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. PRCFACE

This is a working document--a statement indicating to those Qho
are or may become engaged in drafting collective bergaining contracts
in higher education institutions the major substance of current contracts.
Accordingly, we have laid out a series of tables showing by najor topics
the fype and range of items found ir the pooi of 101 contracts the.
frequency and pefcentage of their eccurance totally and by the agency
representing the faculty, and by three types of institufions——community
colleges, colleges and universities. We have omitted distinctions
between public and privete institutions because there are no important
ones. .

‘We also have extracted from the major contract items in each topic
area. (leave, insurance, etc.) those considerations that constitute the
content of present concerns and the extent of variation in those items.
In some cases‘we have simply quoted items that seem representative of
contracts generally.

In any topic area, such as leave benefits, the types of conditions

‘ frequently,differ in the several contracts. Accordingly, the items
1;s£éd under ”Main Considefations”’will edntain nunerenevcontradictions.
Where we use 'ma&/may not,' we mean that eome dontracfs permit the‘con;
~ sideration while others do not. In no case does Vmailmay 1ot" mean a
eingle eontraet permite a-choice.
Sonefimes we list in parenthesie a series‘of,figures, percentages

or words. They represent the variations among contracts. One contract:

Aruitoxt provided by Eic:



O

WA 7ot Provided by ERIC

ERIC

ii ‘
may pcirinit a benefit for half-time faculty while énother for third-time
faculty. We indicate thg variatiohs as (1/2, 1/3).

This document is not intended to be a conceptual , theoretical, -
philosophical or moral analysis of collective bargaining. In this

report we nzither accept ncr reject its emergence in higher education.

The Data

This repori is based on data collectéd in 1971 and 1972. Each-
year & list of instituticns known or bslieved to have contracts with
acadenic emplovcas was developed from a wide range of sources. Each
institutional presideﬁt was requested to forwérd a copy of his contract
for inclusion in‘fhi; repbrt, Thirty-five présidents reported their
institutions did not have a contréct or that they had an informal ”
internzl agrecment which did not have the legal status of a ¢ontracf.
Savérai of the institutions Qith the informal agreements are in states.
wheré current laws reither permit nor require coilective bargaining.

Ore hundred one contracts were received in fime for use in fhis
report. Since the formulation of‘thg tables, eleven more contracts
ha{e been received. A check of fheifvcbntentﬂdoes'nét reveal any
substantive additions éfe.warrénted.

We wiéh‘to éxpfess oun appreéiation fo:all_thé inétitutional

presidents who were kind cnough ‘to: forward their ‘contracts.
. . ‘ .



CHAPTER 1

INTRODUCTION

At the turn of the‘deééde there were fewer than thift& féculty’
collective bargaining contrécts in higher education. The number
doubled during 1971 and more than doubled again thus far in 1972.
Present contracts include more than one hundred eighty institutions
with nearly 60,000 faculty members: Twenty-five additional contracts
are under negotiation in inétitutionsvwith 13;000 faculty. It seems
safé to conCiude that collective bargaining has arrived in higher |

education.

~Institutional Distribution

Collective bargaining is most brevalent among community colleges.
Qith eighty-one percent of all contracts. Yet only fifty-two percent
df,the institutiéns with collective contracts afe community colleges,
énd they have only thirty—six percent of the totél number of faéulty
covered. Not‘only'are community colléges‘smaller than state‘colleges
or universities with collective contracts, community college contracts

are usually institutional rather than system-wide. Institutional

‘contractsfcover a'singlekcollege,or university. Ninety-five percent

of ‘all contracts are of this ' type, and most of them are with community

colleges.: A system contract spans all the colleges and universities

governedfby‘a single Board of Trustees. One system contract, then,
represents a.disproportionate percent of the total number of faculty

included in colleCtively bargained contracts.

o

PR A e providea by ERiC
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A contract cqndition_administrators will find‘both interesting
and‘disconcerting ié the appearance of provisions speliing out admin-
istrétor salaries. The negotiation exchange is betWeen‘the faculty
bargaining unit and the Board unit, apparently without consultation
with the affected administrators. |

Even more critical to the administrators is the trend towards
defining the duties of the department chairman in the contract.

Another significaht trend is to describe the process for administrator
selection including job posfing and faculty participation in the selection
process. Somebcontractsbcall for faculty nomination and the President

or the Board to select from the nominations only. One contract cohtains

a procedure for removing a department chairman at the request‘of‘one or

more department faculty members.

Unit Rights

Management Rights. Earlier contracts largely set forth the wants,
rights and conditions of the faculty bargaining unit. About the strongest
management statement was a defensive statement reserving all their

“rights, powers, duties, authority and responsibilities.”

Management has become more, quid pro quo oriented, spelling out

more of their ¢wn terms. They now may reserve the right to discipline or

~.discharge for juét"céﬁse; and- they may reserve the right to lay off staff

members under certain conditions. More specifically, one contract
reserves management's right to determine the ‘facilities, methods,

meansj[equipméntg‘procedures and personnel required to conduct the

,College‘progfam;”
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Membership Race

The growtnh patterns of the lHational Education Association and
the American Federation of Teachers (AFL-CIO), as detcrmined from our
current study of 10l contracts, are revealiﬁg. NEA contracts negotiated

during 1971 included about 16,000 faculty to 3;900 for the AFT. For

1972 the rigures are 37,000 and 14,700, respectively. By comparison,

the AAUP figures are 1,600 and 4,900. The membership drives of the

NEA and the AFT appear to be shifting to the major colleges, univer-
sities and institutional systems, whére one contract sweeﬁs in many
members.

Growth differences appear to be unrelated to the contracts. There

are no major differences in either the kinds of items negotiated or the

_item content.  Although any two NEA or AFT contracts may, and indeced

do, contain differences, we find it difficult to see substantive

' difference between the two pools of items. This seems true in compen-

sation benefits, contract management items, leave benefits, working

conditions and in academic rights and responsibilities.

Administration

The role of the administrator remains uncertain. Department'

chairmen and middle level administrators are usually excluded from

bargaining unit‘membership,‘although they are more likely to be included

in NEA contracts. Several contracts’ include a clause calling for the

appropriate labor relations board to determine the inclusion or

~exclusion of the departmept chairman with respect to faculty unit

H

+
L

membership.
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The mdst important change occurs when management. insists 6n<the
right to re-negotiate in subsequent contracts benefiﬁsfpreviously won
by the faculty. Faculty bérgainiﬁg agents stréngly resist management's
aftgmpts to alter previous contract conditions when they see changes in
terms of some "reduction. A manageﬁenf rights statement that all
contract conditions may bLe subject té re-negotiation may lead not only
to a better balance betWeen the two bargaining units, but to increased
faculty militancy and to strikes.

Faculty ‘Rights. Faculty righté, which are both specific and

3

extensive, fall into three general categories: Representatiog.

Faculty units may have officiél observers on all college—wide standing
or ad hoc committees: the right to périodic cqnférences with the college
Presiaent; the right to méet and confer with the Board of Trustees:

and, the right to participéfe in anyypublic hearing on fhe Céllege_

budget. Unit Business. Most contracts include a combination of such

faculty unit rights as:  office Space;‘a bulletin boérd for official
unit business; unit meeting spéce; office eQuipment;‘and; the use of .
the college mail service,‘to mention only a few items. Documents. Wifh
increasing frequency, faculty bargaining units have obtained the right

to the following official college documents: the agenda and minutes

‘of all board meetings; to review any newyor'revised forms used to. carry

out the terms of the Agreemen%; and, annual financial reports, audits

and budgefs.

Stability

Althoﬁgh faculty collective bargaining is still in its‘infanéy»in

higher edhCafion, the closenees of its model to the antecedent public
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school and labor union models geems to have brought a certain stability
to some contract content areas.

One clear example of stablllty is the grievance procedure wnile
it is correct that not all contracts are spelled out with the same degree
of completeness, those most fully developed in 1972 do not differ from
the best statement of 1971. The long history of grievance machinery
apparently has concluded in a highly workable'process;

Another area of stability is in the types and conditions of leave
benefits. Only thréee minor ones were added in 1972 to the 20 types
found in 1971, and they are.not widely distributed in the total pool of
contracts. Other areas of great stability are appolntment, reappoint-

ment, academic freedom and tenure.

‘Change

There are_areas of rapid change. The 1971 contracts tended to
emphasize the legitimation of collective bargaining and the obtaining
of basic “wants;” e saw a focus on salary provisions, e%clusive
representation, bargaining unit composition7 leave provisions and
slmilar factors. |

By contrast, there was a strong surge in several areas of the 1972
contracts; ‘Governance items nearlyﬂdoubled. Rrevlous concerns with )
classes or promotlon transfers, personnel‘flles and so on were
augmented by such concerns as class schedullng, ‘duties of certain
administrators‘ publlcatlon rlghts and admlnlstra\gr salaries., o

Academic contract 1tems ‘more. than doubled Among the more rapidly

spread1ng ones aye classroom env1ronment and 1nnovatlons in 1Lstructlon.‘




.
' Finding their way into contracts. are special‘programs,_substitute
efaculﬁy, certification apd a commitment tO'qua;ity teaching.
Ineurance‘benefits are increasing. We found eight types in 1971
cqntraets and eixteeh in 1972. Ameng the most widely distributed
benefits;are tax sheltered annuities, travel‘insurance, legal insurance
 and aceidental‘death. | |
Colleefive bargaining has taken a qeantum leap into higher educatien}
There‘afe‘thoSe whe’held that the unionization of higher education thfeugh
COllective‘bargaihiﬁg will’Warp or‘break‘the,basic value structufe upon
, whieh colleges and QniVersities must rest if they are te,remain free and
vibrant. There ere those Qho say that collective bargaining will'proe
fessionalize higher education. In the contracts it is not yet ciear

which view will prevail.




CHAPTER 2

CONTRACT - MANAGEMENT

CONSULTATION - COMMUNICATION PROCEDURES

Main Considerations

1. ’Monthly meetings between college administrators and
bargaining unit. - ‘ -

2. Subject of consultation regulation, policies, priorities
~ which are the administrative discussion of the primary
organization unit concerned and which relate to personnel
management working conditions and related matters.

3. Policy decision concerning changes made in the mission of
.the institution, its budget, its organization, -and the
ass1gnment of its personnel.

L. Procedure for requests in writing.

Sample Items

1. "The parties recognize the valuable assistance to be
‘gained from’ effective communication between faculty, the
Board, and the administration.. Accordingly, it is ‘agreed
‘that the Board and administration. and the Executive
'Committee of the . will meet periodically to resolve
problems of mutual concern-to:the. parties. Such meetings
‘and the- agenda ‘therefore, Wlll be' called by agreement
between the administration and the President of the
whenever such a meeting is desired by either party. Each
party mutually agrees ‘that neither is obligated to bargain
collectively with respect to any matter whether covered '
or not in this agreement for the duration thereof.'

DURATION OF CONTRACT

v

Sample Items

1. "This Agreement shall be effective as of the 16th day of
August 1971, and continue in effect through the 15th' day
of August, 1973."
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To the above may be added a statement such as: ''At any
time subsequent to , either party may give
written notice to the other of its desire to negotiate
a new agreement for the following year, and meetings
between the parties for that purpose shall begin no
later than ~_days after dellvery of such wrltto
notification."

REOPENING OF NEGOTIATIONS

Main Considerations

1.

"Notice of intent to reopen negotlatlons sometimes must

be by reglstered letter, but often notification process
unspec1fJed

Reopenlng at the request of one party and the consent
of the other party.

Modlflcatlons and/or amendments not f1nal or operative

until ratlfled by both partles.

Some  contracts prohlblt contract modlflcatlons or

‘amendments during the life of a contract except, in
the case of multiple year contracts, salaries and
-‘wages. : ‘

‘Fallure to reach agreement on any proposed modification
_or -amendment . ‘postpones cons1deratlon of the mod1f1catlon

or amendment untll the next negotlatlon perlod

‘ Reopenlng‘negotlatlons during the life of a contract for
‘the purpose. of considering mod1f1catlons or amendments

shall not 1nterfere with or c1rcumvent grlevance procedures.

Sample Items

1.

Reopen negotlatlons only on 1tems of mutual consent

"Between Aprll 1 and April 15, the Union may notifykthe

Board. in writing of its des1re to reopen the Agreement,

provided such reopener and any resulting negotiations"

shall be limited to the salary schedule, the overload
schedule, the equalization factor, and the group insur-

-ance benefits recelved by  the Faculty members covared

by this Agrnement. -Upon 'such notice being. given, the
duly authorized representatives designated by the parties
will meet for the purpose of negotiating the salary
schedule, the overload schedule, the equallzatlon factor,
and the group: 1nsurance beneflts for the

academic year." - :
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2. Negotiation Procedure for Future Agreements.

A.

“The parties agree to enter into collective negotia-
tions in accordance with State Law, in a good-faith
effort to reach agreement on future contracts on all
matters concernlng terms and conditions of employment
of the faculty of College

Any agreement SO negotlated shou. el ] 2
writing and 'shall be pressnted to the Board and the
bargaining unit for their approval. Ko such: agree-
ments shall be negotiated with any faculty member
individually or with any- faculty organization other
than the bargalnlng unit for the duration of this
agreement.

. The Trustees shall make available to the bargalnlng

unit 1nformatlon‘regard1nb ‘ .College including
a complete list of the names, professional ranks,
positions or titles, salaries, and years of service of
every person covered by this Agreement. As soon as a

. preliminary college budget has been prepared, each year,

the Trustees shall inform the bargaining unit or its
representative of the tentatlve Dudget for the next

.fiscal year.

Neither party in any negotlatlons shall have any control
over the selectlon of the negotiating representatlves

of the-other: party Nor-shall either party: have more
than seven persons.in, attendance at any one. negotJatlon
session. The parties mutually pledge that their

:representatlves shall be clothed with the necessary

power and: authorlty to-make proposals and '’ counter-
proposals in the course of negotiations, subject
however, to approval by the Board and the. bargalnlng
unlt.

ThlS Agreement may -be amended upon mutual consent._'Such
amendments shall.be reduced ‘to writing and adopted by the .
Board and:the bargaining. unit. Failure to reach agreement

-on ‘any. proposed amendment shall. effectively postpone con- .

sideration of such amendment until the next negotlatlon
period.. The part1es further declare their willingness to
meet on request of elther party for. the purpose of dis-
cussing problems of 1nterpret1ng and admlnlsterlng this

3procedure.
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F. Except as this Agreement shall hereinaiter otherwise
’prov1de all terms and conditions of & ~loyment applicable
.on the effectlve date of this Agreement to emplovees
covered by this Agreement as established by the rules,
‘regulations, and/or policies of the Trustees in force
on said date, shall continue to be so applicable during
the terms of this Agreement. Unless otherwise provided
in this Agreement, nothing contained herein shall be
interpreted and/or applied so as to eliminate, reducu,
nor otherwise detract from any faculty benefit exi isting
prlor to its effectlve date
. . b
IFf agreement'cannot be reached ‘between the bargaining
unit and the Board of Trustees, either party has-the
right to declare an impasse and request mediation
procedures through the Division of Publlc meloyment
Relations Commission.

]

H. The Board and the bargairing unit shall deliver to each
other their original proposals for subsequent agreements
no later than November 15th of each year.

I. The Board and .the bargalnlng unit agree’ to make every
effort to conclude negot1at10ns affecting agreements
no later than February 15th.

“J. ~Detalls under dlscu551on and agreements tentat1vely
reached shall be held ‘confidential by the Board and the
bargaining unit until such time as both" partles mutually
agree . that such details and agreements sha?l be released

- for publication. : - : ‘ '

I Dev1at10ns from .this: contract requlre the approval of
" " both partles to thls agreement

3. “This‘agreement shall be effective from September 1, 1971

’ and shall continue in effect until August 31,1972 unless
the bargaining unit and- the Board agree in wrltlng to an
exten51on of its duration.

L ‘”The provisions of this Agreement shall continue in effect
until such time.as either party shall give written notlce
to' the other before September 15 of the calendar year
preceding the calendar year in whlch this: Agreement: explres
of its desire to modify, amend, or supplement the terms

~ of this Agreement. : Such negotiations shall begln not -
later than October 1 of the Calendar year: preceding the
calendar year in which this Agreement expires. Any agree-
ment so negotiated . shall apply to all members of the unit,

O
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be reduced to writing? be signed by the Board and the
bargaining unit, and be adopted by the Board and ratified
by the bargaining unit membership.'

"Negotiations Procedure. Re-negotiation of this Agreement
for the subsequent years shall be commenced no later

than - - , . Such negotiations shall include, but
not ‘be limited to., the subjects covered by this Agreement
and any other matters. mutually agreed to be negotiable

by the parties. Any agreement shall be reduced to writing
‘and s1gned by the Board and' the bargalnlng unlt

If the negotlatlons descrlbed in this section (A above) _
have reached ‘an impasse; ‘the procedure described in Act 379
of the el Public Acts of =~ - will be followed.

This Agreement incorporates the agreement reached by the
parties on all agreed issues which were subjects of
negotiation.” During the term of this Agreement , neither
party will be requ1red to negotiate with respect to .any
such matter whether or not covered by this Agreement

and whether or not within knowledge or contemplation of
“either or both of the parties at the time they negotlated
or s1gned thls Agreement ‘

Nelther the Board nor the bargaining unit shall have any ‘
control over the selection ‘of the bargalnlng representatlves
of the other a

“Termlnatlon of a tenured app01ntment does not becmne
effectlve untll approved by a majority vote of all members
of the Board upon specific' charges and after a ‘hearing),

if a hearlng 'is requested in writing by the faculty member
‘within 10 days after the serv1ce of notice as herein
prov1ded "

“Final agreement on the entire package of proposals shall
be permanent‘unless opened: for negotiation by written
notice at least thirty days prior to December 1 of each
school: year, excepting that the salary schedule shall be
re- negotlated each year o

”Agreement shall explre on the date preceedlng the first
day of the 1972 73 academlc year

"Agreement shall continue from year to. year ‘thereafter
unless either party shall give written notice by January
1. Negotiations shall begin no.later 'than January 15

for the purpose of settlement of 1ssue(s) raised by such’
~notlce
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10.

11.

“Written notice at least 60 days prior to termination of
agreement, absence of such a notice agreement shall
continues in effect from year to year.

'‘Reopening. Between April 1 and April 15, , the
bargaining unit may notify the Board in wrltlng of its

‘des1re to reopen the Agreement, provided. such reopener and

any resulting negotiations shall be limited to the salary
schedule, the overload schedule, the equalization factor,
and the group insurance beneflts received by the faculty
members covered by’this‘Agreement Upon such notice being

~given, the duly authorized representatives des1gnated by

the parties will meet for the purpose of negotiating the
salary schedule; the overload schedule, the equalization
factor, and the group insurance beneflts for the
academic year.'

CONFORMITY TO LAW (SEPARABILITYﬂ SAVING CLAUSE)V

Main Considerations

1.

