
The following is under the section, “Academic Tenure” 
Tenure may be revoked for cause pursuant to appropriate due process (see “Review of Tenured  
Faculty Members,” infra., pp. XX and "Abrogation of Tenure or Termination of Current 
Appointment," infra., pp. XX). Tenure does not protect against termination due to financial 
exigency (see “Exigency Policy,” infra., pp. XX). 
 
Abrogation of Tenure or Termination of Current Appointment 
Abrogation of tenure or termination of contract proceedings can occur at any time. Abrogation of 
tenure is a separate process from Post-Tenure Review, supra., pp. XX. Abrogation is also a separate 
process from contract termination. Once tenure is abrogated, then the affected faculty member is no 
longer protected by tenure and can be terminated according to procedures outlined in XX.  
 
Tenure is not a license to breach Faculty Responsibilities and Ethics. In addition to the formal 
tenure review process, tenure may be abrogated for any of the following reasons: 
 
A.  Demonstrated and consistent incompetence in normal instructional and other institutional 

responsibilities as defined in sub-sections A, B, D, I, and N of Faculty Responsibilities and 
Ethics. 

 
B.  Failure to meet normal instructional and other institutional responsibilities as defined in sub-

sections G and H of Faculty Responsibilities and Ethics (supra., pp. XX). Refusal to teach a 
course at a time during regular business hours as assigned by the Division Chair, or abuse of sick 
leave or failure to meet classes according to policies of the University and of the Oklahoma State 
Regents for Higher Education. 

 
C.  Conviction of felony. 
 
D.  Attempts to obstruct the legitimate operations of the institution as defined by state law and the 

Oklahoma State Regents for Higher Education. 
 
E.  Financial Exigency (With respect to financial exigencies, see Faculty Financial Exigency Policy, 

infra., pp. XX).  
 
F.  Moral turpitude. Demonstrated severe breaches of personal conduct as defined in sub-sections 

U and V of Faculty Responsibilities and Ethics, as the result of a negative finding in a Title IX 
investigation(s), documented sexual harassment, and/or violations of the policy pertaining to 
Consensual Relationship between Faculty and Students (see pp. XX).  

 
Behavior legitimated by law and by judicial decisions cannot be considered grounds for abrogation 
of tenure unless it directly results in the causes specified in items A, B, C, D, and E. 
 
Procedure for Abrogation of Tenure or Termination of Current Appointment 
In the event that a Division Chair or the Vice President for Academic Affairs is concerned about the 
performance or behavior of a tenured faculty member, tenured faculty should be given, at the 
discretion of the Vice President and/or their Division Chair, opportunities to remedy performance 
or behavior before initiation of the process outlined below. These opportunities should be 
documented and outlined both in writing and through personal conference. Transcripts of these 



meetings should be maintained. In the event that such remedies fail to produce a satisfactory 
outcome, the process for Abrogation of Tenure is outlined below. 
 
A. Applicability. The procedures prescribed in this section shall be followed before recommendation 

is made to the Board of Regents of dismissal or demotion of a tenured member of the university 
teaching staff. Subject to pursuing these procedures, a recommendation of dismissal or 
demotion may be made for the causes listed in the above section, “Abrogation of Tenure or 
Termination of Current Appointment.” 

 
B. Initiation of Proceedings. Proceedings which may result in a recommendation of dismissal or 

demotion are to be initiated by the Vice President for Academic Affairs. In exceptional cases 
which, in the judgment of the President, threaten direct and immediate injury to the public 
reputation or the essential functions of the university, the President may direct that the affected 
faculty member be relieved of some or all of his or her university duties and responsibilities, 
without prejudice and without loss of compensation, pending the final disposition of the case. 

