title “emeritus” or “emerita” and become eligible for
retiree benefits, as specified in written college policies concerning such benefits.

Section E-2

Emeritus members of the Faculty shall retain all normal faculty library privileges.
Emeritus members of the Faculty shall retain e-mail accounts as long as they wish,
and the College will make reasonable efforts to supply emeritus faculty with technical
computing support and, where appropriate and necessary, with equipment, according
to policies published in the Faculty Handbook. Where possible and desirable, according
to mutual agreement among affected persons and departments, emeritus faculty

may retain certain laboratory facilities and research privileges. Emeritus faculty may
be principal investigators for research projects, and consonant with the efficient
allocation of staff resources, are entitled to assistance in applying for external grants.
In accordance with policies established by the Dean of the Faculty and published in
the Faculty Handbook, emeritus faculty may be assigned office space and may receive
secretarial support.



F. Non-Sexual Harassment/Misconduct Complaints
and Charges Brought against Members of the Faculty

(For grievance procedures involving sexual harassment/misconduct see Sections J, K,
L below.)

Section F-1
Preliminary Considerations and Procedures

F-1.a. Any member of the Student Body, Staff, or Faculty who has a complaint against
a member of the Faculty should first consider informal resolution of the matter through
discussion with the faculty member in question or through mediation under Honor
Council auspices.

F-1.b.
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Committee on Advancement and Tenure as to whether to initiate proceedings under the
provisions of Section H of these Rules of Procedure.

F-2.b. In the absence of or independent of a formal signed complaint, the Dean of the
Faculty (after informal inquiries and consultation with the Committee on Advancement
and Tenure), or the Committee on Advancement and Tenure itself, may determine

that an investigation of unprofessional conduct may be warranted according to the
procedures of Section G or Section H. Any informal inquiries undertaken by the Dean
or the Committee shall be strictly limited to determining whether a formal investigation
is warranted. If the Dean or the Committee on Advancement and Tenure determines
that possible charges do warrant investigation according to the procedures of Sections
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Section F-3
Record Keeping

F-3.a. If sanctions have been imposed under the provisions of Section G or H, and
appeal is unsuccessful, a statement of these sanctions and of their grounds shall be
placed in the faculty member's evaluation file. Informal or mediated resolutions of
complaints or charges may stipulate that an appropriate statement be placed in the
faculty member’s evaluation file.

F-3.b.
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G-1.d.
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H-1.b.2. Any member of the Committee who feels in his or her own judgment that he or
she cannot participate impartially in a particular case shall withdraw for the duration of
the case.

H-1.b.3. Vacancies because of one or two withdrawals shall be filled by faculty
members chosen by the remaining members of the Committee. If there are more than
two vacancies because of withdrawals, all of the vacancies shall be filled by faculty
members elected by the Faculty from nominees of the Committee on Advancement and
Tenure in a number equal to twice the number to be elected.

H-1.c. The Committee on Tenure shall promptly appoint an Investigating Committee of
five faculty members on academic tenure, one of whom shall be chosen from among
three nominated by the individual under investigation, one of whom shall be chosen
from among three nominated by the President, and one of whom shall be chosen

from among three nominated by the Committee on Advancement and Tenure. The
Investigating Committee shall choose its own chair.

H-1.d. The Investigating Committee shall investigate the charges, hold hearhearhecs,
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less than suspension or termination would be more appropriate, it will so recommend in
its report, with supporting reasons.

H-1.e. The President or his or her designated representatives shall have the right to
attend any hearings or meetings of the Investigating Committee or the Committee on
Tenure as an observer.

H-1.f. The President may seek clarification or further information from the Investigating
Committee, and this additional information will become a part of the report of the
Committee. Within five working days of receiving the final report of the Investigating
Committee, the person accused may submit a written statement of his or her position to
the President. If the President rejects the recommendations of the report, the President
will state the reasons for so doing, in writing, to the Investigating Committee and to

the faculty member, and will provide an opportunity for response before transmitting
the case to the Board of Trustees. The faculty member or the President may request a
review and recommendation from the Appeals and Review Committee, based on the
record of the Investigating Committee hearing, supplemented by any written statements
which the Investigating Committee, the President, or the affected faculty member may
wish to submit.