'If any provision of this agreement or any application of

this agreement to any employee or group of employees. 1s
held ‘to be contrary to law, then such provision or
application shall not be deemed valid and subsisting,
except to the extent permitted by law. but all other
provision or appllcatlon shall continue in full force and
effect. Any such provision shall be negotiated by the

fBoard and ‘the, bargalnlng unit to comply with exlstlng law.

If held- 1nva11d by court of compentent ]urlsdlctlon from
whose final judgment or. decree ‘no appeal has been. taken
within the time perlod for d01ng so. o

Partner agrees to use their best effort to control any
loss of federal, state or other-funds which may be

threatened by any term or condltlons of thls agreement

Sample Items

1.

“If any prOV1s1on of this Agreement or any application of
the Agrecment to any faculty member or group of faculty

~ members' shall be found contrary to law,.then such pro-

vision or appllcatlon shall not be- deemed valid- and-
subsisting. except to the'extent permltted by law, but
aill other provisions or applications shall contlnue in
full force: ‘and effect.”
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. 2. "This Agreement is subject in all respects to the laws
of the State of with respect to the powers,
rights, duties and obligations of the Board, the bar-
gaining unit and employees in the bargaining unit, and
in the event that any provision of this Agreement shall

. at any time be held to be contrary to: law by a court of

. competent jurisdiction from whose final judgment or
decree uu dppeal Bms been taken within the time provided
for doing so, such provision shall be void and inoperative.
.However , at‘the option of eifther party to the contract,
the specific provision thus voided, and “hat provision
‘only shall be immediately subject to negotiation All
other provisions-of this Agreement shall contlnue in
effect. "

'PROCEDURES FOR COLLECTIVE BARGAINING

Main Considerations

1, Usually indicates bargaining shall be in “good faith,” a
term generally‘left undefined.

2. ‘Recognlzes that final approval authority rests not with
the negotiators but with client’ groupu. Not valid . until
raleaed

3. ‘May indicate that both- partles shall endeavor to pursuade
Accllent group to accept terms.

4. Agreement shall be reduced’'to writing.

5. . Board agfees‘not to negctiate with individual instructors
duringlthe life of the ccntract.

6. May indicate the present faculty agenr’valld to represent
the faculty only so long as the faculty bargalnlng wlt
maintains open membership. ‘

7. ‘Board must make availlable to the bargaining unit repre-
sencatlves (1) the names of all employees by rank or
title, (2) salary 1nformat10n (3) years of service
of each employee (4) any and all 1nformatlon statistics
“and - records relevant. to negotiations or neeessary for the
processing of a grlevance or. the enforcememt,of the terms
of the Agreement.

8. - Neither party may control or influence the selection of
" the other unit's negotiating repriesentative(s).
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9.

L0.

11.
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12.

13,

14,

15.

16.

17
18:
19O

.20,

2l‘

| Representatives are to have the authority to make pro-

posals and counterproposals, but not the aguthority of
£inat w7 pval.

Grievance procedures may not be circumvented by or during
the process of contract negotlatlons

Grievance procecures contained in a new contract are not
operative until the comtract is auly ratified by both
partles e — R : N
If agreement ‘@nnot be: .reached ‘between the parties or if
either party ‘e=fuses to: meet to negotiate the item, either
party has the—-ight to declare an impasse and request
(mediation, fa—t ¥inding, arbitrations),

No details of~ ~The substance of the matters under negotia-
tion shall be zalxased for publication until the Agreement
has been duly p=rified.

On occasion a waitract will speclfy that upon petition
51gned by percent of thé members of the negotiations
-aunit, a refereﬂxym shall be held challanglng the . present
negotlatlng unft"s right of representatlon Procedures

may be spelled:out to fulfill the challange process.

If there is‘aqyrconflict'between‘the Agreement and Board
rules 'policﬁes and procedurest the Agreement prevails.

Some contraccs indicate that both parties will support
jointly any lgglslatlon or administrative action’
requlreé to implement the terms of the Agreement

Requests foram&otiation meetlngs shall be. made by and
between the chyﬂf negotlators only..

May be a llmIT ‘on the number of persons compos1ng a
bar&alnlng team. :

' Chief negotiamwy for each party designated as principal
spokesman in zad out of formal negotiatlon sessions.,

Negctlatlon sessions at time and location mutually
agreeab}e to ke chlef negotlators

Composition of initial agenda may/may not be by mutual
consent of the two chief negotiators.



22.

23.

24,

25.

126,

27.

28.

29,
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Either chief negotiator may declare a caucus of his time.
at any time during a negotiation session.

‘Bvery proposal and counterproposal must be responded to -
by (1) acceptance, (2) a request to study, (3) a counter-

proposal or (4) a'rejectior.

During‘negotiations each item mutually agreed to shall
be initialed by both chief negotiators and shall not
be subject to renegotiation unless subsequent develop-

' ments deem. it des1rable ‘and both chief negotiators

consent.

Frequently, a statemnnt indicates that the Agreement
incorporates the entire understanding of the parties

on all matters which were or could have been- the subject
of negotlatlons

Objectives of the process.
Representation.
Closed negotiating sessions.
Cost of consultants.
Subject of negotiations.
- Requests from one side to the other.
Schedule of negotlatlons sessions.
.~ Exchange of information.
“onative  and final agreement procedures
Appeal’ procedure
. Mediation procedure.
Fact finding procedure,
Arbltratlon procedure

ErAAGHRIOTMMNMUOUOW>

iAgreement maykbe altered; changed; added to, deleted from

or modified only”through the voluntary, mutual consent. of

‘the partles in a wrltten and signed amendnent to thelr

agreement , /

Agreement . is subject to the appropriation of necessary
funds and shall not become effective until the appro-
priation of the necessary funds.

A. Number of members on team.

B. Number of consultants avallable

C. Negotiations shall be held at times other than
) during. negotlatlng teachers‘ work load

D. Recess procedure.

E. Procedure for postponlng or cancelling scheduled
sessions.

F. No release of information without mutual agreement
prior to completion or impasse.
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30.

No loss of pay. for participation in negotiations,
grievance procedure, conferences or meetings.

Sample Items

1.

The Board Megotiating Committee and the
Negotiating Committee as bargaining representatives of
their respective groups, hereby agree to the following
guidelines 'in negotiating procedures:

A. It is to be understood that all bargaining shall be
in good faith, and that the respective negotiating
committees shall work diligently to formulate a
Master Agreement as resourcefully and expeditiously
as possible. ‘

B. Although it is recognized that both committ.us are
required to gain final approval by the majority of
their respectlve groups, it is to be understood
that  in no way should foreknowledge of such
requirement impede the progress made by both
committees. ‘

Cc. It is to be further understood that each committee
shall endeavor to encourage their respective groups
to accept such recommendations. as are made by the
committees as soon as mutual agreement between the
commlttees is reached ~

D. Upon rat1f1catlon of the Master. Agreement by the
respectlve membershlpg, appropriate individual
contracts, in accordance with' the Master Agreement
and Board Pollcy, will® be presented for proper
51gnatures

E. This Agreement will not be effective‘until ratified
by .a majority of the memberbhlp of and
'approved by the Board of Trustees

F. The provisions of this contract will be in force‘from
August 25, 1971 through August 24, 1874, in accordance
with Article VIII Section B.

"Both oartles recognlze the constructlve role. played in
these negotiations by students and alumni as observers with
clearly defined opportunities to. comment. We therefore
agree that the same opportunities be afforded them in formal
negotiations conducted during the term of the agreement.'-
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STATEMENT OF INTENT

‘Main Considerations

1.

A. Unlimited right arnd opportunity to make demand
proposals with respect to all mandatory subjects
of collective negotiation.

B. Agreemeht shall supersede any rules, regulations
or practices of the Board which shall be contrary
or inconsistent with its terms.

C. All contracts with new members of the negotlatlng
unit shall be made expressly subject to the terms
of thls Agreement.

D. "Enforcement of this Agreement is the joint .
respon51b111ty of the Board and the bargaining
unit. " Should any dispute arise as to’ the proper
interpretation or application or any provision(s):
of this Agreement, representatives of the Board
and the bargaining unit shall meet and confer in
good faith to resolve differences.

E. Any misapplications of the provision of this
‘ ‘Agreement shall be considered a v1olatlon of the

Agreement.

Bargain collectively with respect to hours,'wages, and

~terms and conditions.of_employment.

It is a ba51c pr1n01pal that the Trustees and certified
staff have :a. common and- sympathetlc interest in the
program .of ‘the school and of the students and in main-
taining and improving relatlonshlps among the Trustees,
administration, the faculty and. publlc

Area for negotiations: . Negotiating procedures.

Grievance. procedures

Salaries

Related economic condltlons of e
employnent ,

Other mutually agreed upon
matters.

Area: hiring, promotlng, determining rank, firing, sus-

‘pendlng or otherwise disciplining, employees determining

curriculum, determining admissions of students, laying off
of employees, scheduling work, conferring tenure, reorganizing
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the college—-faculty members shall contlne to be involved
and participaté in the determination of these matters.

TERMS AND DEFINITIONS

The following terms are frequently defined:

Academic Year: the inclusive dates from = to

Administration: the President and other pr1n01pal administra-
tive officers of the college app01nted by the Board from
time: to ‘time. ‘ : /

Agreement the contract negotlated between the Association

[Union] and ‘ College,

Association [Union]: the exact name of the faculty bargaining
unit, e '

- Board: the complete title of the Board of Trustees, including
the name of the institution.

Campus: " any site or locatlon of the facilities or propertles
of College

Faculty: the members of the negotlatlng unlt except where
spe01f1cally otherwise 1ndlcated \

Grlevance a clalm by the (A55001at10n/Unlon any party to
. this Agreement) that there has been an’ alleged violation,
misinterpretation, mlS appllcatlon 1nequ1table appllcatlon
or nonapplication of any provision of this Agreement Some
definitions also permit a grievance agalnst any- establlshed
written college pOlle

DISTRIBUTION OF AGREEMENT

Main Considerations

1. The cost of prlntlng and dlstrlbutlon (the Agreement) is
almost always the Board's OblanthHS but on occasion
the faculty ba“galnlng unlt may pay a share of  the. costs.

. 2, There may be a statement as: to the number of coples to be
prlnted and dlstrlbuted either an absolute figure or
“to every member of the bargaining‘Unit.“




13

Often a time limit by which copies must be distributed
("30 days after the Agreement has been duly ratified.’)

Cost of publication of this Agreement will be shared by

. the two parties in equal amount.

Copies presented to all faculty now employed or
hereafter employed by the Board.

At expense of Board.

Coples of this Agreement shall bc 1ncorporated in the
Faculty Manual by references

‘Copies posted on all bulletin boards.

RECOGNITION OF COLLECTIVE BARGAINING AGENT -

‘Main” Cons1deratlons

1.

2.

B

O

“ric

JAFuiToxt provided by ERIC

nThe;name of the lawfully determined bargaining unit agent.

~Any law, act.or directive setting forth the requirement and/or

conditions governlng bargalnlng
Exclus1ve representatlon of the employee's agent.

PePlOd of exclus1ve representatlon (for the duratlon of
the contract -for the duratlon of the contract ‘and

V'number of addltlonal months if no contract . bargalned by.
the date of contract explratlon )

Frequently included is a statement. llstlng the. classes of
persons included in. the bargalnlng unit. Other ‘contracts
list ‘the -unit inclusions and exclus1ons in a separate
sectlon ‘ ,

A number oficontracts include astatement indicating that

‘the Board may‘not'negotiate with any other teacher
- representative agent, in addltlon to the ‘statement of

exclus1ve representatlon

"Often recognltlon statements will list areas for negotia-

tion,” such as hours ‘wages, working conditions and grievance

'settlement
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10.

11.

12.
13.
in,

15.

16.

Full Tt Provided by ERIC.

Some contructs expressly permit the individual teacher to
contact the President or Board of Trustees to consider
the problems of any individual or group.
'The Board of Trustees recognizes the bargaining unit
of as the exclusive negotiating agent for
all full-time faculty who serve the College in academic
rank as instructor, assistant professor, associate pro-
fessor, or professor for the purposes of negotiations
regarding the terms and conditions of employment for the
academic year and in the settlement of grievances and
for all lawful purposes under the laws of the State of-
This recognition shall extend for the
maximum period of unchallang=d representations status
authorized by lair..

"The College rccognizcs the bargaining unit as the exclusive

representative to the extent required by Act . of the
Public fct of 1965 for the purpose of collective

bargaining for all full-time faculty with respect to hours,

vages, terms and conditions of .employment during the terms

of this Agreement."

Exclusive representative to the extent required by state

law for the purpose of collective bargaining for all full-

-time facuity with respect to hours, wages, terms and

conditions of employment during the term of this Agreement.

Extension of full-time faculty to include librarians and
counselors. : :

EXclusive and sole representive for faculty
members for collective negotiating concerning grievances,
terms and conditions of emp1oyment for full-time faculty

All prOV181ons,concern1ng department chairmen will be
clarified later subject to unit clarification by the
State Public Employees Ralations Committee.

Board agrees not to negotiate or contract with any
individual instructor covered by this agreement nor any
instructor organization other than for the
duration of the agreement. '

Nothing contained herein shell be construed to deny or
restrict to any instructor or the Board of Trustees any
rights either 2y have under the applicable

laws or applicable Civil Service Laws and Regulations.

"The rights granted hercin shall be deemed to be in

addition to thOoL crovided elsewhere.
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17.

18.

19.

21.

22.

23.

24,

Board shall not negotiate with any individual or indivi-
duals to change the hours, wages and/or conditions or
employment of the faculty which are incorporated in this
agreement. :

The bargaining unit agrees to maintain its eligibility to

.represent all teachers by continuing to admit persons to

membership without discrimination and to represent all
employees equally regardless of membership in any employee
organization.

liew policles and regulations relating to hours, wages and
conditions of employment not covered by any portion of
their contract which are contemplated by the Board shall
be adopted only after prior consultation with the Union,
with a good faith intent to reach agreement. However,
the Union recognizes that failure to reach agreenment
following such gooa faith consultation shall not give
rise to a grievance. .

Agency shop premium--requiring membership or payment of
equilavent amount of the dues to the union or employment
shall be terminatéd--detailed provision for person.

The state labor relations board of the having
duly determined that the association has been lawfully
designated or the exclusive representive for the purpose
of collective bargaining.

The term of recognition shall be the term of thiis contract
and the period of unchallenged recognition shall terminate
five (5) months from the effective date of this agreement.

The Board specifically recognizes the rights of itself and
its employees appropriately to invoke the assistance of the

-State Labor Hediator Board or a mediator from such public

agency , or an arbitrator appointed pursuant to the pro-
vision of this Agreement. ‘ '

The Board shall not seek the employment of part-time
teachers for the purpose of reducing the number of the
professional staff by replacing full-time teachers.

Any job title not incluced in. or specifically excluded
from the bargaining unit . . . must be subject to
negotiation between the association and the board to
determine whether such portion should be included in the
bargaining unit. It shall be the responsibility of the
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Director of Persomnel to advise in writing . the president
of the association of all postings of new positions.

25. o administrative duties shall be added to any position
within the bargaining unit wnich has the effect of
removing such position from the bargaining unit without
prior negotlatlon and agreement with the association.

26. This agreement supersedes any individual contracts K rules
regulations or practices of the Board or the ‘Administration
which shall be contrary to or inconsistent with it's term.

27. Association shall continue its period of uncihallenged
representation status for the maximum period of time
described in (state statutes).

28. This Agreement shall not be construed to prevent the
Board or any administrator from meeting with any employee
or employee organizations. including the faculty associa-
tion representing full-time fa®ulty members for the
purpose of hearing the views and proposals of such
employee or such employee organization provided that as
to those matters covered by thie Agreement no change or
modification shall be made exccpt through negotiation
and agreement with the Union.

ERIC
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CHAPTER 3

GOVERNANCE

GRIEVANCE PROCEDURE

Sample Items

1. "Definition. The term ‘grievance' as used herein, shall be
interpreted as a claim based upon an event or condltlon which
affects the condition of work or employment of a faculty
member or group of faculty members and/or the interpretation,
meaning or application of any of the provisions of this
Agreement. Grievances may be instituted by any faculty
member, group of faculty members, or the Faculty Association.

~
The faculty member may elect to have a faculty representative
of the Association with him at any stage of the grievance
procedure or he may choose to process the grievance and have
it fully adjusted without the intervention of the Association,
as long as the adjustment is not inconsistent with the terms
and conditions of this Agreement.

2., No Restraining.  No restraining; coercive, discriminatory or
retaliatory action of any type shall be taken against a
faculty member by any supervisor because of the faculty member 's
desire to file, the institution of, or participation in a
grievance, ‘ ‘ :

3. Time Lihits. All time limits herein shall consist of normal
working days.  Time limits may be extended only with the
wrltten consent of the College and the aggrleved party.

4, Steps in Grlev1ng Any grlevance shall be presented through
the follow1ng procedure although the aggrieved parties .are
urged to discuss items informally within their department
and/or with their immediate supervisor before flllng a
formal written grlevance

A. Step 1. Wlthin thirty (30) days after the event or
occurrence, the aggrieved party shall present the
grlevance in writing to the appropriate immediate
supervisor.

The statement of grievance sha}l include:
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1. The name of the aggrieved party or parties.
2. A _statemmnt of the facts giving rise to the grievance.

3. Identification of all provisions of this Agreement
alleged to be violated.

L, The date on which the event or occurrence first
occurrec or the date on whizh the aggrieved party-
first gained knowledge of the alleged event or
occurrence.

5. The date of the initial submission of the
grievance in writing.

6. Remedy or correction requested.

The supervisor shall render his decision to the aggrieved
party in writing within five (5) days after receipt of the
grievance. A copy shall be supplied to the President of
the Association.

B. Step 2. In the event the aggnleved party is not satisfied
with the decision at Step 1, he may within six (6) days of
" receiving the decision, present an appeal in writing to
the Campus Provost. Wlth this appeal, he shall present
a copy of his original grievance and the reply of the
supervisor at Step 1.

The Provost shall render his decision to the aggrieved
party, in writing, within five (5) days after receipt
of’ the appeal. A copy shall be forwarded to the
‘President of the Association.

C. Step 3. In the event the aggrieved party is not satisfied
with the decision at Step 2, he may, within six (6) days
of rece1v1ng the decision, present an appeal in writing
to the President of the College. ‘With this appeal he
shall present a .copy of his original grievance and of
the replies received at Steps 1 and 2. The President
shall render his decision, to the aggrieved party in
writing, within five {5) days after receipt of the
appeal. A:copy shall be forwarded to the President
.of the Association. :

D. . Step k., In the event the aggrieved party is not satisfied
with the decision at Step 3, he may within six (8) days
of receiving the decision, present an appeal in writing




to the Secretary «f the koard of Trustees. With this
appeal he shall pmesent & copy of his original
grievance =nd cf =he' replies received at Steps 1, 2,
and 3. Within fiwe (5) days of the receipt of the
"appeal, the Secretxary of the Board of Trustees shall
notify the aggriewed party of the date of a hearing.
Such hearing shali begin no more than twenty (20)
days after the reseipt of the appeal. The Board of
Trustees shall render their decision to the aggrieved
party in writing. within five (5) days after con-
clusion of the hearing. A copy shall be forwarded

to the President =% the Association.