 
C. Procedure  
 

1. The Vice President for Academic Affairs, before initiating action with respect to a faculty 
member, shall notify the President and the affected faculty member’s Division Chair. If the 
Vice President for Academic Affairs chooses to proceed with abrogation of tenure, they 
shall promptly give written notice thereof to the faculty member affected and to the 
President of the Faculty Association. The notice shall state with reasonable particularity the 
grounds for dismissal or demotion and shall advise the faculty member that they may, upon 
submitting a formal request in writing to the Vice President for Academic Affairs and the 
President of the University Faculty Association within twenty days after receipt of the notice, 
have the right to a hearing by the Tenure and Promotion Committee. Failure to request a 
hearing constitutes an affirmation of the merits of the grounds for dismissal or demotion, 
and will result in the requested action. 

 
2. If the faculty member has formally requested a hearing, the President of the Faculty 

Association shall convene the Tenure and Promotion Committee to serve as the hearing 
committee and investigate and adjudicate grounds for potential dismissal or demotion. The 
affected faculty member shall be notified of the committee proceedings and charges which 
are to be investigated. The hearing committee shall investigate the case, and may call upon 
any member of the university executive office, faculty, staff, or student body for relevant 
information.  

 
The Vice President for Academic Affairs, or a representative, may be present at all hearings 
of the committee, except those reserved for committee deliberations, and may present such 
evidence as they deem appropriate. The affected faculty member may (1) have an adviser of 
the faculty member's own choosing who may act as counsel; (2) be present at all sessions of 
the hearing committee at which evidence is received or argument is heard; (3) call, examine, 
and cross examine witnesses; and (4) examine all documentary evidence received by the 
hearing committee. Complete notes documenting evidence, interviews, and conversations 
shall be taken, and the hearing committee shall, within thirty days, file a written report on the 
case with the affected faculty member, the Vice President for Academic Affairs, and the 
President. The report shall contain the hearing committee's conclusions and 



recommendations and the reasons therefor. There shall be filed with the report a transcript 
of the record of the hearing. If dismissal or demotion is recommended, the report shall 
contain a specific statement of the deficiencies or acts of misconduct on which the 
recommendation is based.  

 
If the hearing committee recommends that adverse actions be taken against the affected 
faculty member, the Vice President for Academic Affairs shall, within ten business days, 
notify the faculty member in writing of their recommendation, and with reasonable 
particularity of the reasons therefor, and shall advise the faculty member that they may, upon 
submitting a formal request in writing to the Vice President for Academic Affairs within ten 
days after receipt of the notice, have a review of the case by the Faculty Grievance 
Committee as provided in item (3) of this subsection.  
 
If the hearing committee recommends that adverse action should not be taken against the 
affected faculty member, but the Vice President for Academic Affairs, upon review of the 
hearing committee's report and the record, disagrees with its recommendation and decides to 
continue with an adverse recommendation against the faculty member, the Vice President 
for Academic Affairs shall, within ten business days, notify the faculty member in writing of 
his or her recommendation, and with reasonable particularity of the reasons therefor, and 
shall advise the faculty member that the faculty member may, upon submitting a formal 
request in writing to the Vice President for Academic Affairs within ten days after receipt of 
the notice, have the right to a review of the case by the Faculty Grievance Committee as 
provided in item (3) of this subsection. If adverse action is recommended and the affected 
faculty member fails to request a review as provided in item (3) of this subsection, the Vice 
President for Academic Affairs shall proceed as outlined in item (6) of this subsection. 
 

3. If the faculty member has formally requested a review, the Vice President for Academic 
Affairs shall convene the Faculty Grievance Committee to conduct a review of the 
abrogation of tenure proceedings, of which a full written record shall be taken. The Faculty 
Grievance Committee shall review the record, reports, and recommendations submitted by 
the Tenure and Promotion committee and may, in addition, receive new evidence. The 
faculty member—either in person or through a representative or both—and the Vice 
President for Academic Affairs, shall have the right to appear and comment on the 
proceedings of the Tenure and Promotion Committee and its findings, conclusions, and 
recommendations, and to examine and rebut any new evidence received by the review 
committee. A full record shall be kept of the review proceedings.  
 