H-1.g. If the President recommends termination or fixed-term suspension, the President
will transmit to the Board of Trustees the entire record of the case. The Board of
Trustees’ review will be based on this record, and the Board of Trustees will provide
opportunity for argument, oral or written or both, by the principals in the case or by their
representatives. The decision of the Investigating Committee will either be sustained or
the proceedings returned to the Committee with specific objections. The Investigating
Committee will then reconsider, taking into account the stated objections and receiving
new evidence if necessary. The Board of Trustees will make a final decision only after
study of the Committee’s reconsideration.

H-1.h. The President, after consultation with the Committee on Tenure, may suspend

a person charged during the proceedings only if immediate harm to him or herself, the
College, or others is threatened by his or her continuance. Any such suspension shall
be with pay.

H-1.i. The Board of Trustees shall fix the financial arrangements with respect to
termination. In the case of tenured faculty, unless the grounds for termination include
personal conduct covered by Article VI, Section 1.C of the Constitution, the individual
shall receive 12 months' salary from the date of termination at his or her prevailing rate.
Fixed-term suspension shall normally extend over not more than one academic year.
Such suspension will be without pay or benefits, except for health insurance benefits.

|. Proceedings for Termination because of Financial
Exigency

Section I-1

Proceedings for termination because of financial exigency shall be carried out as
follows:

I-1.a. The existence and extent of a bona fide financial exigency shall first be discussed
with the Faculty and all means of meeting the exigency shall be analyzed.

I-1.b. Only after consultation with the Committee on Academic Policy and Planning, the
President or the Board of Trustees may carry out the termination.
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I-1.c. The person terminated may, after receiving notice of termination, request a
written statement from the President giving the reasons for his or her being selected
for termination and may appeal the decision in writing to the Appeals and Review
Committee. The written appeal must be received within 30 calendar days of receiving
the President’s statement or, in cases where the faculty member has also asked to
have a copy of the faculty member’s file upon which the decision was made, within

30 calendar days after having received that copy, whichever comes later. In event of
appeal, the person terminated may make such written or oral presentation as he or
she desires and may present witnesses and other evidence in his or her behalf. He or
she may be accompanied by an academic advisor or legal counsel of his or her own
choosing or both.

I-1.d. The Board of Trustees shall fix the financial arrangements with respect to
termination. In the case of tenured faculty, the individual shall receive 12 months' salary
from the date of termination at his or her prevailing rate; however, the College and the
individual shall use reasonable efforts to obtain another position for the individual and,
if another position is obtained, the termination pay shall cease when pay from the new
position begins.

J. Complaints against Members of the Faculty
involving Allegations of Sexual Harassment/
Misconduct

Section J-1

Preliminary Considerations
J-1.a. Overview

The following three sections of the Rules of Procedure, J, K, L detail the procedures
for complaints against faculty members involving sexual harassment/misconduct, as
outlined in the Discriminatory Harassment and Sexual Misconduct policy.

These procedures are intended to create an environment free of sex-based
discrimination and harassment in accord with the College's regulations and policies,
the Honor Principle, and the requirements of the U.S. Department of Education's Office
of Civil Rights. These procedures are not intended to regulate academic discourse or
content of speech. Academic discourse involving acts or speech of a sexual nature,
even if perceived by some as offensive is not sufficient basis in and of itself to establish
sexual harassment/misconduct. Discourse that is germane to the scholarly exploration
of the subject matter will generally not meet this test.

Allegations of sexual harassment that fall under the jurisdiction of Title 1X as outlined
in the Title 1X policy will be addressed through sections M, N, and O of the Rules of
Procedure. The final decision as to which grievance procedures shall be used in a given
case rests with the Title IX Coordinator.