E. Step 5. 1In the ewent the aggrieved party is not satisfied
with the decision at Step 4, he may, with the approval
of the Association, take an appeal of the matter to an
impartial arbitrator selected from the American Arbi-
tration Association under, and in accordance with, the
rules thereof. Such appeal and request must be made
to the American Arbitration Association within ,
fifteen (15) working days after receipt of the decision
in Step 4. The arbitrator shall render his decision,
in writing, withim thirty (30) working days after the
conclusion of the ‘hearing. It.shall be final and
binding on the Association, its members, the faculty
member or memberswinvolved. and the College. v

The fees and expenses of the Arbltrator shall be paid
by the party losing the grievancz as determined by
the Arbitrator. All other expenses shall be borne by
the party incurring them. and neither party shall be
responsible for the expenses of the witness-called by
‘zhe other,

5. Powers of the Arbitrator. It shall be the function of the
Arbitrator, and he shall be empowered except as limited
‘herein, after due investigation to make a decision in cases
~of alleged violation of specific articles and sections of
this-Agreement.- -

A. He. shall have no power to add teo, subtract from,
disregard, alter or modify auy 7 the terms of this
Agreement. ‘

B. The salary schedule provided as a part of this
Agreement may not be changed by the Arbitrator nor
" ‘may: he establish any new salary schedule.
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C. tie shall be limited to deciding whether the College
or the faculty member or members have violated
specific articles or sections of this Agreement.

He shall not substitute his judgment for that of
the College as to the reasonableness of any practice,
policy or rule established by the College.

Should either party dispute the arbitrability of any
grievance under the terms of this Agreement, the
Arbitrator shall first rule on the question of
arbitrability. Should he determine that the grie-
vance is not arbitrable. it shall be referred back
to the parties without decision or recommendation
as to its merits. Heither the College nor the
Association shall encourage any attempt to appeal
the arbitrator's decision and both shall discourage
any attempt to appeal the decision to any court or
labor commission. No provision of this Article XV
is intended in any way to relinquish the legal
rights and prerogatives granted to a faculty member
or to the College by the Constitution and laws of
the United States.or the State of

Failure to Render a Deciéion; Failure to render a decision
at any step of this procedure within the specified time
limits shall permit the grievance to proceed to the next
step.

Failure to Appeal. Failure of the aggrieved party or parties
to appeal a decision at any step within the specified time
shall constitute a withdrawal of the grievance. Any step of
the Grievance Procedure may be waived with the written consent
of the College and the aggrieved party.

Group Grievance. In the event that the faculty members have

a group grievance, it shall be sufficient if one member presents
the grievance on behalf of all similarly affected faculty
members provided, however, that the initial statement of

" grievance will include the items required in Step 1, the names

of all faculty members known to be similarly affected, and a

statement indicating that the grievance is a group grievance. .

A group grievance shall be only one .in which the facts
questioned and expressed provisions of this Agreement alleged
to be violated are the same as they relate to each and every
member of the group. ’ ‘

Objections to Discharge or Demotion. Objections to discharge
or demotion of a faculty member shall be handled through the
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provisions of Article VI, Discharge and Demotion, and shall
not be the subject of a grievance filed under the Grievance
Procedire.”

Other Considerations

1.

Grievance definition: '"Any dispute between the Board and the
Association, or between the board and any employee or group
of employees within the negotiating unit deemed eligible to
avail themselves of this procedure, concerning the meaning
and application of the specific written procedures of this
agreement and the alleged violation of any promulgated

rule or policy of the Administration or Board of Trustees
affecting the terms and conditions of employment.” Also
may include the terms misinterpretation and misapplication.

Areas disallowed:

A. "It is expressly understood and agreed that in addition
to the exclusions from the provisions of the grievance
procedure which are contained elsewhere in the Agree-
ment, the following are not subject to the grievance
procedure: Matters involving the discretion of the.
Board. Any questions..concerning the duration of this

Agreement. - Any matter where the Board is without the
expressed or implied authority to act. Any action
~of the Board which is prescribed by law."

B. Termination of probationary teacher.
C. Placing third year non-tenure teacher on probation.
D. Removal of tenure.

Documents: Records kept separate from perSanel files.
All documents to be made available.

Grievance Withdrawal: Grievance can be w1thdrawn by 1nd1V1dual
but continued by A58001atlon.

Counsel may represent bargaining unit at any level.

Forms for filing grjevance, serving notices, taking appeals,
making appeals, making requests and recommendations, and
other necessary documents shall be made available to all
partles by the Pres1dent

Fees and expenses of the“mediator shall be borne by the
party against when judgment is rendered.
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10.

All discussions shall be kept confidential durﬁng the pro—
cedural stages of a grievance.

Days shall mean calencar days.

Administrative Rignat Clause: It is understood that this
Agreement in no way diminishes the responsibility of faculty,
department chairmen, and of deans. directors and other appro-'
priate administrative officials for the exercise of ‘academic
judgment."

STAFF REDUCTION

Main Considerations

1.

2.

10.

Determination of need for staff reduction.
Request voluntary layoffs first.
Part-time faculty shall be first mandatory layoff.

Full-time faculty shall be laid off in inverse order of
faculty appointment within each subject matter discipline.

Reemployment shall be in subject matter disciplines but in
inverse order of faculty placed on the mandatory layoff
list (full-time faculty.)

Such reemployment shall reinstate all credits and benefits
to the faculty member pursuant to the agreement in effect
at the time of reemployment.

No new faculty member may be appointed while there are
available faculty members on the layoff list qualified to
fill the vacancy and provided the faculty member reports
to his assignment within fifteen (15) days, unless other-
wise mutually agreed.

Evenlng and summer school are excluded from the above
procedure.

Bumping shall be permitted if the teacher is assigned to
a discipline where layoff must occur and if said teacher °
is qualified to teach in another discipline or department.

Staff retraining where staff reduction is effected by pro-
gram modification or deletion affecting a partlcular
department or area:
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A, Vritten request within thirty'(éo) days.
B. Up to three (3) semesters of time permitted.

C. Board must accept ail retrained teachers without loss
of rank, salary, or institutional seniority.

D. Right to return to position lost, if reopered, without
loss of seniority.

11. One month's severance pay fur tenured faculty.
Sample Items

1. "The Board may, upon giving ninety (90) days written notice
prior to the end of the academic year, without hearing, ter-
minate the services of any faculty member because of necessary
reduction in personnel, provided there is consultation with
the ....... prior to the decision to make any such reductions,
and provided that the reductions shall be accomplished according
to the following provisions:

A. The Board shall determine the areas in which reductions
"shall be made and such reductions. shall then be
accomplished' in the following order _part- -time faculty,
probationary faculty, year-to-year contract faculty,
and lastly continuing contract faculty members.
Retention of full-time faculty members shall be deter-
mined by u51ng the criteria of senlorlty in the
institution,in the division, and in spe01f1ed areas
within the division (not necessarily in that order
of priority.) '

B. Released facuity members shall be placed on leave of
absence with no obligation to rehire after the
explratlon of threé (3) years. Each faculty member
placed on leave of absence as aforementioned shall

_be reinstated in inverse order of his placement on
leave of absence for a vacancy for whlch he is
'quallfled

C. The Board shall notlfy quallfled faculty members on
leave of absence of subsequent vacancies by certified
mail to the'last address registered by the faculty
member. at the Vice President's office. No new appoint-
ments, except on a temporary: basis, shall be made .
within thirty (30) days from the mailing of such
notification. No appointment of new faculty members
shall be made until all those on leave of absence
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qualified for the vacancy have been given an opportunity
to be re-employed. If & faculty member does not return
to work at the specified time the Board shall have no
further employment obligation to him, except that when
a faculty member who has given notice of his intent to -
return is prevented from so doing due to illness or
other emergencies, his leave shall be extended for a

- period not to exceed one (1) year. :

D. Upon return such faculty member shall retain all credits
toward sabbatical leave, sick and emergency leave and
experience for salary purposes during lay off, provided
that college or university teaching and counseling
experience gained during lay off shall be evaluated for
salary purposes upon re-employment."

NO DISCRIMINATION

Sample»Items

1. *“The bargaining unit agrees to maintain its eligibility to
represent all teachers by continuing to admit persons to
membership without discrimination and to represent all
employees equally regardless of membership in any employee
organization."

2. '*The Board agrees to continue its policy of not discriminating
against any teachers on the basis of race, color, creed, sex,
national origin' marital status or membership in or partici-
pation in, or association with the activities of any .employee .
'organlzatlon o

PERSONNEL EVALUATION
§ample'1tems

1. '"Evaluations of faculty shall be used for the purpose of
improving instruction and to aid in determining whether a
faculty member shall be promoted or retained. Effective
teaching should be the most important element but other factors,
such as professional development, additional contributions to
the College ‘to the community, and to professional organlzatlons
should be con51dered

Faculty evaluation is a continuous process, and determinations
as to retention, tenure, and promction will consider the
faculty member‘s performance for his entire length of service
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at the institution. This would suggest that reference be
made to all previous evaluations and to qrowth exhibited
by the faculty member since his employment at the College.

A.-

Evaluation of Non-Tenured Faculty: A comprehensive
evaluation each semester shall be conducted within each

1.

department , coordinated by the Department Chairmen. Such
evaluation will be comprised of four -elements:

Chairman’s Evaluation--The Chairman's comprehensive

“evaluation shall be presented on Form A Appendlx

The Faculty Association Senate, the Department.
Chairman and the faculty in the department may add
to the criteria stated on the form.

"The Chairman's evaluation will be submitted prior to

December 5 and April 30 for non-tenured faculty.

The Chairman will recommend the faculty member's
retention (non-retention), tenure, and promotion
and forward the recommendation to the Division Dir-
ector and the Divisional Evaluation Committee.

Peer Evaluation--A peer is defined as another
faculty member (if possible one who has at least
two years experience and who has taught the same or

, similar course before in this 1nst1tutlon) chosen

by the faculty member being evaluated. The peer
evaluation will take place prior to November 15 and
March 15 for non-tenured faculty. ‘A copy of the
observation/evaluation form (Form B) constitutes

an attachment of this Agreement. A copy of the peer
evaluation will be forwarded tn the Department
Chairman. '

Student Evaluation--Each faculty member will be
evaluated by students: each semester in all sections
of every course he teaches prior to November 30 and
March 31. As soon as possible an evaluation form
which has been. agreed to by the Student Government
and. the Faculty Association Senate in consultation
with the Academic Dean will be developed. The
faculty member. shall be respou51ble for summarizing
the results of the student evaluations and forwardlng
this summary to his Department Chairman. - It is the
reSpon31blllty of the faculty to retain the original
student evaluations on file in his office,

T e e,

3y
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4. Self-Evaluation--Each faculty member will prepare
a self-evaluation prior to November 15 and March
15. A copy of Form C, the self-evaluation form,
constitutes an attachment of this Agreement. The
self-evaluation will be forwarced to the Department
Chairman.

Faculty Improvement: Each faculty member will receive
copies of:all evaluations given. The comprehen81ve
evaluation and teaching observations should provide the
faculty member with information which he can use to plan
for his own improvement. Teachlng observations must be
on observable instructional acts. ' Where deficiencies
are found, there will be suggestions for improvement on
all evaluatlon forms. - Follow-up observations must be
arranged for the purpose of noting improvement.

Divit.ional Evaluation Committee: "For non-tenured
facuity members, the Department Chairman, peer, student,

"and self- evaluatlon will be forwarded to a Divisional

Evaluation Committee consisting of one tenured teaching
faculty member from each depa*tment within the Division,
and 1nclud1ng the faculty member's Department Chairman

or Assistant. Any additional observations made will

also be forwarded to the Divisional Evaluation Committee.
The Division Director or his designee shall serve as

non- votlng Chalrman of the’ DlVlSlOnal Evaluation Committee.

The respon31b11;t1es of this Committee shall be:

a. To check for glaring inadequacies and recommend
remedies.

b. To prepare a comprehensive summary and recommen-

~ dation based on the input provided by four elements

involved in the process. (Chalrman Peer, Student,
Seilf-Evaluation.) ‘

c. To recommend the faculty member for retention
(non- retentlon) tenure, promotion and forward
this recommendatlon to the Division Director.

Two 1ndependent recommendatlons for retention (mon- retentlon)
tenure, and promotlon will be forwarded to the Division
Director ‘The Department Chairman's recommendation submitted
on the comprehensive evaluation form and the recommendation

from the Divisional Evaluation Committee submitted on the

Divisional Evaluation Committee comprehensive form (Form D.)
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In regard to retention. if the Division Director or
higher-level administrator does not accept the findings 36
of the Department Chalrman and/or the Divisional

Evaluation Committee, the administrator shall communicate

his position to the faculty. the Department Chairman and

‘the Divisional Evaluation Committee.

At his discretion, the Division Director may make
1ndependent teachlnn observations dnd evaluations and
request meetlngs with any facutty member in hlS Division.

Evaluation of Tenured»Paculty; Each year a comprehen51ve
evaluation of tenured faculty members shall be conducted
within each Department, coordinatéd by the Department
Chairman. Evaluation of tenured faculty shall be comprlsed
of the same four elements described above (Chairman's’
Evaluation, Peer Lvaluation, Student Evaluations, Self-
Evaluation.) The comprehen31ve evaluation of tenured
faculty members’ should be completed by February 15 each year.

Peer, Student and Self Evaluations of tenured faculty
members will be forwarded to the Department Chairman, who
is responsible for preparing a comprehensive summary and
recommendation. - The Divisional Evaluation Committee will
not consider the evaluations of a tenured faculty member
unless the faculty member has applied for promotion.”

'Probationary Faculty. Probationary faculty members shall be
reviewed-by their department twice each year on the basis of
criteria established by the campus department. The Statement
of Professional Ethics from the Bulletin of the Amerlcan :
Association of Unlver31ty Profeesors September, 1966, shall
be used as a guldellne to the development of such criteria,

A copy of the criteria used by each department shall be
forwarded to the immediate supervisor prior to its use. The
criteria shall be made available to the probationary employee
by the department within fifteen days after the start of his
a531gnment The department shall notify the immediate super-
visor when the review has been completed.

" Should the department recognize areas of deflclency, it shall

request evaluation by the immediate supervisor no later than
January 1. Such request shall not become a part of the faculty
member's personnel file, nor shall it serve as a cause for dis-
missal” or ‘the basis for rebuttlng a grievance.

Should he deem it necessary with one week's prlor written
notice to the faculty member. the immediate supervisor shall
have the exclusive right to make evaluations without such
departmental request. Evaluation ghall not be used to harass
probationary faculty members.

A, Continuing contract faculty--Continuing contract
faculty members may be reviewed by their departments
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on the basis of criteria established in ~  (the
above section.)

Continuing contract faculty members may be subject
to evaluation, on the basis of criteria established
in . should the department or the immediate.
supervisor deem it necessar ary. One week prior notice
to the faculty member shall be given in writing and
shall include the reason or reasons such evaluation
is deemed necessary. Lvaluation shall not be used
to harass continuing contract employees. ' The
immediate supervisor shall aave the exclu51ve rlght
to make such evaluation. : :

B. Interview with the Evaluator--W1th1n ten (10) worklng
days follow1ng an evaluaticn by the immediate super-
visor, the. faculty member shall be. granted a personal
1nterv1ew with the evaluator, during which interview
the evaluatlon will be elgred by both parties to
indicate recelpt only and. a copy made available to the
faculty member. Should the faculty member feel the
evaluation is impropcr, he may request a conference
with the campus PPOVOQt, within ten (10) working
days of the receipt of the evaluation. Further, in
the event the faculty member feels the evaluatlon is
incomplete or unjust and no change has resulted from
the conference with the Provost, he may put his ob-
jections in writing and have them attached to all
copies of the evaluation prior to their inclusion in
his personnel file.

Failure to follow the evaluation procedure as well as
the content of written evaluations shall be subject

. to grievance procedure. Should they be used as a basis
for a demotion or discharge of a contlnulng contract
faculty member, thhy may be challenged in the proce-
dure as descrlbed in Article VI.

C. Copies of Evaluations--A faculty member shall receive
copies of all performence =valuations which become a
part of his perSﬂnn=l file. A faculty member shall
be ‘apprised of any “ter“"1 placed in his personnel
file and the personnel file shall be made available
to the faculty membcp for his review upon request;
privileged information such as references and con-
fidential credgntials from other institutions
ncrmally collected prior o employment shall be
specifically exempted from such review.

ERIC
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A faculty member shall. upon request—ie provided with
a copy of aniuitem or items from iristmersonnel file,
provided.such. item is.not of priwi¥eg=d nature.

D. Professional Achievements--Faculty members may'at any
time submit ‘evidence of professionzl. achievement or
special services to the College or the community for
inclusion in their personnel file." :

COMMITTEE MEMBERSHIP

Main Considerations

1.

Types of committees included.
A. Campus wide

Currlculum.

Profe551onal Qtandards
Facilities.

. Steer1ng~—college development.
Personnel review.

Fiscal and budget.

Student affairs. ‘
Institutional advising.

ONVNOGLE LN

B, Less than campus wide (department, division).

Faculty svaluation.
. Curriculum planning.
. Scheduling.

. Paculty selection.

TR W

Duties of committees specified.
Mémbership of committees specified (usually wajfority faculty.)
Method(s) of ‘selection of membership.

College commlttee on facilitieszcomposed of twoumembers of
the administration, two members:of the faculty Filus two open
positions to be fllled to meet specific needs #m the area of
facility planning. These open positions to he Flled equally
by administration and facultiy.

College steering committee shall be established in accordance
with the procedures and with the structure agreed to in
negotiation and appearing in Section 'of the Faculty
Manual. ‘
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7.  Personnel review committee: Nine (9) members: three adminis~
trators, one of whom shall be ‘chairman, appropriate depart-
mernt chalrman Five (5) faculty members from different salary
classes

8. Prior to the structuring and establishing of any campus or

~ institutional level committees which involve teacher parti-

cipation. the change of such committee shall mutually agree
upon by the Board and bargalnlng unit.

'Commlttees : Adm Fac Stu

Academic Qtandards & Curriculum 6 12 L
Bu1ld1ng Site and Facilities 5 - 10 3
Financial Affairs 3 College Budget 5 10 3
Professional Standards : 5 10 0
Learning and Institutional Resources 5 10 -3
College and Student Affairs 5 10 5

- District Services Committee 3 3 0

Functions ¢f each ‘committee specified.

9. Ad Hoc Committee oriFringe Benefits, 4 fac/3 adm ratio
Faculty Relations Committee, 3 fac/ 2 adm ratio
Functions and meetings proscribed.

10. Personnel and Budget Committees at all levels of the insti~
tution,

11, ‘Bangaining_uhit shall have the fight‘to designate one faculty
‘member as a member of the Institutional Advisory Committee.

12. Departwent Committees: Faculty Evaluation
' ' Curriculum
Faculty Workload, Scheduling,
Course Assignment,
13. Campus:Wide Committees:  Curriculum
‘ : College Development
Budget Consultation.
14, All Campus Committee.