In conducting its review of the case, the Faculty Grievance Committee shall take account of 
all relevant factors, including consideration of the questions (1) whether the Vice President 
for Academic Affairs and Tenure and Promotion committee adhered to the procedure 
prescribed in this subsection, (2) whether the Tenure and Promotion committee conducted a 
fair hearing, (3) whether the deficiencies or acts of misconduct on which the hearing 
committee's recommendations are based are related to the charges stated in the first instance 
as the basis for investigation, (4) whether the proceeding as it developed before the hearing 
committee involves matters of general university concern, and (5) whether the weight of the 
evidence, as it appears in the record and as supplemented by any further evidence by the 
Faculty Grievance Committee, supports the Tenure and Promotion Committee’s findings 
and recommendations. In determining its own recommendation, the Faculty Grievance 



Committee shall be free to make any recommendation appropriate to its findings and 
conclusions respecting either the procedural or meritorious aspects of the case. 
 

4. Within thirty days following its review, the Faculty Grievance Committee shall file a written 
report to the affected faculty member, the Vice President for Academic Affairs, and the 
President. The report shall contain the committee's conclusions, recommendations, and the 
reasons therefor. There shall be filed with the report a transcript of the record of the review. 

 
5. The faculty member may, within twenty days after receiving the review committee's report, 

file written comments thereon to the President. Within twenty days after he or she receives 
the review committee's report, the Vice President for Academic Affairs shall notify the 
president of his or her final recommendations in the case.   

 
6. The President shall thereafter review the record in the case and formulate his or her own 

recommendations and the reasons therefor. The affected faculty member shall be furnished 
copies of the President's recommendations and may, within twenty days, submit to the 
President a formal reply with respect to the their recommendations. The full record of the 
case, including the recommendations of the President and any comments by the affected 
faculty member, shall then be submitted by the President to the Board of Regents for final 
action. 

 
Procedures upon Termination of Program 
In the unlikely event of the discontinuance of an academic program, every effort will be made to 
assist in relocation and retraining of affected faculty. Existing procedures for notice of non-
reappointment for non-tenured instructional faculty should be followed when a program is 
scheduled for termination. The procedures are the same as those followed in the case of non-
reappointment for any other reason. 

The maintenance of tenured faculty and of essential instructional and supporting services 
remains the highest priority of the University. If, however, at some future time, it should become 
necessary to release tenured faculty members within a program to be discontinued, every effort will 
be made to place tenured instructional faculty members in other suitable positions. This could 
include retraining if a reasonable period of retraining of the affected faculty member would qualify 
him or her for another position within the University. In cases where it is not possible to continue 
the appointment of a tenured faculty member, the “Procedure for Abrogation of Tenure or 
Termination of Current Appointment” (see XX) shall be followed. 
 
Reduction in Force 
The University of Science and Arts of Oklahoma is committed to providing stable employment for 
all members of the school's faculty, administration, and staff. Nevertheless, a set of conditions could 
conceivably arise regarding the University's financial status which would require financial 
adjustments. In harmony with the desire to continue employment for all employees and thereby 
maintain efficient operation of the University, before implementing any reduction in force of 
employees, the President of the University should explore the possibility of implementing savings 
from reduction of plant and equipment. Next, the President should consider minimal reduction of 
compensation for all employees possibly accompanied by appropriate furloughs, and use of reserves. 
If such measures cannot satisfy the shortfall, a reduction of employee workforce might be necessary. 
If interruption of the service of faculty members is deemed necessary, the President should first 
consult with officers of the Faculty Association and the Vice President for Academic Affairs. 



After the foregoing considerations, assuming as a prerequisite the willingness and ability of 
tenured full-time faculty and full-time faculty to assume all tasks performed by faculty who are either 
temporary or less than full-time, the order of termination for faculty shall be as follows: 
A.  Adjunct faculty; 
B.  Temporary faculty teaching on a full-time basis; 
C.  Part-time faculty; 
D. Non-tenured full-time faculty; 
E. Tenured, full-time faculty. Faculty shall be dismissed on a “last in, first out” basis, with most 
recent hires being terminated first, proceeding towards the earliest hires. 