J-1.b. Advisers

For all sexual harassment/misconduct cases conducted under section J, K, and L, the
Complainant and the Respondent each may retain legal counsel and have as many as
two advisers from the College community assist in the formal complaint process. The
role of an adviser from the college community is to help the Complainant or Respondent
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prepare for any investigation or hearing, to advise on procedure, and to be a non-
participating supporter in any interview or hearing that may result. The Complainant
and the Respondent are, however, expected to represent themselves in any hearing
or interview. Outside counsel may attend, but may not speak during hearings and the
proceedings that form part of any sexual harassment/misconduct investigation.

J-1.c. Confidentiality

The Dean of the Faculty and anyone who has been designated to perform the Dean’s
functions in the grievance process shall endeavor to the degree possible to protect the
confidentiality of Complainants and Respondents, but must comply with obligations and
responsibilities placed on the College by Title IX regulations. The Title IX Coordinator
will be advised of reports or complaints of sexual harassment/misconduct. This

will include the names of the Complainant(s) and Respondent(s), as well as a brief
statement of the event or events which are the cause of the complaint, including the
date or dates.

Complainants, Respondents and witnesses are required to keep confidential the
details of any formal complaint investigation, resolution or grievance hearing. They
may disclose their own experiences that led to the filing of a complaint, and they may
disclose details of the case to confidential parties, such as counselors, clergy, family
members and lawyers or the advisers allowed by this policy. They may also state that
they are participating or have participated in a formal complaint or grievance procedure,
whether as Complainant, Respondent, Hearing Board member, witness, or in another
role. They must, however, keep confidential any details about the proceedings, the
other participants, and any new information gained from testimony given or evidence
submitted as part of a hearing or investigation. In cases of sexual assault, Complainants
and Respondents may, after the completion of the process, including all appeals,
also disclose three additional pieces of information: the name of the Respondent; the
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Tenure as part of the faculty evaluation process, that allegation shall normally remain in
the Respondent’s evaluation file. In cases where such an allegation is discredited by a
hearing that clears the Respondent of wrongdoing, the Committee on Advancement and
Tenure shall insert a statement to that effect into the evaluation file.

All other records arising from formal complaints against members of the Faculty,
all other records arising from informal resolutions reached through interaction with
the Dean of the Faculty or the Committee on Advancement and Tenure, and records
arising from mediation through the Honor Council which results in acknowledgment of
injury to a community member, shall be kept by the Dean of the Faculty in confidential
complaint files separate from all other records pertaining to a faculty member. A Hearing
Board or Investigating Committee on sexual harassment/misconduct shall consult these
files only when determining what sanctions to recommend in a case where allegations
have been substantiated through the procedures of Sections K or L. The Committee on
Advancement and Tenure shall not consult these files except when determining whether
to initiate proceedings pursuant to Section J-3 below. As stated in the Community
Constitution, these files shall be maintained for the duration of a faculty member’s
employment at Reed, or longer if legally required, and shall be destroyed at the end of
that period.

All complaints alleging possible violations of Title IX that are brought to the attention
of the Dean of Faculty or the Chair of the Grievance Review Panel shall be reported to
the Title IX coordinator. The Title IX Coordinator shall be kept informed of the status and
outcomes of the investigation and adjudication of such complaints and any resolution,
including in cases where the complaint is unsubstantiated.

J-1.f. Suspension and Resumption of Personnel Review

In the event that a hearing according to the procedures of Sections K or L overlap in
time with a personnel review affecting title, salary, or term of service of the Respondent,
that review shall be suspended pending the final outcome of those procedures. As
soon as the procedures are complete, the personnel review will be resumed, and no
financial or status penalty will accrue to the Respondent solely by virtue of the delay.

J-1.g. Timeline

The time limits identified in this policy, including for the procedures of Sections K and
L, shall be observed in normal circumstances, but may be extended for good cause
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Respondent and the Dean, and the Dean will pursue resolution of the complaint, when
appropriate, according to the procedures outlined below.