15. TFaculty'member elected, administrator appointed.

16. Duties of committee specified.
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PERSONNEL FILES

Main Considerations’

1.

There shall be an offici=il category of personnel files which
may be maintmined by the:department and/or school or college
and/or the chief academic officer for the use of committees

and ‘individuals responsible for the use of and individuals

responsible for review and recommendation of the faculty

' member with respect to reappointments, promotion and tenure.

The faculty member may, for a reasonable charge, make .or
obtain copies of said file or files. ‘

Open~to individual upon signature of requesting individual
between 9:00 a.m. and 3:30 p.m. on a working day. Appropriate
administrator shall be present!:

Certain material in file shall not be made available:

A. References from outside source.

B.: Placement records which contaln references. from
outside sources.

C. Transcripts restricted by the sending institution.

D. Other comfidential Fnformation obtalned from outside
the college.

No document :other than above shall be inserted in the :indivi-
dual member's personnel file without his pricr knowledge.
Indiwviidual has the right to respond and response. shalil.be
placed in his file. Documents in personnel file shall be

' assipmed. and. dated by individual plac1ng document inthe
‘persannel file.

Filexcan:inglude records of education, employment and pro-
fessional growth.

Member can add to his own file any materials from a pzo-

fessionml ;source he feels: should be 1ncluded in his. personnel
file.. ‘

Procedure for requesting removal of materials from file.

No secret file or any material or record shall be kept on

a teacher by the Board or administration for any reason.
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ADMINISTRATOR SALARIES

Main Considerations

1.

Specific dollar amount for administrative duties to be
added to appropriate faculty rank of administrator.
Specific amount:listed for each administrative position.

Sal=ry schedule for‘administratcrs by position and level.

Salary schedule for administrators by position with-

mlnImum and maximum.

Pre31dent's salary not included.

PERSONNEL POLICIES

Main ‘Considewations

X,

Bache faculty member entltled to due process in all personnel

~matters.

All personnel policies cifed'elsewhene in this contract shall’

be%applied‘unifO%mly and without discrimination.

The college pollcy and procedure manﬁal [faculty handbook]

‘Pollnles and. procedureslln the faculty: hamdbook shall be

follibwed without:deviation.

TRANSFER POLICY

-Main Considerations

. l .

Tremwsfer shall.be made only in the area of the faculty

member's competence.

Eaeznlty member's prefierence shall be: honored: whenever
posEible to the extent that these considerations do not
conflict with the instructional requirements and the best
Interests of the college and Students.



Forty-five day notice required for invoiluntary transfer,
except .in.emergency. All involuntary transfers to be

_reviewed by Vice-President and faculty members will be

given an opportunity to state their objections in writing.

Faculty members may apply for transfer in writing prior to
(date).

Involuntary transfer or demial of requast for transfer”may

be challenged through the gwrievance procedure solely on the
‘grounds that the decision made was unreasonable.

Listing of vacancies fxr caming year is required.

FACULTY MEETINGS

Main Considerations

1.

‘Faculty member has the ressponsibility of attending all

regulanly :scheduled facuity meetxmgs .college and
institutional.

Everyzeffort shall. be magzs-to held such meetlngs at hours
whenuclasses are not scheduled. :

. ExCe@t;in'cases of emergemcy., the agenda for general faculty

meetidgs shall be publisted forty-eight (48) hours in advance.
If the::administration calls @an emergency meeting of the
general faculty, a faculty member may cancel all classes
whichzconflict with the:.fiours of the meeting.

All faculty meetings::during workday houws.

PROCEDURE -FOR. @HAURSE SCHEDULING

Sample Items

1.

"Guidelines to be followed in the development of the master
schedule for the College's day program include the following:

A. Classes should be assigned to rooms and laboratories
which can properly accomodate them;

B. To the extent possible a class should be assigned to
meet in the same room for all its lecture sessions;
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Courses should be scheduled in accordance with the
period patterns established by the Director of
Scheduling in order that students may have a

reasonable number of options in determining their

class programs,

Faculty, whenever practicable, shall not be
scheduled for more than two consecutive lecture
hours, nor more than one lecture hour immediatsly
followed by a laboratory period, nor more tham
two consecutive laboratory periods without his
consent. ‘

The regular college teaching day shall begin at '8:00
a.m. and terminate at 4:50 p.m. except that om:
Thursdays such hours shall be from 8:00 a.m. to 5:15
p.m. Faculty shall normally have instructional
responsibilities scheduled five days a week and shall
be on campus as required to perform their professional
obligations. .In the interest of permitting graduate
study of other professional work, or adjustimg an
underload, exceptions to this guideline may ‘be made
with the approval of the Executive Dean and the
appropriate department head. '

No faculty member shall be assigned a teaching . schedulie
extending beyond & hours from the start of his first
class on a given day to the end..of -his last class on
that day except in cases where a faculty member may

- specifically request or agree in writing to a differ-

ent type of daily schedule.

Teaching assignments in the College's.Continuing
Education Program voluntarily accepted for additional
compensaticn are not to be considered in the determina-

“tion of the abovementioned six~hour limit.

Department heads, after consultation with pProgram
chairmen and other faculty members, shall ‘advise the
Director of Scheduling in writing of any special
scheduling requirements for courses offered by their
respective. departments at least—éight weeks before the
end of the semester prior to the semester for which
the request is made. ' Such requests shall include ‘items
requiring special consultation, or for which special
arrangements must-be made. Examples of such items:
include: ‘ A
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1. Special classroom and laboratory requirements for
courses to be offered;

2. Identification of courses which should not be
scheduled in conflict with certain o*her courses;

3. Particular hour patterns Wthh may be required in
‘certaln courses;

4. Blocks of time which should be open to permit
students in a particular course or curriculum to
do field work, engage in cooperative work programs,
or meet similar study-related obligations.

Normally the Director of Scheduling will consult only with
department heads in developing or revising the master
schedule. Faculty suggestions and requests must be
channeled through ‘and approved by department heads."

Schedules.

A.

'Faculty members shall be notified to the extent feasible,

of their tentative teaching schedules at least two weeks
before the first day of classes. Final schedules of

teaching assignments shall be subject to registration and

the final schedule of classes.'

"Teaching schedules shall be so arranged that the elapsed
+ime between ‘the beginning of the first class and the end

‘of the last class shall not exceed seven (7) hours in any

cne day and shall accumulate to no more than thirty (30)
hours per week, whenever possible. When an evening

assignment is made part of the regular load of a faculty

member , every effort will be made to provide at least

twelve (l2) hours between the end of the last class and
hie beginning of the first class of the next day.’

“Whenever possible, there shall.be no more than three
(3) consecutive teachlng classes as part of the fuli-time
teaching schedule.’

.‘Whenever possible, the maximum number of different

class preparations within the full- time teaching schedule
shall be three (3).°

“When a faculty member is requested to make a major
educational effort, for example, the development of a
full course in autotutorial materials or a course of
study on video-tape, he will receive released time
consideration. The Association shall be requested to
give advisory consultation.”
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MANAGEMENT RIGHTS

Sample Items

1.

"Board Rights. HNotwithstanding any provision of this Agreement
the Board hereby retains and reserves unto itself all rights,
powers, duties, authority and responsibilities conferred upon
and vested in it by the laws and Constitution of the State of

Notwithstanding any provision of this Agreement the Board
retains all rights, powers or authority exercised by the Board
which haz not been specifically abridged or modified by the
Agreement. ‘

The Board retains the right to promulgate and post reasonable

rules and regulations governing the conduct and acts of
employees during working hours consistent with the terms and
conditons of this Agreement and Public Law .

‘Hanagement Rights., The Board shall have the right to direct
all teachers in the performance of necessary work functions.
This power shall not be exercised in a manner which will defeat
the specific provisions or basic purposes of this Agreement.
The powers or authority which the Board has not officially

‘abridged, delegated. or modified by this Agreement are retained

by the Board. The Board may promulgate reasonable work rules,
and any dispute with respect to the reasonableness. of such-
work rules shall be submitted to the Grievance Procedure set
forth in the contract.

It is understood by the parties that every incidental duty
and detail connected with each position or operation in any
assignment or job description is not specifically set forth
and that the assignment of new responsibilities shall be
subject to the formation of reasonable work rules.

The Board reserves the right to discipline or discharge for
just cause. The Board reserves the right to lay off for lack
of work or funds or the occurrence of conditions beyond the
control of the Board, or where the continuation of work
would, in the Board's opinion, be wasteful and unproductive.
When work and/or funds have been restored within two

calendar years from. date of layoff, contractual employees

'shall be hired back within their major instructional areas

in reverse order of layoff and their seniority rights shall
be restored as of the date they left service. Layoff due to
lack of work or lack of funds shall be determined by
seniority among those in the same area in which the layoff
is necessary and for which the employees qualify. The
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question of order of layoff may be submitted to the -
Grievance Procedure for determination of its reasonable
application.’

"Management Responalbllltlee Except as limited by the
specific and express terms of this Agreement the Employer
hereby retains and reserves unto -themselves all rights,
powers, authorlty, duties and responsiblities conferred
upon or vested in them by law including. but not limited
to, the right to determine the purpose, mission, object
and policies of the College, to determine the facilities,
methods, means, equipment,:procedures and personnel
requ1red to conduct the College programs; to administer
the personnel system of the College, including, but not
limited to. the recruitment, selection, appointment,
evaluation, training, retention, promotion, assignment
and discipline, 'suspension, demotion and discharge of
employees; to direct, supervise, schedule and assign the
work force; to establish standards and criteria for per-
formance - to maintain the discipline and efficiency o*

the employees and the operation of the College; anw v#

take:whatever actions may be necessary or apprc_..ate

to carry out the mission of the College.. The parties
agree that all customary and usual rights, powers,
functions and authority possessed by. management are
vested in the Employer and the Employer. shall continue

to exclusively exercise such powers, duties and responsi-
bilities, during the period of this agreement.

Manaéement Rights.

A. Except to the extent expressly abridged by a specific

provision of this Agreement, the management of the

- District hereby reserves and retains unto itself. all
_powers, rights, authority, duties and responsibilities
.conferred upon and invested in it by- the Laws and
Constitution of the State of and the United
States, and all of its.Common. Law rights to manage the
Dlstrlct, as such rights exist prlor to the execution
of this Agreement.

B. The District will not exercise its rights, powers,
authority, duties and responsibilities in an arbitrary
or capricious manner, nor in violation .of the terms of
this Agreement, Section 111.70 of the ‘ _
Statutes, nor the laws of the State of and
the United States. ‘ :
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C. The rights of the District unless abridged by this o | ”f‘w
Agreement shall include but are not limited to the : ‘
following:

1. To establish, maintain. change or abolish policies,
practices and procedures.

2. To determine and redetermine the number, location

" ‘and ‘types of its operations, methods, processes
and materials to be employed and " to dlscontane
the performance of methods, processes and
operations by teachers.

3. To determine. the ‘number of hours‘per day, per
' week and days per year operatlons shall be
carrled on,

4. To select and determine the number and t¥ pes of
teachers requ1red and assign work to teachers in
accordance with requ1rements determlned by manage-
ment. ~

5. To establish and cnange work schedules and
ass1gnments

6, To transfer, promote or demote teachers or to
" renew or refuse to renew individual teacher
contracts for lack 'of work or other legitimate
reasons and determine the fact of lack of work.

7, To make and enforce reasonable rules for mainte-
nance of discipline.

8., To suspend, discharge or otherwise discipline
teachers for cause and take such measures that may
be necessary for the orderly, eff1c1ent and prcduc-
tive operatlon af the Dlstrlct

5. 'The Board reserves all its rlghts not - expressly llmlted by
the prov151on of this Agreement.’

PROMOTION POLICY

Sample Items

‘ . '

1, ‘Promotion Procedure. Applications for promotion may be
submitted by a member of the unit on or before November 15
each year, :
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The requirements for academic rank (Experience and Length of
Service, Educational Preparation) contained in Article

shall be minimal requirements for promotion.

In addition to these minimal conditions.in the paragraph above,
consideration will be given to performance as a member of the

' faculty, work or services performed for the institution beyoud
assignad duties, professional status; growth and development,
and in community service,

The Divisional Evaluation Committee shall review credentials
and make recommendations for promotion.

The full list of those being recommended:for promotion shall -
be passed by the Committee to the Division Director on or

before March 15, .. The Division Director may append

comments concernlng the individuals on the list, and he then

shall pass the list to the Dean of Academic Affalrs on or

before March 31 ‘ .

‘ The Dean w1ll add his comments and submlt the list to the
President.

The President will review the recommendations and submit a
list to the Board. Any member of the unit applying Ffor
promotion who is not on the list which is submitted to the
Board ‘must be notified of that fact.

A member of the unit who is not recommended will be granted

a hearing, if he so requects, by a College-wide Promotions
Review Committee consisting of the Dean of Academic Affairs,
acting as non-voting Chairman, the Division Director, and
. one member from each area represented by the assoc1atlon

(flve academlc d1v151ons, counsellng, 1nstructlonal resources. )

If at least three-fourths ¢f the Committee votes to recommend
for promotion, the member of the unit's name and a summary
of the Commlttee s findings w1ll be forwarded to the Board "

2. “Promotion.

A. - Departmental Recommendations, Except as provided in _._ ,
the. Campus Department shall initiate all recommendations
for promotion of faculty members ' in rank. Such recommen-

dations to the Campus Provost fop. promotlon in rank shall
be accompanled by a wr1tten statement in support of the
recommendatlon and must be made by January '15.

~y
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B.

Provost's Decision and Campus Appeal Board. The Campus
Provost shall review all departmental recommendations.

1. If a faculty member who has been recommended for

promotion by his department is not so recommended
by the Provost, he shall be given written notifi-
cation to that effect by the Provost by February
1. Such written notification 'shall include, in
detail the reasons for the Provost's decision, it
shall not become a part of the faculty member's
personnel record.

2. The faculty member may then request,*by February
8, that the Campus Promotions Appeal Board recommend
to the Provost of the Campus that he be promoted.

Comp051tlon of Campus Promotions Appeal Board. The Campus
Promotions Appeal Board shall be comprised of five (5) ;
faculty members chosen by the Campus Faculty Association.

Recommendation of the Appeal Board. The individual
faculty member may, if he does not receive his depart-
ment's recommendation, request, by February 1, that the
Campus Promotions Appeal Board recommend to the Provost
of the Campus that he be promoted."

‘President's Decisior. The Campus Promotions Appeal

Board shall submit its recommendations for promotion to
the Campus Provost. The Provost shall submit his
recommendations along with the recommendations of the
Campus Promotions Appeal Board to the President of the
College by February 28, If the President does not
concur with the recommendations of the campus, he shall
so notify in writing, those individual faculty members
affected by March 15. Such written notification shall
include, in detail, the reasons for the President's
decision; it shall not become a part of the faculty
member s personnel record.

Recommendations,Part of Personnel Record. The recommen-
dations of the Campus Department and/or the Campus

Promotions Appeal Board may, -t the option of. the faculty

member, become a part of his personnel.record; however,
the recommendatlons or fallure 1o recommend shall not
be 'a -basis for charges in a dismissal or discharge
proceedlng



50

G. Provost Recommendation for Two Years. If a faculty
member is recommended by his Provost for promotion for
two (2) consecutive years, he shall be promoted upon
the second recommendation.

‘H. MNo Appeal. The decision of the Provost or the Presi-

dent shall not be subject to the Grievance Procedures
with reference to Article XX.

FACULTY MEMBER BECOMES ADMINISTRATOR

Sample Items

i.

“Any faculty member who assumes administrative duties and
subsequently to the teaching faculty status shall resume
all rights and priviledges that he would have had 'f he had
continued in the faculty status without interruption."

FACULTY GOVERNANCE

Sample. Items

1.

20

"The presently constituted organizations of the University
(e.g., the University Senate, faculty councils, departmental
personnel and budget committees, etc.) or any other or
similar body composed in whole or in part of the faculty,
shall continue to function at the University, provided that -
the action thereof may not directly or indirectly repeal,
recind or otherwise modify the terms and conditions of this
Agreement."

College Governance.

A. The Board and bargaining unit agree that the District can
effectively meet the clinging needs of today's szciety
~ by involving students, faculty, administration and
members of the community in the planning.and governance
of the institution. The following policies will apply:

A faculty member will serve in 2 non-voting capacity .
on the Board of Trustees. He shall be-elected by the
faculty and’ w1ll serve for a minimum of one year,
rece1v1ng in- serV1ce credits as noted -in- Appendix A.
The faculty membpr serving in this ex officio capacity
will be eligible to attend all meetings--public and
executive--of the Board, excbpt when the -Board
determines that. a prlvate dlSCUSSlon on a sensitive
matter is desirable.
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The board may authorize the creation of Citizens'
Advisory Councils or any number of other advisory
groups which it feels will be helpful to the achieve-
ment of -the basic goals of the colleges and the
District. The bargaining unit will be advised of

the creation of any such groups. The formal
recommendations of such <cguyacils and groups shall
be forwarded simultaneously to the bargaining unit,
to the appropriate college pre51dent and to such
other appropriate re01p1ents :

The Board and the bargaining unit agree on the desira-
bility of invoiving the faculty in formulation of
college policies. . This shall be accomplished at

every practicable level. A guiding principle in

this process is that those affected by a policy,

* including the community . shall have a proportional

voice in the development of that policy. A formal

© part of this prccedure will be the establishment of

joint faculty-administration committees. The following
factors and procedures will apply to such committees:

1. The following six (6) permanent joint committees
are established:

Personnel and Operational Policies Committee.
~Fringe Benefits Committee.

Fiscal Folicies Committee.

Student Policies Committee.

Instructional Resources Committee.

Curriculum Development Committee.

O Lo DO

2. These joint committees shall consist of eight (8)
members--four from the faculty and four from the
administration--and shall further include, as a
minimum, at least one faculty member and one admin-
1strator from each college. The selection process
will be conducted by the most appropriate means
available to each group.

3. All committee appointments will be equitable
and objective: consideration will be made of load,
experience, talents and interests.

. Joint committee members will be selectéd and/or

- appointed at the beginning of the instructional
year (i.e., through the following August). In _
~case-of 1llness or extended absence, the pre51dent
of the bargaining unit and/or the DlSt”lCT presi-~
dent shall appoint a replacement.
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A roster of all joint committees will be main-
tained in the District Office and shall also

be made available to the faculty, administrators
and other staff personnel,

These committees will be free to organize themselves,
to appoint a chairman, to select such other.officers
as may be appropriate and to adopt and publish their
own procedures.

Joint committees will have access to all public
information and will be provided with reasonable
support services (e.g., secretarial senvices) as
mutually agreed upon.

The bargaining unit president, or his designee, and

the District president, or his designee, may attend

any of ‘the joint committee meetings in-an ex officio
capacity.