A non-tenured or tenured full-time faculty member receiving notice of pending termination 
may request within 20 days, and upon request in writing shall be accorded within 10 days, a hearing 
before the Academic Personnel Committee. The Academic Personnel Committee will consider 
whether the termination is consistent with the provisions of the Reduction in Force Policy. The Vice 
President for Academic Affairs, or a representative, may be present at all meetings of the committee, 
and may present such evidence as they deem appropriate. The affected faculty member may (1) have 
an adviser of the faculty member's own choosing who may act as counsel; (2) be present at all 
sessions of the hearing committee at which evidence is received or argument is heard; (3) call, 
examine, and cross examine witnesses; and (4) examine all documentary evidence received by the 
hearing committee. Complete notes documenting evidence, interviews, and conversations shall be 
taken, and the hearing committee shall, within ten days, file a written report on the case with the 
affected faculty member, the Vice President for Academic Affairs, and the President. Failure to 
make a request in writing for a hearing to the Academic Personnel Committee within 20 days after 
receipt of notification of pending termination shall constitute a waiver by the faculty member on the 
right to a hearing before the Committee. 

If the Academic Personnel Committee recommends that adverse action should not be taken 
against the affected faculty member, but the President still intends to recommend termination, the 
President shall notify the faculty member. A non-tenured full-time faculty member or a tenured full-
time faculty member receiving the President’s notice of pending termination may request in writing 
within 20 days of receiving such notice a hearing before the USAO Board of Regents. Failure to 
request such a hearing shall constitute a waiver by the faculty member on the right to a hearing 
before the Board of Regents. 

If a tenured full-time faculty member is terminated solely under this Reduction in Force 
Policy and, if the position is reactivated within two years, the terminated faculty member will be 
notified of the vacant position and encouraged to apply, assuming that the faculty member has kept 
a current forwarding address with the University. 

Should a faculty member terminated for the above reasons be re-employed, the faculty 
member shall retain:  
A.  former academic rank and tenure status; 
B.  salary reflecting all adjustments pursuant to the financial exigency; 
C.  all previously earned credit toward sabbatical eligibility. 
For terminated faculty, the University will follow federal and state mandates regarding eligibility of 
terminated employees for health insurance benefits, retirement benefits and all other benefits. 
 
Exigency Policy 
The University of Science and Arts of Oklahoma is committed to providing stable employment for 
all full-time members of the school’s faculty, administration, and staff. However, a set of conditions 
could conceivably arise regarding the University’s financial status which would necessitate reducing 
its employee workforce. The interruption of the service of faculty members through no fault of their 



own is an extreme measure to be invoked only in case of a demonstrable financial exigency and as a 
last resort. Faculty reductions shall only be undertaken in instances of bona fide financial emergency. 
After consulting with officers of the USAO Faculty Association, any such reduction would be 
recommended by the President of the University and upon approval by the Board of Regents, would 
be implemented humanely and reasonably, in full accordance with the procedures herein set forth. 

If faculty reductions are anticipated, the President will present all the facts to the officers of 
the USAO Faculty Association, showing that no other measures may be taken without severely 
impairing the University’s educational functions. Through its officers, the USAO Faculty 
Association will have full opportunity to respond to the President’s planned recommendations. 
After considering the Faculty Association’s views, the President of the University will make his final 
recommendations to the Board of Regents. The process below is to occur after the Board of 
Regents declares Financial Exigency. 

The Vice President for Academic Affairs shall cooperate with the President and with the 
Affirmative Action Officer to ensure that the procedures herein are followed, should a state of 
exigency arise. If a state of exigency has been formally declared by the Board of Regents, then a 
committee shall be convened to determine what, if any, adverse actions shall be taken. The 
committee shall consist of the President or a representative, the Vice President for Academic 
Affairs, the Vice President of Finance, the officers of the Faculty Association, and other members of 
the faculty or staff as deemed appropriate. University financial records, faculty Annual Reports and 
Administrative Reviews, and other necessary documents shall be made available to the committee. 
The committee may also conduct interviews with any employee of the University. In drafting 
recommendations for actions to be taken, the committee shall follow the principles and procedures 
outlined below. 
A.   All measures must pursue the goal of preserving the assigned mission and special purposes 
of the University of Science and Arts of Oklahoma. 
B.   Should the President and Board of Regents deem that reduction in the number of faculty is 
necessary, the committee should exercise discretion to consider the order of reduction that would 
occur considering the following factors: 

