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RECOGNITION

The Kansas Board of Regents and Pittsburg State University recognize Pittsburg’
State University/Kansas National Education Association as the representative for

__the purpose of meeting and conferring and the settlement of grievances on behalf ' :

of faculty members in the meet and confer unit certified by the Kansas Public
Employee Relations Board in Case No. UE 2-1974, ~ikich is composed of all General
Department Teaching Faculty, Vocational Technical Institute Faculty, and
Learning Resources Faculty but excludes Administrative Personnel, Departmental

_ Chairpersons, Non-Professional Employees, and Temporary and Part-time Faculty,

with respect to the University's obligation to meet and confer, as this term is
used in Section 2(m), Session L. 1971, ch. 264 as amended K.S.A. 75-4322(m).
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1.

11.

SALARIES

For the 1985-86 academic year, it is agreed by and between the pacrties
that those faculty salary funds fcr faclty included in the Meet and
Confer Unit ("Unit") shall be divided in the following proportions:

A. Base Salary Total $
B. Sum of Adjustments

€. Merit Increment Total

D. Grievance Fund

TOTAL $

DEFINITIONS '

A. ‘"Base Salary Total" is defined as the sum of previous
year's salaries of all continuing unit members.

B. "Sum of Adjustments" shall be defined to include promotions,
corrections for historical inequities, corrections for affirmative
action purposes ‘and marketplace considerations. An advisory
committee consisting of three administrators sppointed by the
President of PSU and three anit members appoxnted by PSU/RNEA will
review all idjustment requests, except promotions, and make :
reconmendat:ions to the President of PSU. Requesats for adjustments
shall be submltted to the Committee by October 15 (45 days after
ratification) and the Committee shall complcte its work by
December 1 (90 days after r-tif;catxon)

€. '"Merit Increment" shnll br dafined as the sum
representing salary improveminat in reward for the level
of excellence of an individual's performance.

D. "“Grievance Fund" shall be defined as tlie monies

provided to process and redresa salary grievances as
provided herein.




JILL. " SALARY ALLOCATION

A. Performance Apprlisll Guidelines and Procedures
1. Introduction

Pittsburg State University is committed to facilitating high
‘levels of faculty &chievemwent in teaching, scholsrly sctivity,
and service.! As in any institution, levels cf achievcment of
"faculty competencies vary within the diverse components that
mske up the University. It is a difficult but not impossibla
task to attain evual levels of high schievement in all aress
sinultaneously. Tt ia more realistic to find high levels of
schieverent in some combinstion of teaching,. scholarly activity,
snd service. The psarticular combiration varies from onz :
individual to the next and is recognized as being a blend of
personal choicz and univereity needs. No matter what Levs! oZ
gchievezent is attained in any on: ares, satisfactory
performance is the norm tor all three.

The npprnxsnl of tenching, scholarly activity, nndlor uervice

tasks, csn be placed on a continuum from unsatisfactory to highly -

satisiactory. Quite often it is difficult to quantify. such
judgoents. . In order to provide faculty with some specific
guidelines as to what would be coneidered an acceptable level of
sccomplistment for any one year, a number of variables must be
taken into conliderntionz,-interestu, expertise, and the dzsires
of the faculty memberj go&ls and objectives of the Department; :
and needs of the Department as perceived by the Department ;
~ Chairperson after consultation with the Depsrtment as.a whole. '
. ) These variables ‘are relevant to the criteria upon which an
IR ; sppraisal of the performance of the faculty membexr would be
. based.  The-degree to which accomplishmerts are achieved

represents the gullitntive nupect of the performance npprniunl, [
process. There ghould be a clesr undsrstanding on both the part . .

of the faculty and the Department Chairperson concernxng the
qualitstive and quantitative aspects of expected

sccomplishments. Achievement is relstive to the objectiveu
stated, the tasks perforwed, and the individual whose
performance is being sppraised. The degree of achievement ln 8
matter of judguent based upon the statement of objectives, 'he’

snnual report of accomplishments and other intornltion evaiiable

to the Department Chairperson.