It will be the responsibility of each joint committee
to prepare a written report summarizing its year's
activities and findings and making recommendations
as they relate to this agreement or to the general
operation of the District and/or the collegses.
Wherever practical, all members of the committee
will sign the report. It wiil be submitted in
August by the joint committee chairman tothe Execu-
tive Committee, except that in the case of the
Curr;culum DeveloPment Committee the report shall
be submitted to the v1ce—pre31dent for Educational
Technology’and Systems Services. ‘A copy will also
be provided to the bargaining unit president.

Nothing in item 9 above is intended to limit the
submission of other committee reports and recom-
mendations (e.g., profess1onal leave candldates)
throughout the year.. The same sequence’ for sub-
mission should Dbe followed.

W1th1n a reasonable pePlOd of time, the Executive
Commlttee or the vice pres1denf for Educational
Technology and Systems Services shall reSpond in
writing' to’ the jOlDt committee concerning each of
its recommendatlons poples of ‘the ‘response,

which'will. }qdlcate aqppptance of the recommendatlonn

or reasons for modlf*catlon or other disposition,
will be provided to all committee members and the

bargalnlngvunlt presldent_
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1.

12. Recommendations which require action by the Board
of Trustees to implement shall be forwarded to
the Board by the Executive Committee along with
any suggested changes or recommended action. The
joint committee shall receive copies of all such
communications concerning their recommendations.

13. Faculty members will receive in-service credits
for work on joint committees as prescribed in
‘Appendix A.

14, From time to time, ad hoc and sub-committees may
be formed by’ ]01nt agreement between the adminis-
tration and the faculty. Faculty members on
these committees may also be eligible to receive
in-service credits as prescribed in Appendix A
if mutually agreed upon by the’ partles to this
agreement

ADMINISTRATOR SELECTION

Sample Items

“Selection of Deans: Search committee of four tenured faculty
members- of the particular school or college, elected by its
faculty members of the particular school or college, elected
by its faculty and chaired by chief academic affairs with

vote. Shall submit to President no fewer than three candidates

together with its recommendation. If President accepts one or

more, name shall be submitted the same to the Board of Trustees
for action. If Board of Trustees rejects all the names sub-
mitted by the President, it shall state its redsons in writing
and request the committee to continue its search. Procedure
continues until ‘search committee submits a candldaLe accep-
table to Pres1dent and Board of Trustees

”Bargaining‘unit representatives shall: be involved in the
selection process for the appoiatment of the college president
whenever cuch pos1tlon is vacant or a successor is to select
for the 1ncumbent

"Selection of Department Chairmen. Department Chairmen shall
serve for a term of tnree (3) years unless a vacancy is
declared to exist by the President of the College, or unless
the Chairman is. recalled in - accordance w1th the, prov1szons
of this Article, or unless he res1gns



"The Chairmanship of Departments shall be filied in the
manner «iescribed in numbers a thru h below:

n elecion shall be held in each Department at the
% of the Academic Dean on or before May 15,
ziie purpose of nominating three (3) or more

sartment as Chairman. Each such election shall
y@ld under the auspices of the bargaining unit.

B. Any faculty member within the Department shall be
wligikle for election as Department Chairman.

C. All faculty members within the Department shall be
#ligihle to vote in the election for Department
Chalrman,

D. After each election, the President of the bargaining
unit shall submit a list of thren {3) nominees to the
President of the College.

" E. Within seven (7) working days of the receipt of such

list ‘of nominees, the President of the College shall
either (a) appoint a Department Chairman from the
list of nominees or .(b) notify the Pre51dent of the
bargalnlng unit that he declines %o appoint’ any of
the nominees on the 'list., If the President deziines
the 1list of nominees, a second election shall be
held forthwith in accordance with the provisions of
this Article, within seven (7) working days of the
receipt of the second list of three (3) nominees, the
President shall appoint a Department Chairman from
said list. ‘

F. Recall by Vote of the Department. The‘following
procedures shall be used for the recall of a Chairman:

1. A Department meeting shall be held after filing
with the Dean, a petition signed by at least
one-third (1/3) of the members of a Department
setting forth a statement of the dezire to. recall
the' Chairman of that Department provided that
such petition may be filed only within the
academic year, ‘

2. . Upon receipt of such petition, the Dean shall’
- promptly give fourteen (14) days written notice
to all members of: ‘the Department and to the

President of the bargaining unit, setting forth

the time, date, place and purpose of such meeting.

ns who would be acceptable to the members of the

54
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3. The President of the bargaining unit shall forthwith
appoint an impartial faculty member or members to
conduct the recall mevting and the vote within
the Department

4. A vote of two-thirds (2/3) of all the members of
the Department shall be required to recommend to
the President that he declare a vacancy to exist
in the Department Chairmanship. Upon receipt of
such recommendation from the President of the
bargaining unit together with a written record
of the minutes of such meeting and a recorc of
the votes cast, the President shall call for a
new election under the procedures described in
this Article.

G. The President may at his discretion declare a vacancy to
‘exist.

H. = The President of the College may appoint an acting

Chairman: when the Chairman shall be on leave, incapacitated,

or otherwise unable to fulfill his duties, or upon the
declaration of a vacancy, recall, or resignation.!

“Department chairman shall be elected annually in the spring
semester by a majority of the department.

"Department- chairman selected‘by President. Appointed for
five years with reappointment possible. Full and Associate
Professor shall be able to recommend for position, in

writing.

DUTIES ‘OF DEPARTMENT CHAIRMAN

" Sample Items

1.

“Minimum teaching load of six (6). contact hours and a maximum
of two (2) preparations unless modified by mutual consent."

"Perform three duties set forth in a separate -document
entitled Department Chairman Duties, which shall be jointly
developed by the College, A55001atlon Executive Committee,
and Department Chairman. - :

"Duties will be developed cooperaTWVely by them and the
appropriate administrator and w1ll be set forth in the ]Ob
descriptions for the: p051t10n

4
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S.

“Duties will be developed by the administration and shall be
clearly stated to the faculty in writing. -

‘Duties listed under department organization in Faculty
ilandbook."

56
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CHAPTER &4

ACADEMIC

CLASS SIZE

Main Considerations

1.

10.

11.

Designation of who is responsible for determining class
size (faculty members, department chairman, dean.)

Frequently a maximum number of students per class given
(30-35) but special type of classes may be listed and
assigned different loads (large lecture section/100, etc.)

Written faculty member consent required to exceed official
class size. .

Unauthorized students not permitted to attend a class
longer than first week.

Special consideration given to problems of introducing
new courses, sustaining advanced courses and to commit-
ments to students enrolled in sequential programs, and’
experimental programs.

Class size to be determined in writing between the
administration and the instructor. In case no agreement

reached, grievance procedure initiated.

Designation of a time in the semester when the class load

count will be taken to determine class size.

Students in lab sections may not exceed the number of

‘stations. :

Some contracts call for lab assistants in lab courses.

If a class exgeeds the maximum class size, faculty member
paid extra (usually a fixed fee per student credit hour.)

“The College will attempt to avoid excessive class sizes."

60
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TEACHING LOAD

Main Considerations

1.

2.

10.

1.

12.

O

ERIC

Aruitoxt provided by Eric

Maximum number of credit hours per term/per year.

Ratio of laboratory clock hours to a semester credit hours.
Laboratory hours may count more or less than lecture hours:
up to .5 more or .25 less, unless @ load is all laboratory
that excludes preparing and gradlng examinations, in which
case 21 contact hours equal the normal 12 contact Hour load.

:Evening, summer, Saturday teaching not required of faculty

member if he can meet his load requirement otherwise.

Number of hours that must pass between the end of one
class and the beginning of the next (1-3.)

All teaching requirement on any given day must be completed

_within.an _ - hour period (usually 10).

Some contracts indicate the dates by whlch faculty members
must be notified of their next semester s teachlng schedule.

‘"Development, periodic review, ‘and revision of conventional

courses of instruction are a normal part of the professor's

,respons1blllt1es withim load."

Des1gnatlon may be made as to whom is respon51ble for
assigning workload (department chairman, dean)

Variables to be considered in assign*ng workload (class.
size, number of preparatlons,‘development of new: courses,
evenlng and off—campus classes, extra-currlcular assign-
ments, academic advisory load, types of classes, actual
number of contact hours, type ‘of class presentation--
lecture, recltatlon, laboratory, nlght classes equal

. 1.25 day class per-contact. hour, comparatlve dlfflculty
. of courses, budget llm1tatlons, personnel limits, and

emergency conditions.)

A faculty councll may be created to review faculty Joad

: as31gnments and request adjustments.

Department chalrman may receive a reduction in teachlng
load, stated as a certain number of contact hours ov as a

'number of cred1t hours.

fDeflnltlon of a contact hour' one contact: hour equals 50

clock minutes. .




L

13.  Not included in contact hours: work and equipment prepara-
tion, tests ‘and examinations, gradlng, student evaluation,
scheduled office hours.

4. Released time may be granted for research or curriculum
development. if requested by the faculty member and approved
by the  appropriate administrator(s)..

15. = Generally extra-curricular activities do not justify
' reductions. in teaching load.

16. AssignMent‘to specific courses depend on (field specified
in coutract, teaching experience in this field, degrees
held, demonstrated rompetence, relevant work experience.)

17. Where extra work ic available, it shall be listed and the
list posted and routed.

18. Faculty wishing to request an assignment change must do
. so ir uriting not less than dyas before the com-
.pletion of the previous semester for which the request
is made.

FACULTY REGPONSIBILITY

Main Considerations

1. Cooperate with the admlnlstratlon in providing quality
education. ‘ . L e

2. Participate in academic advisement and program planning.

3. Participate in college-wide social, cultural and ,.o-
fessional activities.

ERIC
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‘ SamglezItem

,l.

2,

“Nothing contained herein shall ‘be construed to deny or”
~ restrict to any instructor rights he may have under the

| FACULTY RIGHTS

”Pursuant to Act 336 of the Public Acto of 1947, as amended
the Board hereby agrees that every eligible profe531onal
employee ofﬂthe Board shall have the right freely to organlze,

‘]OlD " and support the Association for the purpose of engaging

in collective bargalnlng or negotiation and other concerted
activities for mutual aid and protection. ‘As a duly elected
body exercising governmental power. under the laws of the
State of = , the Board undertakes and agrees that .
it will not‘directly or indirectly discourage or deprive or

. coerce any instructor in the enjoyment of any rights con-

ferred by Act 336 or other laws of = on‘the
Constitution of " . or the Constiution o ‘the United

States; ‘that it will not discriminate against any instructor
with respect to any tern or condition of employment by

reason of his: membershlp in the Association, his partici-
pation in any activities of the Association or collective
professional negotlatlons with the Board, or his institu-
tion of any grievance, complalnt or proceeding under this
Agreement, or otherwise with respect to any terms or -
conditinns of employment

Nothlng in this Agreement shall relleve ‘or prevent an
individual instructor, whether a member of the Asscciation
or not, from performing his professional duties or from.
exercising his independent judgment as a nember of the

~faculty or of his department.‘

General School Laws or other laws and
regulations as they apply to communlty college 1nstructovs.
The rights granted to instructors in-this Agreement are -
in addition to those provided elsewhere."

"No discrimination on the basis of age, color, race,

“creed, religion, national origin, sex, domicile, political

o, - S e [EEEEE R
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Teachers in the bargalnlng unit are to recelve flrst
con51deratlon for overload a831gnments '

Indication of the number of units (credits‘thatlconstitute
& full load.) |

. There may be a set dollar flgure per unlt/credlt compensa-

‘tlon on overload

Where' overload is datermlned‘by an excess student class
ioad, the overload is fixed by averaging the students
credited to a professo* in all his courses.

In the event of a dlspute arising from the determination
of overload, grievance procedures may be invoked.

| Overload pay may begln if a professor teaches more than

classes of 3 hours each.

—

Full-tlme faculty have priority for voluntary nverload
teachlug a881gnments

Sample Items ‘

1.

2.

"Class overloads during any term are not authorlzed and
will not be assigned."

"A Full-time prof6551onal staff member shall be allowed
to teach no more than a three (3) credit hour overload
per academic year. Such overload shall be assigned only

« ~upen- the-pequest .of. the.Dean of the.College and with the _

approval of the Division Chairman and the full-time
professional staff member involved.'

'ACAIEMIC FREEDOM

\‘1 ) 3 Lo 0 L
: ~ daln vonsiderations
ERIC : —
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F.o. Report the truth as he sees it in the classroom,
in research and in‘writing.

6. Teach in an atmosphere of free 1ntellentual
. 1nqu1ry

2. Freedom from:
A Unwarranted‘harassment.
B. Poiitical interVention;

C. Instltutlonal constralnts when speaklng or
wrltlng as a 01tlzen

D. Any and all forms of - electronlc llstenlng and/or
recordlng deV1ces except with his consent,

3. A,faculty‘obligation tot

A. Dlstlngulsh between personal convictions and
- proven conclu51ons.

B, Present relevant data fairly.
C. Defend the freedom of peers‘and students.

D. Refraln from introducing material forelgn to
his sub]ect controver51al or not.

[E—

MA."EL ‘Make clear when he is speaklng or wrltlng

™" extramuraily and’ not as & member or the
1nst1tutlon.

F. Be accurate,

G, Show respect for the‘opinions of others.

H. Refrain fron using his freedom‘to conduct
+- rpesearch for monetary gain without prior




bb

B. Clarifyfin advance‘bf employment any and all
prior constraints On‘aeademic freedom, if any.

C. Proteet‘éndsencourage the search for truth. o
As a preface to the conditions of academic freedon;”a nunber
of contracts contain a set of introductory beliefs:

A. "in a world of rapid change‘and crises.”
B, ”an open;intellectual forum}”

C. 'positive values emanatlng from a free exchange
of 1deas .

- D, ”educatidn is conducted for the common good.™

E. ”essentlal to ‘the free speech for truth and
o its exp081t10n.” ‘

| Sample Ttens

1. So many bargaining units, AAUP and others, incorporate all or
part of the AAUP Statement on Academic Freedom that we reproduced

it here. : ‘ o S
. | ‘ S

"The teacher is entitled to full freedom in research and in
the publlcatlon of the results, subject to adequate per-
formance of his other academic duties; but research for
" pecuniary return should be based upon an understandlng with |
-~ - the authorities of tbe anstLtutlons‘-~ e e e e

"The teacher is eﬂtltled to freedom in the classroon in
discussing his subject, but he sould be careful not to.
introduce into his teaching controversial matter which has
no relation. to his sub]ect. lLimitations on academic
freedom because of religion or other aims of the institu-
tions should be clearly stated in writing at the time of
the appoxntment. ~
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he should be at all times accurete should‘exercise

appropriate restraint, should show respect for the opinions:

of others, and should nake every effort to indicate that =

_he 1sunot an institutional spokesman. "

 TENURE

* Main Considerations

. l *

" A Demonstydted “tedching ability. ="

Minimun period of waiting varies from‘one‘(l) to six (6)

' years from the 1n1t1al profess10na1 app01ntment.

. Usually a faculty committee app01nted to con81der members

ellglble for tenure

President recommends‘and‘Board of Trustees grants‘tenure,
Faculty members eligiple for but not granted tenure during
the final probationary year must be informed in wrltlng by

the President of the reason for the action.

Qualified nonteachlng faculty may/may not be tenured in
an acadenic depurtment. ‘

It may be stated that "the status of tenure is not related

to a spec1flc position,"

Tenure criteria may be Llisted:

B. Maintenance of high academic standards.

C. Evidence of continuing study and/or research.
D. Senvice.

Some contracts 1nd1cate tenure termlnates at age 65, unless

v D smy vy oy e e g ,\-I“-nﬂ PR, B

Ve e Gmm e mmpega s e g
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11, A tenured professor who is terminated for economic or program
reasons receives his salary for the remainder of that
,(semester/quarter), and often for the following (semester/ -
quarter) regardless of any’ serv1ces rendered durlng that

“time. : ' :

3

12. Duly authorized leaves do.not jeopardize tenure.

" NONQREAPPOINTMBNTy

Main Considerations

1o When the admlnlstratlon complies with all the provisions
of employment -and probatlon a notice of non- reapp01ntment
may not be subject to grievance procedures

2. ;Fallure to comply with prov1s1ons of employment and’ pro—
- bation permlts the faculty member to employ the Agreement s
grievance procedures.

3, Conditions for non~reappointment may be spelled out: lack
of funds, failure to comply with contract provisions,
fallure to complete a degree in the requlred perlod ete.

4, If non- reapp01ntment solely for economic reasons faculty
' member may have right of:

- A, Relocatlon o a posltlon in another department for 3
»1whlch he is quallfled

UM Aertin Ml omes et e e S h s e m L e e et e o Ave e e e e e 0 e [, Compeeecwen

B. Preference in rehlrlng to the first available p051tlon
in the department

C.  No person may be hlred to flll the vaoated p051tlon
for years.

5. May indicate at which administrative level non-r;appointment
procedures commence (department chairman, dean. )

68
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. APPOINTHENT

. Main Gonsiderations

-—

1,

¥ ‘Minimﬂm"nﬁmber'éffgradﬁatéférédit”hOurs.‘” a

Legal authorlty to app01nt usually de51gnated as the Board
of Trustees.'

- Some contracts 1ndlcate that the Trustees act on the
recommcndatlons of the President.

Desmgnatlon of recommendatlon p01nt of orlgln (department
chalrman ~division chalrman )

~~Some contracts require a quallflcatlons review committee to

‘pass on all appllcatlons and commlttee compoaltlon.

‘ Transmlttal route may be 1ndlcated (through department

chalrman to dean )

‘Initial‘appointmentvduration usually indicated (one to
three years, andfinitial appointment probationary.)‘

Appomtments may 1ndlcate effectlve date salary, rank,

- department in which app01ntee is expected to work or “teach,

special conditions of appointment.
Some Agreements spell out‘criteria‘for each rank. Contracts

| differentiate on the extent to which the follow1ng items are
requlred for each profe351onal rank

B. ,Degree requirement in relevant field;

C. ‘Number of years of teachlng experlence (1) under-
graduate (2) graduate

D. Number‘of years of workfexperience, if to be con-
* sidered a substitute for teaching experience.

A e A Ve gk e e R L
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H. Many contracts 1nd1cate that “the Pr931dent may
o app01nt to any rank an 1nd1v1duai of outstandlng
achievement regardless.of the rank requlrements
Paculty consent may/may not be requ1red

9, App01ntment to administrative p051t10n° generally "determlned
in accordance with the functions to be- fulfllled " |

10, Temporaryiapp01ntments are de31gnated'for”a_speCLflc job or
~ task and may be terminated at any time. Usually a require-
ment that the admlnlstratlon fully. explaln the terms of -

employment , ‘

ll.:‘Term app01ntments‘are for a speeific time periOd generally
| for one year. Appointments automatically expire at the
agreed termlnatlon date unless renegotlated
‘12.j‘Cont1nu1ng app01ntments are generally tenured app01ntments
- and continue 1ndef1n1tely

REAPPOINTMENT

Main Considerations

1. Date on which  reappointment becomes automatlc if no
‘ notlflcatlon to contrary

2. Reappointment the rlght of the Board'of Trustees.
De0151on to redpp01nt w1Lh,w1ihout terure must be i e

wrltlng to the person affected

DISMISSAL

' Main Considerations

1. Dismissal may occur when all forms of leave exhausted after
incapacitation.
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5. Dlsmlssal prOcedures may requ1re a written evaluatlon of
the instouctor's performance and a time period in whlch
to make correctlons.‘ :

6. A faculty member may be suspended for a period of 1nvest1gatlon.

7. A faculty member given notice of dlsmlssal may have the right
to confront the PxeS1dent and/or Board‘of Trustee

8.‘ Some contracts permlt dlsmlSSdl cases to be sub]ecl to
grlevance procedures most do not.