1.  the degree to which a program or faculty member is essential to the assigned mission 
and special purposes of the University of Science and Arts of Oklahoma; 

2.  the degree to which a faculty member is essential to assisting students to complete a 
program; 

3.  the degree to which a program or faculty member has a low level of credit hour 
production; 

4.  the degree to which a program or faculty member is cost-effective for the University; 
and 

5.  the degree to which effective operation of the University can be maintained. 
C.  After the foregoing considerations, assuming as a prerequisite the willingness and ability of  
tenured full-time faculty and full-time faculty to assume all tasks performed by faculty who are either 
temporary or less than full-time, the order of termination for faculty shall be as follows: 

1.  Adjunct faculty; 
2.  Temporary faculty teaching on a full-time basis; 
3.  Part-time faculty; 
4.  Non-tenured full-time faculty; 
5.  Tenured, full-time faculty. Faculty shall be dismissed on a “last in, first out” basis, 
with most recent hires being terminated first, proceeding towards the earliest hires. 

The committee shall produce recommendations to the President and Board of Regents promptly. 
These recommendations may include the elimination of programs and subsequent reduction in 



faculty, reduction in faculty, reduction of salaries, reassignment of faculty, the elimination of 
services, or other measures which will insure the financial viability of the University. Upon receiving 
the recommendations of the committee, the President shall issue his or her recommendations to the 
Board of Regents. If a non-tenured or tenured faculty member is to be terminated as the result of 
these recommendations, the affected faculty member shall be given written notice of their pending 
termination. The letter shall inform the affected member of their right to a hearing as outlined 
below. 

A non-tenured or tenured full-time faculty member receiving notice of pending termination 
may request within 20 days, and upon request in writing shall be accorded within 10 days, a hearing 
before the Academic Personnel Committee. The Academic Personnel Committee will consider 
whether the termination is consistent with the provisions of the Reduction in Force Policy. The Vice 
President for Academic Affairs, or a representative, may be present at all meetings of the committee, 
and may present such evidence as they deem appropriate. The affected faculty member may (1) have 
an adviser of the faculty member's own choosing who may act as counsel; (2) be present at all 
sessions of the hearing committee at which evidence is received or argument is heard; (3) call, 
examine, and cross examine witnesses; and (4) examine all documentary evidence received by the 
hearing committee. Complete notes documenting evidence, interviews, and conversations shall be 
taken, and the hearing committee shall, within ten days, file a written report on the case with the 
affected faculty member, the Vice President for Academic Affairs, and the President. Failure to 
make a request in writing for a hearing to the Academic Personnel Committee within 20 days after 
receipt of notification of pending termination shall constitute a waiver by the faculty member on the 
right to a hearing before the Committee. 

If the Academic Personnel Committee recommends that adverse action should not be taken 
against the affected faculty member, but the President still intends to recommend termination, the 
President shall notify the faculty member. A non-tenured full-time faculty member or a tenured full-
time faculty member receiving the President’s notice of pending termination may request in writing 
within 20 days of receiving such notice a hearing before the USAO Board of Regents. Failure to 
request such a hearing shall constitute a waiver by the faculty member on the right to a hearing 
before the Board of Regents. 

If a tenured full-time faculty member is terminated solely under this Financial Exigency 
Policy and, if the position is reactivated within two years, the terminated faculty member will be 
notified of the vacant position and encouraged to apply, assuming that the faculty member has kept 
a current forwarding address with the University. 

Should a faculty member terminated for the above reasons be re-employed, the faculty 
member shall retain:  
1.  former academic rank and tenure status; 
2.  salary reflecting all adjustments pursuant to the financial exigency; 
3.  all previously earned credit toward sabbatical eligibility. 
For terminated faculty, the University will follow federal and state mandates regarding eligibility of 
terminated employees for health insurance benefits, retirement benefits and all other benefits. 
 
 
 
 