If the Dean or his or her designee concludes that it is more likely than not that the
Respondent has committed an act of sexual harassment/misconduct, he or she shall
provide the Complainant and the Respondent written notice of this finding and of the
procedures for appeal. At this point, the Respondent may accept the findings of the
report and accept any sanctions proposed in the addendum, or some other resolution of
the complaint may be agreed to by the Respondent, the Dean of the Faculty (or his or
her designee), and the Complainant. Any resolution shall include a final determination
of the College's finding regarding the occurrence of an act of sexual harassment/
misconduct, and any sanctions imposed on the Respondent that directly relate to the
Complainant’s participation in college programs shall be disclosed to the Complainant.

If no such agreement is reached within five days after notice of the investigation
has been received, and if the recommended disciplinary action is less than suspension
or termination, the Dean of the Faculty shall forward the complaint together with the
written report of the investigation, including the addendum, to the Chair of the Grievance
Review Panel. In cases in which the recommended disciplinary action is fixed-term
suspension or termination of tenure or of fixed-term appointment prior to expiration, the
Dean shall consult with the Committee on Advancement and Tenure as to whether to
initiate proceedings under the provisions of Section L of these Rules of Procedure, or
instead to pass the complaint to the Chair of the Grievance Review Panel in order to
instigate a proceeding under Section K.

Section J-3

Investigation in the Absence of a Formal Complaint
J-3.a. Initiating an Investigation

In cases involving informal complaints of sexual harassment/misconduct or cases

when a complainant does not consent to his or her name being used in an investigation
of sexual harassment/misconduct, the Dean of Faculty and the Committee on
Advancement and Tenure will carefully weigh the wishes of the potential Complainant(s)
and the College’s responsibility to provide a safe and non-discriminatory environment
for all members of the community. If necessary, interim measures will be taken to
protect any potential Complainant’s health and participation in college programs and to
protect against retaliation.

If the Dean or the Committee on Advancement and Tenure determines that possible
charges do warrant instituting procedures under Section K or if the Committee on
Advancement and Tenure determines that possible charges do warrant instituting
procedures under Section K, the Respondent shall within two days receive a written
statement of the nature and grounds of the possible charges to be considered against
him or her and shall have five days from receipt of this statement in which to reply
and to state his or her position, unless there is a substantial reason for extending that
deadline.

J-3.b. Investigation

The Dean of the Faculty and the Committee on Advancement and Tenure shall have
fifteen days from receipt of the Respondent’s reply to conduct an investigation. The
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purpose of the investigation is to establish whether or not there is sufficient evidence to
suggest that an act of sexual harassment/misconduct has occurred.

J-3.c. Results of the Investigation and Resolution

On the basis of the investigation, the investigator shall prepare a written report
describing the complaint and the response (or absence of a response), the information
provided by any witnesses, and any other evidence. On the basis of this report,

the Dean and the Committee on Advancement and Tenure shall communicate in

an addendum to the report whether the Committee on Advancement and Tenure
believes, by majority vote, that it is more likely than not that the alleged act(s) of sexual
harassment/misconduct occurred. If the Committee on Advancement and Tenure
conclude that is more likely than not that the Respondent has committed an act of
sexual harassment/misconduct, the Dean, the Committee on Advancement and Tenure,
and the Respondent are bound in good faith to seek resolution of the matter among
themselves before instituting proceedings under Sections K or L. Such resolution shall
include a final determination of whether or not an act of sexual harassment/misconduct
occurred, and may include sanctions stipulated by the Dean of the Faculty and the
Committee on Advancement and Tenure. Sanctions imposed on the Respondent

that directly relate to any informal or potential Complainant’s participation in college
programs shall be disclosed to that Complainant.

If a resolution is not agreed to within five days of the determination that grounds
for adverse action may exist, and if the alleged conduct appears to warrant a sanction
less than fixed-term suspension or termination, the Dean of the Faculty shall promptly
forward the written report prepared by the Dean and the Committee on Advancement
and Tenure to the Chair of the Grievance Review Panel. If the Committee on
Advancement and Tenure