‘4‘
i

9. Time limits nay be set on dismissal procedure (number of days
sriginal .notice, number of days for an appeal number of days
B for a response to an appeal )

10. Suspenslon takes place upon notice and is flnal often
days unless adjudlcated with specific time changes.

A —
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CHAPTER 5

LEAVE BENEFITS .

- PROFESSIONAL

S

" Main Considerations -

Permanentsempleyees‘may‘be given one year professional‘leave.

. Second year may/may‘not be granted.

Granted at sole discretion of President.

Written request with not less than . months lead time.

. Costs, of all 1nst1tutlonal beneflts assumed by faculty

member.‘ Payments made to the 1nst1tutlon quarterly.

Costs of all 1nst1tutlonal benefltsvassumed by the
institution during a professionél leave.

. 'Instltutlon must notlfy the faculty member of leave:
explratlon 30 days prlor to explratlon date.

‘LlSt of crlterlon for leave to be considered professiomal
- (e.g., related to teaching field; increase knowledge,

Skllls update knowledge in field of rapid change;

~ improve teaching methods).

Process of arrangement for replacement teachers.

‘SABBATICAL

Main Considerations

o~ . n ‘. - . . - - -~ -




13.

14.

15.

16.

17.

18.

‘ 62
Not included in contact hours: work and equipment prepara-
tion, tests and examinations, grading, student evaluation,
scheduled office hours.

Released time may be pranted for research or curriculum
development if requested by the faculty member and approved
by the appropriate administrator(s).

Generally extra-curricular activities do not justify
reductions in teaching load.

Assignment to specific courses depend on (field specified
in contract, teaching experience in this field, degrees
held, demonatrated <onpetence, relevant work experience.)

Where extra work 't available, it shall be listed and the
list posted and routed.

Faculty wishing to request an assignment change must do
so i writing not less than dyas before the com-
pletion of the previous semester for which the request
is made. :

FACULTY RESPONSIBILITY

Main Considerations

Cooperate with the admlnlstratlon in prov1d1ng quality
educatlon o L e

Participate in academic advisement and program planning.

Participate in college-wide social, cultural and .-o-
fessional activities. :

Partlclpate in scheduled faculty meetings.

Attend commencement.

Maintain student attendance and academic performance records.
Loyalty . oath infrequently stipulated.

Aséist in registpation.

Meet all classes regularly.

Accept a reasonable number of committee assignments.
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FACULTY RIGHTS

Sample Itqﬂi

1.

Nothing contained herein shall be construed to deny or

"Pursuant to Act 336 of the Public Acts of 1847, as amended,
the Board hereby agrees that every eligible professional
employee of:the Board shall have the right freely to organize
joir, and support the Association for the purpose of engaging
in collective bargaining or negotiation and other concerted
activities for mutual aid and protection. As a duly elected
body exercising governmental power under the laws of the
State of » the Board undertakes and agrees that

it will not directly or indirectly discourage or deprive or
coerce any instructor in the enjoyment of any rights con-
ferred by Act 336 or other laws of or the
Constitution of or the Constiution of the United
States; that it will not discriminate against any instructor
with respect to any term or condition of employment by

reason of his membership in the Association, his partici-
pation in any activities of the Association or collective
professional negotiations with the Board, or his institu-
tion of any grievance, complaint or proceeding under this
Agreement, or otherwise with respect to any terms or
conditions of employment.

3

Nothing in this Agreement shall relieve or prevent an
individual instructor, whether a member of the Association
or not, from performing his professional duties or from
exXercising his independent judgment as i member of the
faculty or of his department.

restrict to any instructor rights he may have under the
General School Laws nr other laws and

regulations as they .apply to community college instructors.

The rights granted to instructors in“this Agreement are

in addition to those provided elsewhere."

"No discrimination on the basis of age, color, race,

. creed, religion, national origin, sex, domicile, political

status or marital status.'

OVERLOAD

Main Consideraticns

1.

Overload shall be ~weluwiary.



. By

2. Teachers in the bargaining unit are to receive first
consideration for overload assignments.

3. Indication of the number of units (credits that constitute
a full load.)

4. Therc may be a set dollar figure per unit/credit compensa-
tion on overload. -

5. Where overload is ditermined by an excess student cldss
load, the overload is fixed by averaging the students
credited te a professcy in all his courses.

6. In the event of a dispute arising from the determination
of overload, grievance procedures may be invoked.

7. Overload pay may begin if a professor teaches more than
classes of _ hours each.

8. Full-time faculty have priority for voluntary wverload
teaching assignments. ’

Samgle Items

1. "Class overloads during any term are not authorized and
will not be assigned."

2. "A full-time professional staff member shall be allowed
to teach no more than a three (3) credit hour overload
per academic year. Such overload shall be assigned only

me e e e e o eocupen- the-pequest .of . the.Dean of the College and with the
_approval of the Division Chairman and the full-time
professional staff member involved.'

"ACADEMIC FREEDOM

Main Considerations

7l.v Freedom to:
A. ;Examine data.
B. Teach one's area(s) of competence.
C. Question assumptions.
D. Be guided by evidence.

E. Be a scholar
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Report the truth as he sees it in the classroom,
in research and in writing.

Teach in an atmosphere of free intellectual
inquiry.

Freedom from:

D.

Unwarranted harassment.
Political intervention.

Institutional constraints when speaking or
writing as a citizen.

Any and all forms of electronic listening and/or
recording devices except with his consent.

A faculty obligation to:

A.

Distinguish between personal convictions and
proven conclusions.

Present relevant data fairly.
Defend the freedom of peeréiénd students.

Refrain from introducing material foreign to
his subject, controversial or not.

‘Make clear when he is speaking or wrltlng
extramurally and not as a member or the
1nst1tutlon
Be accurate.
Show respect for the opinions of others.
Refrain from using his freedom to conduct
research for monetary gain without prior
Presidential consent.
Maintain his academic competence.
administration obligation:

Protect the faculty from inappropriate pressure
and harassment.
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1.

B. Clarify in advance of employment any and all
prior constraints on academic freedom, if any.

C. Protect and encourage the search for truth.

As a preface to the conditions of academic freedom, a number
of contracts contain a set of introductory beliefs:

A. '"in a world of rapid change and crises."

B. "an open intellectual forum."

C. 'positive values emanating from a free exchange
of ideas."

D. "education is conducted for the common good."

E. "essential to the free speech for truth and
its exposition."

Sample Items

So many bargaining units, AAUP and others, incorporate all or
part of the AAUP Statement on Academic Freedom that we reproduced
it here. '

"The teacher is entitled to full freedom in research and in

the publication of the results. subject to adequate per-

formance of his other academic duties; but research for

pecuniary return should be based upon an understandlng with

the. suthorities of the institution. - — - e e e e

"The teacher is entitled to freedom in the classroom in
discussing his subject, but he sould be careful not to
introduce into his teaching controversial matter which has
no relation.to his subject. Limitations on academic-
freedom because of religion or other aims of the institu-
tions should be clearly stated in wrltlng at the time of
the app01ntment.

* “The college or university teacher is a citizen, a member

of a learned profession and an officer of an educational
institution. When he speaks or writes as a citizen, he
should be free from institutional censorship of* dlSClpllne,
but his special position in the community imposes spe01al
obligations. As a man of learning and an educational
officer, he should remember that the public may judge his
profession and his institution by his utterances. Hence,
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he should be at all times accurate, should exercise
appropriate restraint, should show respect for the opinions
of others, and should make every effort to indicate that
he is not an institutional spokesman."

TENURE

Main Considerations

- L.

10.

ERIC

Aruitoxt provided by Eic:

Minimum period of waiting varies from one (1) to six (6)
years from the initial professional appointment.

Usually a faculty committee appointed to consider members
eligible for tenure.

President recommends and Board of Trustees grants tenure.
Faculty members eligible for but not granted tenure during
the final probationary year must be informed in writing by

the President of the reason for the action.

Quslified nonteaching faculty may/may not be tenured in
an academic department.

It may be stated that 'the status of tenure is not related
to a specific position."

Tenure criteria may be listed:

A. Demonstrvated “tedching ability. =~

B. ' Maintenance of high academic standards.

C. Evidence of continuing study and/or research.

D. Service.

Some contracts indicate tenure terminates at age 65, unless
employment terminates earlier.

Some appoint"ent ranks do not carry tenure possibility, and
time in such ranks does not count toward tenure. In other
ranks not carrying tenure, time in grade may c¢ount toward
tenure.

Some contracts call for automatic tenure when an appointment
is to the associate professor or professor rank, while other
contracts specify rank and tenure independent of each other.
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11.

12.

68

A tenured professor who is terminated for economic or program
reasons receives his salary for the remainder of that
(semester/quarter), and often for the following (semester/
quarter), regardless of any services rendered during that
time.

3

Duly authorized leaves do not jeopardize tenure.

NON-REAPPOINTMENT

Main Considerations

1.

i,

When the administration complies with all the provisions
of employment and probation, a notice of non-reappointment
may not be subject to grievance procedures.

Failure to comply with provisions of employment and pro-
bation permits the faculty member to employ the Agreement's
grievance procedures.

Conditions for non-reappointment may be spelled out: lack
of funds, failure to comply with contract provisions,
failure to complete a degree in the required period, etc,

If non-reappointment solely for economic reasons, faculty
member may have right of:

- A. Relocation to a position in another department for

which he is qualified.

- IR - e e e o « g mm. e e e - - - - - e et

B. Proference in rehiring to the first available position
in the department.

C. No person may be hired to fill the vacated position
for years.

May indicate at which administrative level non-iiappointméent
procedures commence (department chairman, dean.;

The person affected by non-reappointment must receive
personal notice days before the central adminis-
tration is notified. '

Termination may occur in the event of program retrenchment.
In such cases, senority rights generally prevail, and
terminated faculty get first re-activation rights.



APPOINTMENT
Main Considératigns
e e PN —

1. Legal uthority to appoint usually designated as the Board
of Trustees. ‘

2. Some cagtracts indicate that the Trustees act on the
recommepdations of the President.

3. Designation of recommendation point of origin (department
chaiyrmay, division chairman.) -

L. «~Some cCoptracts require a qualifications review committee to
pa®s on all applications, and committee composition.

5. Transmittal route may be indicated (thrcugh department
chalrmap to dean.)

6. Initial appointment~duration usually indicated (one to
three years, and initial appointment probationary.)

7. Appointpents may indicate: effective‘date, salary, rank,
department in which appointee is expected to work or teach,
spetial conditions of appointment.

8. Some Agyeements spell out criteria for each rank. Contracts
differeptiate on the extent to which the following items are
reduired for each professional rank:

- =~ 7%y Minginan number of graduaté éhedit hours.
B, . Degree requirement in relevant field.

C, Numper of years of teaching experience (1) under-
graguate, (2) graduate.

D. Numper of years of work experience, if to be con-
sldered a substitute for teaching experience.

E. EVidence\of scholaply productivity.

F, All teaching experience, credits and degrees
in/from accrediated institution, only. -

G. APpointment to rank requiring a degree may permit
hiving if the person is making steady progress
tOwgrd the degree, or must complete it by a given
date. ‘

ERIC
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H. Many contracts indicate that the President may
appoint to any rank an individual of outstanding
achievement regardless of the rank requirements.
Faculty consent may/may not be required.

9. Appointment to administrative positions generally "determined
in accordance with the functions to be fulfilled.”

10. Temporary appointments are designated for a specific job or
task and may be terminated at any time. Usually a require-
ment that the administration fully explain the terms of
employment.

11. Term appointments are for a specific time period, generally
for one year. Appointments automatically expire at the
agreed termination date, unless renegotiated.

12. Continuing appointments are generally tenured appointments
and continue indefinitely.

REAPPOINTMENT

Main Considerations

1. Date on which reappointment becomes automatic if no
notification to contrary.

2. Reappointment the right of the Board of Trustees.

-— - - s

3. T“Dectision™to reappoint with/without temure must be im M
writing to the person affected.

DISMISSAL

Main Considerations

1. Dismissal may occur when all forms of leave exhausted after
incapacitation.

2. Dismissal may occur "for reasons of incompetence, immorality,
neglect of duty, conviction of a felony, or insubordination
to an official of the College acting in his official
capacity." ' :

3. Notification must be in writing by the President to the
faculty members association and may be by registered mail.

4, A probationary teacher must be notified in writing not
later than preceding the end of the first contract
year, and not later than of a suceeding contract
year. First year notices often about March 1l; other years
usually by January 1. ‘

Aruitoxt provided by Eic:



71

10.

Dismissal procedures may require a written evaluation of
the instructor's performance ané a time period in which
to make corrections.

A faculty member may be suspended for a period of investigation.

A faculty member given notice of dismissal may have the right
to confront the President and/or Board of Trustees.

Some contracts permit dismissal cases to be subject to
grievance procedures, most do not.

Time limits may be set on dismissal procedure (number of days
original notice, number of days for an appeal, number of days
for a response to an appeal.)

Suspension takes place upon notice and is final often
days unless adjudicated with specific time changes.
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= CHAPTER 5

LEAVE BENEFITS

PROFESSIONAL

‘Main Considerations

1.

Permanent employees may bé given one year professional leave.
Second year may/may not be granted.

Granted at sole diécretion of President.

Written request with not less than months lead time.

Costs of all institutional benefit: assumed by faculty
member. Payments made to the institution quarterly.

Costs of all institutional benefits assumed by the
institution during a professional leave.

‘Institution must notify the faculty member of leave

expiration 90 days prior to expiration date.

List of criterion for leave to be considered professional

(e.g., related to teaching field; increase knowledge,
skills; update knowledge in field of rapid change;

improve teaching methods).

Process of arrangement for replacement teachers.

SABBATICAL

Main Considerations

1.

Quota on pércentage of total number of faculty. covered by
the Agreement in any one year eligible (2 percent of faculty,

funds available, one leave for every twenty-five faculty).

Rationale for sabbatical leave policy (increases person's
value to the institution; prior successful service; length
of service at institution).

75
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. 10.

11.

oL

15,

6.

Types'of sabbatical leaves (planned“study, planned travel
related to planned'study,freSearch formal‘education )

Bllglblllty is usually s1x or seven years of consecutlve

gervice within the 1nsL1tutlon (need to define what. con- w - -
(stltutes consecutlve service; e.g., does leave of absence

1nterrupt consecutlve serv1ce°)

Rate of compensatlon durlng sabbatlcal leave (usually one
year at half salary, one-half year at. full sala“y i

During sabbatlcal leave employees may/may not accept
fellowshlps, grants-in-aid, etc. .

Application process, steps in.

Approval process; steps‘in.

”Pres1dent f1nal authorlty to grant or deny leave

Flllng of detailed plan of study, etc ‘to be,undertaken
durlng sabbatlcal . SRR

Termlnatlon 1f sabbatlcal plan d1scont1nued and mmployee

‘must make repayment of all funds.

Presldent requlred to pr0V1de adequate substltute personnel

‘for persons on sabbatlcal.

I Sabbatlcal leave does not affect normal salary adjustments.

Max1mum age after whlch sabbatlcal leave w1ll not be granted.

'Members on sabbatlcal leave retaln all frlnge benef1ts, ,‘f!'
fsenlorlty rlghts and pr1v1leges of reS1dent faculty .

'Obllgatlon to return frlom sabbatlcal leave for at least
(1-2) year(s) or repay total sum of money pald dur1ng the- ‘
,,sabbatlcal leave, 1nclud1ng the costs of all frlnge beneflts. S

"Closlng date after Wthh no ‘more appllcatlons for leave w1ll
‘:be accepted o B ‘ .

;fertten report requlred at conclus1on of leave

valnlmum number of years between sabbatlcals (usually slx)

a1

p~Automat1c re1nstatement of faculty member at termlnatlon »
,;of leave.'.” - e T . e e

Vg
et
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21. Submission of transcrlpts of work taken if sabbatical for
formal study.

22. Selection of faculty for sabbatlcal leave to be by faculty
committee.

~ e e e e e e . L . R . . . . . o Lo . .
R B S, L e v mem ael mse T v e e 2

23. AAUP_1968 statement on leaves used as final choice guidelines.
24, NaXimum lengtb .7 bbatical leave (usually one year.)
25, If leave denleo, _A31ructor must receive written explanatlon

from Pres1dent

SICK .

Main Considerations
o

1. ‘Rate of accrual of sick leave days (usually 1-2 days per
! month of contract. serv1ce) o

2. Maximum- number of days accumulation (range from zero to |,
unlimited, but usually 120 to 150)

3.u‘Ellglblllty to accrue sick leave (be on full pay status
B at least 50 percent of worklng days of the calendar month)

4, Reasons for.grantlng s1ck leave: _ lnoapacmtated by reason ofi
A ‘S;ckness or,lnjury,'personal.t‘ |
. B.E:Serlous slckness‘or‘lnjury?‘immediate‘family.
- o C. }Quarantine regulatlons. | “
D.‘kMedlcal .or- dental v1s1ts

5. L1m1tatlon on number of s1ck leave dayb taken for famlly
: '1llness or a001dent T o , ‘ ]

6. ‘Pregnancy not ]ustlflcatlon for s1ck leave
K 7k'.‘ Procedures for notlfylng department h ad
’:S,u Verlflcatlon and proof of 1llness

A;“App01ntlng authorlty‘nayrrequlre as lt deems’ necessary‘ S n:fﬁ" ;ﬂ)’ﬁ
yQQH_Penalty for fallure to prov1de requlred verlflcatlon or. proof |

'ﬁlyld.;fCollege ma1nta1ns and makes avallable s1ck leave records




78

11. Absences of less than half-day not chargeable to sick- leave.

12. Disciplinary action may be taken for abuse of sick leave,
13. PhysiCian s order required if full- time employee to WK = ;
e s “*Partetine°Wuilc-recuVerir ‘From-~4liness-or - acn*ucnt T e e e
Limitations on number of months .for full- time emp loyees
“to work part ~time after sickness. ‘ %
“14,  Full- time employees working part-time after illness have
- salary. pro rated.

15, When sick leave benefits exhaus*ed and employee unable to
resume work, leave may be extended, but for a specified
! ~ time pericd (usually one (1) year) with/without pay.
16.. All sick leave at full pay-

17. Temporary employees not eligible for sick leave.

18. Limitations on number of 'sick leave days transferred from
previous educational employment

~19. Sick leave may be used before accumulated.

20. ‘Unearned sick leave used before earned will be deducted from o v
pay in case of employment termination.

21. :Persons on sick leave cannot contribute tc'ard salary of
.. the. substitute teacher during their absence.

' 22{‘yCollege appOinted phySiCian must consent before facvlty
: member may return from extended Sick leave.»]’

‘>23.k All new employee< obtain ten days of Sick leave immediately
24, ,Facuity me*bers to receive annual accounting of Sick leave
25. At retirement after 20 years service a faculty member may ‘

receive a cash settlement equal to 20 percent of the unused
Sick leave. ; : Tl
26. The amount of money received from’ other forms ‘of. compensation f‘
- E;related to Sicmnes ‘or injury shall be deducted from Sick o

‘ebleave pay

7i27.;‘Part time faculty entitled to slck leave benefits on a'
s ,pro rated baSis. ' '
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Samgle Items

1. Sick Leave Bank.  "A sick leave bank is established. for use
by bargaining unit members in their fifth (5th) year or
‘less. Two (2) sick leave days shall be deducted from the

e L e = grant-cf.sick:leave granted to-bargalning unit Wembers in~
their fifth (5th) year of service or less. If any. of
these bargairing unit members should exhaust their grant
of sick leave, he may draw pursuant -to rules for allocatlon
developed by the sick leave committee from the sick-leave
bank sick-leave days and use them as though they were his
. own .sick- leave days ‘

A sick-leave committee is established for the purpose of
developing rules for the use of the sick-leave bank and
rules for allocatin; *he right to withdraw sick-leave days
from the sick-leave bank. This committee shall be composed
of two (2) members appointed. by the Dlstrlct and two (2)
'members app01nted by the Provost "

2. Involuntary sick leave.. ”A teacher may be requested to
take 1nvoluntary leave when in the opinion of the College
the teacher .is no longer able phy81cally and/or mentally
to discharge. his duties in a competent manner. .. In cases
of leaveu of absence for phySlcal or mental dlsablllty,

; whether such* leave was taken '’ on a vcluntary or involuntary

basis, the College may rethre a physical or psychiatric

K exam1natJon by ‘a .physician. in accordance with' ‘the . pro-
“visions of- Artlcle IX. Sectlon 3, of the Agreement CI1f,
following such examlnatlon, it is determined that the
teacher is able to resume. his .duties, the College shall
2not1fy the teacher to return ‘to work on’a. certaln date.:
If +he.teacher does. not’ return on ‘such date “the College

~shall no longer have any employment obllgatlon to °uch
teacher " ‘

MATERNITY

Main tonsiderations

' vl:‘ heave”mandatory;
lt2. ‘No pay;
3. JAccrued slck leave may/ray not be used k~‘h

k. fSpeclflcatlon of when leave must start after conceptlon
“;“f(from uth month to “untll the exnected date of blrth “)

'~;S;#7Ledve must not be less than 51x (6) months long
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~10.

11.
12.
13.
14,

15.

16.

17.

.  President may - allow start of leave after 7th month if in

best interest of college

Pregnant faculty member may continue’ teaching as long as
a phys101an consents. . ;

i el e e e e . RIS

. Pregnant faculty member may continue teaching as long as

capable of performing teaching ausignment
Report pregnancy to President as soon as possiblee

Maternity leave may continue for 1~ 3 years after birth
of child.

Reinstatement requires physician's written consent.
Salary increments not granted during maternity leave.

Faculty member may continue insurance coverage by assuming
full costs.

Failure to return to full-time employment within ;
year(s) after pregnancy constitutes voluntary termlnatlon.k

Leave may‘be granted if faculty member adopts child.

~ Returns from a maternity leave at thelbeginning‘Of a semester.

For maternity leave of longer than one year the faculty ‘

‘member is. entitled to the first pOSition open’ in her

former department

“NO-PAY

. Main Considerations

1.

‘ Request'filed by\employee'with his‘adminﬂstratiVe,head.
. pApplication,must state\reasons‘for'and duration of leave.
:Final‘approVal by employee committee.

kLimitation on duration of non—pay leave (usuaily one year )

Advances in salary schedule as 1f had not been one,

‘No promotion_in rank,during_no—pay leave.[_'




10.
11.
12.

13.

14,

‘ sabbatical‘leave, or retirement rights whenfjn,noﬁggv leave. .__

81

Faculty member on no-pay leave retains but cannot accrue
credit tcward tenure or sabbatical leave.’ :

No credit received for salary increments,'seniority rights,
If 1nsurance and retirement benefits to be maintained durlng
no-pay leave, faculty member must bear all the costs.

Minimum number of years of service‘before eligible (1-3).
No-pay leave may be granted as extension of another- form

of leave.

Reinstatement if position still exists.

Reinstatement cqntingent on SOund‘mental and,physcial health.

Renlacement staff hired for duration of leave, by mutual

-consent of institution and replacement t.eacher.

BEREAVEMENT

Main Considerations

1.

Maximum number of days allowable (from three (3) to

: Pre51dent1al dlscretlon )

‘Notifieatibn made tb‘designated administrator.

' Bereavement days not cumulative.

List member'of family for whom-bereavement leave possible.

LengtL of leave for death in 1mmed1ate family at dlscretlon
of Prenldent ' ‘
One day leave for non-family death to attené‘funeral.

No loss of salary For any regular auademic work days
missed. :

MILITARY, PEACE CORPS, VISTA

o Ma¢n Con51deratlons )

1.

Applles to full tlme employees only
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a

2. Leave granted pursuant to Military Law}

-3 Reinstatement w1thin 90 days of discharge mandatory IR
o
i i Juullmqﬁit&@mis&uwzcﬂnmxmﬂmshexuithﬂzwmﬂd;mxe,c m,—,fi«m»u,ivc.m
i 'accrued lf remained on “the job must be granted L
5. Reinstatement contingent upon written request and phySician 5
' consent.,' N

S

6. Reinstatement request must be made Within 60 days of diScbarge
7. Written request for military leave,mandatory,

8. PPOVLSlonS of policy apply to, volunt ary enl’stment or
conscription

9. Voluntary re- enlistmen,, "bad conduct” or Vdishonorable",
discharge cancels reinstatement obligatlon of institution.

10. Substitute faculty hired only for duration of the'leave.

11. Leave for involuntary serVice, ‘call to civil disturbance
" or other emergency s1tuation Will be for the duration of
~such duty .

12.  Service resulting from the usual two-week reserve. duty |

: shall be paid.at a rate equal to the difference between
'~military pay and institutional pay

lS.vgBoard contributions to retirement system shall continue
‘during period of military leave. '

" PERSONAL

rry

ooy, - VL et

Main‘Considerations,
l.h bimited,nbmber ofvdays.'
2. ‘Nonecumulative; |
3, Unused‘days‘cannOt be liquidated foricash.

L. ‘Matters of private nature (personal buSiness, religiou .
‘holidays, family affairs) : Y [

5. No- formal ]ustification needed other than stating ”personﬁl
‘bus1ness.v. : : . :

ERIC h
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6.

7.

. accumulat 10%0.

8.

9.
- 10.

11.

12,

13,

14,

83

Lim{teq to members of bargaining unit, = =

Unused personal leave added to employee s accumulated sick
Jledve, put not beyond the maxXimum allowable sick leave %

|
- - - e e ,\..a- . B N

i
|

PefSonal leave days may not be taken consecutlvely w1thout
cofisgnt of lmmedlate supervisor. ;

Ellg;blllty left to the pres1dential discretion.7

v : T : :
Ad?&nce written notification except in an emergency.
May not be' taken on days immediately preceding or
imMedlately following holidays or recess periods for the
pufDoSe of extendlng 'such perlods. -
Temporary SUbstltute prov1ded, if necessary.

<
Fampeen

Appboved personal leave shall not result in loss:of pay.

FaCUlty member shall make prOV131on for coverage of hls
claSses 1 ‘ ‘ v ;

COURT REQUIRED

éample Item5 R “ SRR “ﬂ

” 1.f

'"Aﬂ employee covered under th1s agreement shall be excused

" from woyk if he is supeoned as a.witness by. anybody

. empoweregd by law to CUnpel attendance by supeona. - An L
- 'employee who serves on jury. duty shall be paid. the dlfference
"betW6eh hls pay for jury. duty and: hlS regular pay ,

Nany faculty member scheduled for jury duty or, who is

reqiired to appear in. any court -or before'any adm1n13tra~
tive agency of the Federal, State, or local government .
Shall be excused from class attendance and: other dutles ‘
for' suap appearances and duty W1thout loss" of pay‘

~'t/~ ~ the Board Lls] obllgated to pay dlfference between

teAthen s ‘pay. and. ]ury duty ‘fee only if teacher cooperates

- uwlfh admlnlstratlon in seeklng to' be excused from such

;SeerCQ,‘

\,.mm

e

henexer practlcable durlng such perlod of serv1ce

o / . ;,‘
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5. ”Renumeratlon received for jury duty shall be reimbursed
to the college "

MISCELLANBOUS LEAVE ITBMS_ i

. L VI — o= e s e e B e e oty o R o . ..

Main Considerations

1. To hold & political job.
2. To fill a professional association office.

3. If Pre31denL shuts down college, no loss of: pay, 51ck
leave or personal leave.

4. To,teach 1n a foreign country or military school;‘

5. Involuntary for mental causes not falllng under sick leave.
6. To:care for ill: member of immediate famlly

7. When requlred;to take mental or phys1cal examf

8. Termlnatlon of 1nst1tutlonal employment if faculty
‘member falls to return from leave on tlme.

9. ‘Adm1n1stratlon will respond in wrltlng to all leave
,requests (except sabbatlcal) w1th1n thrity aays.

'10. ‘In&ustrlal leaVe to acqulre knowledge by employment.

11. ”If a. teacher lS f*nally ad]udged gullty of a cr1m1nal “
© . .charge - or': h1s judgment ‘entered: agalnst hlm inrarcivil' case
.‘as related to the incident, the: ‘Board’ ‘has no further
respons1b111ty for pay or loss of accumulated leave."
, SR AR , , -
l2;‘kFactlty members harged w1th a leave w1ll rece1ve wrltten
- notlflcatlon to that effect. . ‘ S 2 .

13, All such leaves of absence shall be w1thout pay
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CHAPTL® &

INSURANCE BENEFIT

DISABILITY INSURANCE

Main Considerations

1.

N

- 10.
sy ‘ ) L ‘ J.l

- 12,

‘plan by. I*tle and number.f

Percentage of monthly salary payable during disability
(50-100 perCent),

iaximum age to which disability payments w1ll be made
(USUuLly 65). Wi

Waiting period (zero days to 6 months) or after specified

. amount of sick leave used.

. Less than full-time  faculty members receive pro rata

benefits except that for less than (3/5, 1/2) time
emplOyees receive no benefits.

Coverage Lermlnates when employment ends ‘voluntary or
by dismissal. : '

Short-term disability not to EXuEEd : weeks.

*,‘(usualJy 26).

Full salery durlng short term dlSablllty
Generall there is a statement 1dent1fy1ng the insurance

l

e

‘Insurdnce valld whlle on authorlzed lnstltutlonal

bu51ness .u”“*'“

'.Long -term dleablllty for total dlsaolllty only k ‘ -

Cost to faculty member varies from aaing to 50‘percent.'

In tne‘event the disability is covered by more than.one: ,
agency, the Board shall pay thc dlfferencc between the
disability COuI aﬂ""he amount pala by other agen01es o
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Main Considerations

.HOSPITAL/SURGICAL

Spec1F1catnon of a medlcal sexy vice (Blue Cross, Blue

.j;faculty member

Shleld)
2. Statement of sum to be paid by the Board.
3. ,Statement of riders attachable to the basic plan and
who pays the costs.
L, Coverage terminates at the end of a faculty member's
employment, voluntary or by dismissal.’
5. '$ dollars per claim“deductable.
6. Coverage varies from faculty member only to spouse and
dependents.
7.. All costs may‘be paid by the Board or faculty member may
have to pay for dependents. thrcugh payroll deduction.
8. No hospttallzatlon paid to spouse who has equlvalent
~ coverage through outsige employment
MAJOR MEDICAL
Main Considerations ' B
Y FCoverage beglns e1ther w1th f rst day of employment or by
PR 1nd1cat1ng an- exact month and day. :
‘2g‘“Coverage termlnates at’ the end of a faculty member's
o employment voluntary or 'dismissal.
< Max1mum coverage avallable glven in- dollar amounts.
‘glv‘Beneflts are generally only referred to by statlng the
‘ tltle and pollcy number of. the. pldn.‘
5.'*SpeC1f1catlon of when faculty member becomes ellglble.
;G.biPrcmlum pa'ment varles from full 1nst1tutiogal pay to .
. pro.rata‘to a dollar limit: the Board will. pay per Iz
Mperson for premlum. : : '
l'Death examlnatlons may be requlred at no cost to the .

spouse or dependent
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8. For faculty members who prefer a local health plan in place

of the institutional plan, the institution will pay a sum
equal to its own plan costs.

TAX SHELTER ANNUITY

M..2.. Considerations

L. "A tax shelter annuity program shall be available for pur-
chase by faculty members through payroll deductions."

2. "The Board will approve tax sheltered annuities with
acceptable companies and wiil handle the necessary book-
.keeping for the program. Staff members interested in this
benefit should contact the dean of business services for
additional information. Tax sheltered programs must be
100% tax sheltered and are not to 1nclude nori-tax sheltered
/ insurance as a part of the Jprogram. "

3. Where specific tax shelter plans are 1ncluded in'a contract,
the statement usquly includes:

A. The exact title of the plan.
B. Therexact sections, if less than the full plan,

1. Who is eligible for the plan.
When eligibility begins.
3. Whether or not an annuity plan (e.g., TIAA) is
. transferrable.
4. Whether or not joining. the plan is mandatory
5. The percentage of the employee's base salary
contribution.
6. Board does not contrlbute if faculty member dces
~ .not- contrlbute.
7. Board need contribute only to one program.

[\

TRAVEL

"Main Considerations

l{ Coverage while traveling:
A. On authorized institutional business away from campus.
B. On. approved leave.

- C. On vacation.
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D. 'To and from campus.

E. To and from‘professional meetings.

Amount of coverage:

A. Usually '$1oc,ooo.

B. In excess of‘$lO0,000, if approved by State Board.
C. $100,000 to age 70

$ 25,000 after age 70.

INCOME PROTECTION

Main Considerations’

Guarantee of income continuance in event of sickness,

~accident or long-term disability.

2. Specification of rate of pay (50-100 percent).

3. length of time insurance plan, when used, remains in
effect (usually 65 years old).

4. How soon insurance becomes effective after illness/accident
(30-80. days; after sick leave runs out).

5. Maximum per month benefit.

~ 6. Pay pension accrual benefits of no less than . ‘percent
of the member 's monthly salary
LIFE
Main Considerations |

1. T:ployer obligated to pay (all, 1/3, l/2)'of;premiums.

2. Board will prov1de opportunlty for each faculty member to
301n a group 'life insurance plan.

3. Pro rata premlums payments by board and faculty member .

4. Value of “the insurance beneflt (2 000, 25 000, ? l/2 times

current annual contract salarles to nearest l 000)
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11.

Double indemnity for accidental death.

Additional insurance may be purchased at the same rates,
but at the faculty member's expense.

Insurance subject to the rules and regulations of the
(State) insurance board.

Insurance coverage may be maintained after termination at
the individual's expense.

Term insurance.
Inclusion of policy title and number.
Life insurance may be made available to spouse and

children. Amounts of insurance indicated.

LIABILITY

" Main Considerations

Employer provides at his expense for each faculty member

1.
$ of comprehensive public liability insurance.
2. Liability insurance Valldvvhlle faculty member performing
his duties.
3. List of actions covered by liability (false arrest, liable, -~
. slander, right of prlvacy, malicious prosecution, wrongful
entry or eviction, evasion of right of private occupancy).
MISCELLANEQUS INSURANTE ITEMS
\Main'Considerations
1. All insurance plans remain in effect when a faculty member
is on all types of approved leave. :
' 2. Instltutlon retalns the right to change insurance carrier(s).
3.“‘Inst1tutlon retalns rlght To consolldate any or-all plans
A. 'Unless expressly forbldden by terms of the Agreement
B. With,the~concurrence of the bargalnlng'unlt.
4. An individual faculty member may,. upon employment, in

writing waive part1c1patlon 1n plans which cover all

~‘employees.
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§. When institution Days'less than full premium, faculty con-
tributipns deducth-from pay check. ’

6. The institution 28p¢Ss to maintain in effect all existing
insurance and Qovepgfe.

\
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CHAPTER 7

" COMPENSATION BENEFIT

SALARY !}

Main Considerations

1.

2.

. 10,

11.

12.

13,

1y,

15,

Percent and/or flat amount pay increase,
Length of contract pay period.

Provision for twelve (12) months of pay or nine (9) or
ten (10) month contracts.

Procedure for determining and paying longevity pay.
Statement detailing the process for distributing checks.
Procedure for payroll deductions.

PPOVlSlon for faculty members who do not fit any existing
salary schedule

Procedure for determlnlng credit for prior experlence
1nclud1ng mllltary

Procedure for determining applicability of graduate
credit over Master's degree,

Prov1s1on for salary of all full-time faculty members to
be furnlshed to collectlve bargalnlng agent.

‘Minimum and max1mum salary for each rank.

Provision. for each faculty member to receive annual

'salary agreement by a fixed date..

~ Provision for each‘annual salary agreement  to be signed
-and returned within- : days or failure to return

shall be cons1dered voluntary ternlnatlon of. employment.

"

‘Procedure for. alteratlon of merit rund°.

' Provision that all monies allocated for salary shall be

expended for salarles.
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16.

18.

19.

20.
- salary schedule.

21.

22.

Procedure for compensation for TV instruction.
Provision for cost of living increase.

Provision for check stubs to contain all itemized
deductions. -

Procedure for complying with wage-price freeze and for
re-negotiating when revoked, or if salary increase is
disallowed, immediately.

Provision for each faculty member to receive a copy of
Provision for a‘copy of salary schedule to be made
available to all applicants for employment.

Procedure for payment for cancelled class due to

failure of adequate students to enroll.

"EXTRA DUTY COMPENSATION

Main Considerations

1.

Types of extra duty compensation.
A.. Overload teaéhing;

B. Overload prepérations.

C. Extension,cogrées;

D. Evening Courses for full-time pay instrpctidn.

" E. Corresponqence‘courses}
F.“Summer'échOOlwcourses for S or 10 month employees.

.G. ‘Registration.

H. Counseling.
I. -Substitutiag for absent colleague.
J. Research.

K. Curriculum studies.



2.

L. HNew courses.

M. Each student over a set number (count to be determined
at end of fourth (4) week of second semester).

Formula for payment can‘include one or more of the
following variables:

A. Annual academic year salary.
B. Faculty rank. '
C. Seniority. |
D. Flat rate per contact hoar.

E. Flat rate per semester hour of credit.

FEE REMISSION

Main Considerations

1.

'ERIC

Aruitoxt provided by Eic:

Provision for person eligible for tuition and/or fee
remission,

A, Full-time contractual member.
B. Spouses of full-time faculty member.

C. Chlldren (dependents) (dependents under 21)- (natural
and/or adopted children).

Provision for not counting anyone whose tuition and/or fees
are remitted in determining minmimum number of students

necessary for a class to be conducted.

Separate provision for attending an institution other

~ than where faculty member is employed.

Limitations on number of courses or credits that can
be taken durlng a term or academlc year.

Must meset entrance requlﬂements for 1nst1tut10n and
course.
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Main Cons

SALARY SCHEDULE

iderations

1.

2.

9.

10.

One (1) to forty (40) separate salary schedules in a contract.

"Provision for rank equilivancies.

No salary lower than previous year.

Movement up salary steps, in same rank, one advance
per year.

Procedure for initial placement on schedule (rank,
prior experience, etc.).

Procedure for determining years of experience.
Procedure for determining acceptable credit for graduate work.
Provision for special degrees (MSW, MFA, MBA, JD, LLB, BD).

Schedules have one (1) to eleven (1l) “levels.

‘Schedules have six (6) to twenty-nine (29) steps.

SamEle items

- YEARS OF
COMPLETED
SERVICE

OCONONEWN RO

INITIAL PLACEMENT AND PROMOTION SCHEDULE

INSTRUCTOR ASSISTANT ASSOCIATE -  PROFESSOR
PROFESSOR PROFESSOR
8,640
9,780
11,400
: 14,700
14,514 o
16,977
19,440 |

23,718
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RETIREMENT

Main -Considerations

ERIC

1.

Procedure for faculty member to select ONE retirement system when
more than one is available.  Usually choice of state retire-
ment system or TIAA and CREF. -

Retirement age and/or years experience for retirement..

Provision for social security in addition to retirement
system chosen.

. Procedure for determining when retirement age shall take

effect for a particular faculty member.

Procedure for year to year extension of services upon
administration and board approval. ‘

Provisions for retirement service award.
Provisions for payment for unused sick leave.

Provisions for vestment.
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CHAPTER 8

WORKING CONDITIONS BENEFITS

PROFESSIONAL DEVELOPMENT FUND

Main Considerations

1. Dollar limitations on size of fund.
2. X dollars per full-time member of department.
3. Faculfykreviews requests.
L. Recommendation from faculty must go to provost.
5. 1If provost rejects, must be in writing.

6. Profes51onal Development Fund decisions are not subject
to grievance procedures

7. Specify legitimate types of development activities
(e.g., conferences, graduate school course and travel : .
expenses).’ v ‘ o ‘ ‘ | ‘ o

8. : Termination date for application.
9. 'Applications to immediate supervisor.

10.. DevelOpment act1v1ty directly related to work of
faculty member

11. Tunds exclude all levels of administration.‘
12, Advance reimbursement.

13. TFaculty members encouraged to develop and submit
: professional development plan.

~ll%. Completion of plan requires salary adjustment.

MAINTENANCE OF BENEFITS, RIGHTS (PAST PRACTICES)

Sample Items
1. "YExcept as to those provisions to which the Board may
from time to time add or amend, the Employer agrees to
continue the policies of the Board that were in effect
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prior to this Agreement exceptvthcse which have
been specifically abridged, terminated or modified
by this Agrecment.” :

2. Agreement supercedes any existing rule, regulation

or policy of Board that is contrary to.or inconsis- .
. tent with the Agreement.' : ' , o

FACULTY LOUNGE

Main Considerations
1. Exclusive use By faculty and their guests.
2. Maintained in cach instructional bcilding.
3. Separate restrooms for men and women.

4, Adequately and attractively furnished, comfortable
and quiet. . ‘

5. Cleanly and properly maintained.
5. A campus faculty dining facility.

7. Lockable, keys to faculty.

HOLIDAYS

Main Considerations’

1. Who is entitled to holidays.
2. Listing‘of exact holidays;
3. Compensatory time if work on holiday.

4. Rotate class schedules to minimize class disruptions.

FACULTY HANDBOOK

Main Considerations

1. Faculty participation in developing/revising handbook.

2. Specific excerpts of handbook either wrltten into or
referred to in contract
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Agreement specificy )y excludes all of handbook from
Agreement

. Agreement SPQC/flCQl}y includes all of handbook in

Agreemont

Distribution of»handDOOk-

Sample Items

1.

”Existing ﬁritfen Doiicies concerning the academic
staff as presefilly Oﬂtlined in the Faculty -handbook

‘shall be incorprated into and considered part of

this Agreement SxCRpf as may be altered by this
Agreement or fdtufe ﬂegotlatlons between the Board
and the bargalﬂlng uﬂlt

"Any 'ProfesgjoNal gt&ff Handbook' is considered not
to apply to .thoSe bléhts, benefits and responsibili-
ties between tP% bapgRining ynit and the fBoard"”

"It is express}y ungerstood and agreed that the College,‘
may if it so d2fideg, issue a Faculty HKandbook containing
other pertinejt  infyyMation but such information shall-

_ not become a p@bt Qf this Agreement unleSS negOtlated

as indicated aPQve . n

QugRICAL ASSISTANCE .

Main Considerations

C L.

2.

Ratio of clerks/secpetaries to faculty members.
Specification of duyjes.,

Administrator of unjt¢ assigns priority to faculty
secretarial redUest jtems.

.~ Lead time requiTed t¢ Schedule work.

No personal work foy, facqlty members. . - g

Clerical expenées Qf bargalnlng unlt representatlve
borne by Board.

No clerical exp®nseg ©F bargaining unit pald for by
Board

Secretarial ser’Vice gB equitable basis for all faculty
members.
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10.

Secretarial services centrally located for maximum
faculty availability.

Secretarial pool available to faculty members.

PARKING FACILITIES

Main Considerations -

10.

11.

'Convehiently located, lighted, maintained and patrolled.

Separate facilities fof~faculty.

No cost to faculty. |

Space for ail faculty hembers.

Speciai facilities for handicapped (Faculty/Studeqts).
Same privileges for faculfy as adminisfration. |

If parking decals required, provided free.

. ‘Committee to‘chart parking problems and make recommenda-
tions. Faculty representative on committee.

Facilities proVided when possible;
Campus security officers can't repremand faculty except
through designated administrator. )

- Park only one family vehicle at a time in institutional
lots. k s ‘

FACULTY OFFICE

Main Considerations

1.

Specification ofvnumber of\facuity to an office (uéually
not ‘more than' two). :

Specification of furniture and equipment (e.g., desk,
chair, etc.). ' e

Specification of minimum square footage for office.

. Lockable space.
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Space available subject to budgetary considerations.
Hours of access to office area.

Heating, cooling and ventilation.

TRAVL L,

Main Considerations

1.

2.

10.

11.

12.

13.

Specification’of those eligible to travel (by titles);
Approved types of travel;

Authorization process.

Specification of<allowable expenses.

E%pense reporting procéss.

Mileage reiﬁbursement rates.

NQ;mileage‘reimbursement'if official car available and

. faculty member uses private car.

Flat fee per fiscal year rather than mileage reimbursement.

kFrequéncy of travel.

Insurance prerequisite for official traveling.
Not required to transport students in-private car.
Répaif Wwork.

Maximum. pér diem reimbursement.

JOB POSTING

Main Considerations

1.

Formal process for posting,
Minimum number of days notice before closing applications.

Unsuccessful applicants notified in writing before genefal
announcement. ‘
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10,

11.

12,

13.

1k,

150

Application for another position does not affect adversely
present position.

. Board retains final hirir: decision.

tout ,2b qualifications and salary range.
Copies sent to negotiation unit representative.

Vacancies during summer announced in ‘pay check smxvelopes
or by direct letter to all unit members.

Written application.

- Unsuccessful applicants have right of review of”

qualifications.

Administration has right to select and interview-
outside applications for new viewpoints, personeiities
or competencies. ‘

A1 other things being equal, senority given preference,

but senority not sole criterion.

During the year the President may fill vacancies
temporarily, but position becomes vacant at: end =f year.

Faculty committee may review application.

Bargaining unit to be present on interview committee
or process. ‘
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CHAPTER o

GENERAL CONTRACT

DUES DEDUCTION CHECK OFF

Main Considerations

1. the [Assoczatlon/Unlon] agrces to lndemnlfv and hold
the College harmless against ‘any and all clalms suits,
orders, or Judgments brought or 'issued, against the
Collegn as.a result of any action taken or not taken
by the College under the provisions of this Section.

2. The Board has the obligation to deduct from each bargaining
unit member s pay a- monthly portion of the annual dues

3. Except in an agency shop, the Board must receive written Sk
permission from the employee- to deduct dues ‘ ' : : S

L, Permission to dis contlnue dues deductlons muqt
~ writing from the emplovee

5. "The [Assoc3atlon/Unlon] must pronde an address to which
deducted dues. w1ll be sent. ‘

6. Frequently contracts read the dues and a iist of
[ASSOC1atJon/Unlon] members from whose pay ‘the dues have
‘been deducted, ‘along with the amount - from each, 'shill e
be forwarded: to the- [Assoc1atlon/Unlon] no later than ~ L N
seven (7) days after such deductlons have been made. " o

7. Dues‘check off w;ll not‘be extended tonany organiza-
tion other than : ‘ o o

8. The [Assoc1atlon/Unlon] must notlfy the College as to’
the amount of. dues to be deducted

The College may/may not be responslble for the collectlon
of 1n1t1a ion fees.. membershlp dues or spec1al assessments

[Ya]
.-

10. Some contracts permlt payment by cash or check from
‘bargalnlng unlt members in lleu of the check off system

“ll.f‘Dlsputes concerning. deductlons not settled by a confer-
ence between the College and the: [Association/Union]
'shall be subject to the grlevaqce procedure of the

‘Agreement o
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- NO STRIKE-NO LOCK-OUT

Sample Items
‘The Board and the Conference' agree that disputes which may
. arise between them shall be settled without resort to
strike or lock-out and that the requlrements of- the law in
this regard w1l1 no+ be: violated. The Board agrees ‘it will
not lock-out any or all of: ‘its. emoloyees during the term of .
this. Agreement and the Conference agrees on behalf of its
membership that there will be no strikes, slow-downs or
interference with the normal operation of (Institution)’
during the term of this Agreement..

COLLECTIVE BARGAINING AGENT RIGHTS

Main Considerations

1. The bargalnlng unit agent frequently has ‘the following
rlghts , ,

A. To app01nt one or two off1c1al observers on College-
w1de standing and/or ad hoc committees.

o B. ' To meet perlodlcally with the Presldent to discuss
SO ‘ . items of mutual concern, other than grlevances°

C. To be placed on' the Board s agenda to discuss
‘matters subject to- collectlve bargalnlng

D. ’To an offlce or desk: space ina College bUlldlnF
T at ‘no charge .

E. To‘a bulletin*board located in a place conven-
ient.for faculty‘viewing.

3 To adequate College space to conduct official
‘[Assoc1atlon/Unlon] meetlngs prOVldlng the

" space request does not: interfere with the normal
4College operatlons ‘at no charge.

G.k~To use offlce equlpment subject to normal College
procedures Some contracts . requlr“ bargalnlng
unit to furnlsh own equlpment

H. To a copy of "the agenda and mlnutes ‘of all Board
,meetlngs ‘
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1. To scheduling consideration so that no officiai of
the bargaining unit has official College obligations
after o'clock on . day to transact
official business. Some times stated that official
business shall be conducted ‘at reasonable times."

5
To review any new or revised forms used to carry
out the terms of the Agreement.

[

K. To annual financial reports, audits and budgets of
the College.

L. To a reduced teaching load for the bargaining
unit head with no loss of pay or full-time status.
Some contracts permit a number of contact hours
to be distributed by the bargaining unit.

M. To use the College mail service for official
communication purposes.

N. To representation if a bargaining unit member is
called to a disciplinary conference by an
administrator.

0. To attend all official meetings of the Board

P. To particiﬁate in any public hearing. on the
College budget. :

But the [Association/Union] does not have the right to request
any information not already available to the Board or to any
information in-a form not normally provided to the Board or
the College administrations, nor to information at a time

 prior to its normal collection and distribution.

The areas of faculty salary, terms and conditions of
employment are outside the jurisdiction of the academic

- senate.’

None of these‘rights shall be granted to any other
employee organization. ' '

‘Except as provided in the Agreement:”no‘faculty'member

may engage in [Association/Union] activities during the

time of his official College obligations.

“Meetings are tbzbe‘scheduled‘to ﬁinimize‘loSs oflscheduled‘
“class time. o S : ‘
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1 lével of the outline.

" CHAPTER 1

OUTLINE FOR COLLECTIVE BARGAINIHG CONTRACT

Tﬁe analysis of the contracts clearly indicates that items included,
the content and meaning of the item included and their arrangement are
examples of diversity and not uniformitv. This is to be expected in
the,eérly years of higher education collective bargaining. This
diversity makes it difficult for admiﬂiéfratéré‘and féculfy Afganiza—
tions to prepare for the bargaining process. It is even more
difficult for a researcher to analyze the contracts.

Five major areas do emerge from the analysis of the existing
contraétSt contfact management ., governance. academicf_general an@
benefits. The items found in a significant number of contracts can be
grouped under these five areas.. Many items can also:be grouped into
sﬁb-areas, éuch ast leave . salary  working conditiéns, féculty
governance, pérsonnel policieé1 and rights of bargaiﬁiné agent. .

The authors. have developed an outline for a‘cqllective bargaining
contract. No contract contains ali of the items listed. and .most
contain one’ or mofe ifems‘not included. The outline can serve as a

guideline for preparation for negotiation and for the final contract.

‘BEach section is designated by a Roman numeral. Sub-~greas and major items

are designated by capital ietters of the élphabet., Arabic numbers are

used to indicate items in a sub-area.and pardgraphing under major items.

‘Where hecessary small letters of the alphabet can be used on the next



Thus, IV C 3 a would mean the location of the first paragraph
relating to wank eguilivancies. ITII D 5 a would be the first para-
graph definfng the purcose and membership of ‘bc budget committee.

OUTLINE FOR CONTRACT
Section I. Contract anagenent

IA. Statement of Intent

IB. Recogn1t1on of Bargaining Unit ,

IC. Definition of Bargaining Unit, including membership
ID. Terms and Definitions

IE. Prccedures for Collective Bargaining

IF.  Procedures for Reopening of Hegotiation

IG. Consultation During Contract Period

IH. -Duration of Contract

II. Distribution of Contracts

IJ. Conformity to Law/Savings Clause

Section II. General

IIA. Cslendar/Holidays

_ IIB. Collective Bargaining Agent Rights
IIC. Job Postings
IID. - Outside Employment/Consultant Werk
ITE. Favroll Deductlon/Includ,ng Dues
IIF. No Lock-Out
ITIG. No Strike

Section III. Governance
IITA. Grievance Procedure
ITTAl. Purpose
IIIA2. Definition
IIIA3.‘Representati¢n
IIIA4, Procedures for Grievance
. IIIA5S. Procedure for Arbitration

IIIB. Management Right

IIIC.  Personnel Policy

- IIICl. Persommel Evaluation
ITIIC2. Personnel Files
ITIC3. Promoticn Policy
ITIC4. Transfer Folicy
IIIC5. Staff Reduction
IIIC6. Ne Discrimination
ITIIC7. Ssniority



IIID,

ITIID1.
ITID2.
IIIDS.
IIIDL..
ITIDS.

ITIDG.

IIIE.

IIIF,

ITIIF1.
ITIF2.
ITIFS.
IIIFY,
-IIITS.
IIIFSG.

ITIG,
ITIH.

. IIII.
IT1J.
ITIK.
ITIL.
ITIM.
Section

IVA.

IVAL.
IVA2.

IVB.

IvC.

. IVCl.
JIVC2.
IVC3.
Iveu.,

~IVD.
"IVDL.
IVD2.
IVD3.

] 122
“aculty CGovernance
Taculty Meetings
sisciplinary Action: Faculty Members
“aculty Handbook/By Laws
Faculty HMembers Who Become Administrator
Committees (Responsibility and Yiembership)
(ex) IIID 5 a Budget Committee
Senate

Maintenance of Penefits. Rights

Administrators
Administrator Selection
Administrator Duties
Administrator Recruit
Administrative Change
Administrator Salary
Administrators Yho Teach

Procedure for Course Scheduling
Institutional Research
Procedure for Class Cancellation
Institutiomal Planning
Organizational Chart
Special Funds
Publication, Development Rights
IV. Acadenic
Academic Committee
Professional Standards Committee
New Course/Program Committee
Acédemic Freedom
Academic Policies
Appointment -
.Reappointment
Non-reappointment (non tenured)
Dismissal (ter .red)
‘Academic Rank
Standards

Percentages
Rank Equivilancies



123
IVE.

1
<3
)

IVH.
IVI.
V.
IVK.
VL.
TVH.
V.

Iv).
IVol.
IvoZ2.
IvVOos.
Ivou.
IVOs.
Ivoe6.

Section V.
Va.
VB.
vC.
VD.

VE.

VEL.
VE2.
VES.
VEY,
VES.
VEG.
VET.
VES.
VES.

Assistance in Instruction
Certificaticn

Classroom bnvironment

Code of Ethics

Commitment to Juality
Faculty Responsibilities
Facultv Rights
Innovations/Special Programs
Substitute Teachers

Tenure

Workload

Teaching Load

Non-Teaching Responsibilities
Office Hours

Class Size

Evening/Saturday Classes

Summer School

Benefits

‘Cost of Physical Examination

Dues for Professional Organizations

Funds for Professional Developme't

Funds for Préfessional Publications

Insurance
Accidental Death
Automobile

Dental

Disability
Hospital/Surgical
Liability -

Life

Income Protection

28, Major Hedical
' VEl0.
VElL,
VEL12.
VE13.

Social Security

Tax Shelter '
Travel. ,
Horkmarn/Compensation .



VF.
VFL1.
VFZ,

VE3.

VFL.
VFS.
VFG.
VEF7.
VF8.
VFg.
VF10

VF13
V14
VF15
VF16
Vr17
VF18

VG.
VG1.
VG2,

VH.

VH1.
VH2.
VH3.
VH4Y,
VHS.

VI,

vy,
VK.
VK.
VK2,
VL.

VL1.
VL2,

VL3,

VLL,
VLS.

Leave
Annual

.Bereavement

Collective Bargaining Organization: .
Civic

Court Required

Emergency

Exchange Teaching

Government , Military, Vista. Peace Corps
Graduation ‘ '

.Industrial
VF1l.
VF12.

Marriage
Maternity/Adoptive

.Ho Pay
.Personal
.Frofessional
.Research
.Religious
.Sabbatical
VF19.
VF20.

Sick
Special

Rétirement
Retirement Policy

Retirement Program

Salary

General Items

Salary Schedule/Percentage Increase
Cost of Living : '

Extra Duty Compensation
Frofessional Awards/Merit Pay

Termination Pay

‘Travel

Tuition Remission
Faculty
Family -

‘Working Conditions -

Clerical Assistance

‘Parking Facilities

Safety and Health
Faculty Office
Faculty Lounge

- Section VI. Appendix (Documents needed for implementation of contract)
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