Cuidelines concerning the procedurea, lchGHC‘ of events, and
cstegories of data that vould be included in s pertot-lnce.
sppraisal tollov.l

" Ihese variables are broadly defined with examples in the publicnflon Core -~
of Academe, Office of Acnde-ic Attniru, Pittsburg State Univer-ity, Pail, ;953
zSee Appe1d1x).

O

ERIC

Aruitoxt provided by Eic:



O

ERIC

Aruitoxt provided by Eic:

2.

Procedures

The Performance appraisal process provides a foundation for an
understanding between faculty members and their Department
Chairpersons concerning professional objectives for the enauing
year and for the assessment of faculty accomplishments. Faculty
who do not participate fully at each step {(1I1, A, 2, a-g) will
be ineligible for an adjectival rating; therefore, on the basis
of non-participation will receive zero merit salary increment.
The Department Chairperson has the responsibility and authority -
for evaluating feculty performance and for preparing the
performance appraisal document,

Each depavtment will use a method of evaluating faculty "
accomplishments in the areas of teaching, scholarly activity and
service! which is congsistent with the following steps. These
steps are:

a. Chairbersons will meet with departmental faculty prior to
_January and develop departmental goals for the ensuing year
within the resources available to thenm.

b, The faculty aember prepares a written statement of
objectives relevant to but not limited to the previously
departmental objectives to be completed during the calendar
year. ’ : :

\ . ’
c. The faculty member eubmits this written statement of )
objectives to the Department:'Chairperson by February 15.21-

d. The'fuculty member and the Department. Chairperson discuss
the prcposed objectives and sssign each objective to onc of

the nine categories making up teaching, scholarly activity
and service listed below: ‘

 Teaching N Academic Frogram Planning and Developmen
: Inatruction
Instructional Support

Scholarly Activity . Reaearch
Scholarship
Creative Endeavor

Service Institutional
- Professional
Community

. 2under extenuating circumstances these dates may be modified by mutual
agreement between the Department Chairperson and the faculty member.
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£.

i.

Faculty, in consultation with the Depsrtmesnc Chairperson,
ascigns each of the areas of teaching, scholarly activity:
and service a weight, the sum of which adds to 100. These
weights will reflect the assignments and objectives of the
faculty member, the dcpartmental nceds, and must be vithin
the ranges noted below:

Teaching 56 - 70
Scholarly Activity 20 ~ 40

Service 10.~ 30

The Department Chairperson prepates a final statement of
objectives, their assignment to categories, weights, of
teaching, scholarly activity, and service and provides the
faculty member with a copy of these objectives by March 1.
Changes in the statement of objectives, their assignment to
categories, and weights may be made after consultation
between the Department Chairperson lnd faculty -e-ber at any
time during the calendar year.

By the last dsy of the fall seueater,z the faculty member
submits to the Department Chairperson a final report of the
faculty member's accomplisiaents durin; the calendar year. -

Based upon the initial stztexent of ob;ectiven, their
assignment to ¢ .fegories, and the weights of teaching, -
acholarly activity, ené service; the annual report of the -
faculty member; and.any-additional information discussed by:
faculty member and the Chairperson, the Chairperson assigns
an adjectival rating toveach of the three greaa of teaching, .
scholarly activity, and service utilizing the following:

Unsatisfactory

Less than satiafactory
Satisfactory

Above Satisfactory’
Highly Satisfactory

The Department Chnifperaon completes the Annual Performance
Apprlisnl Form for each Enculty le-ber.

The Deplrt-ent chlirperson nnd the Dean vill to;ether reviev :
the performance appraisal of each faculty member within the .
School. " After review by the Dean and Chairperson, the .= '

"Annual Performance Appraisal Form for each faculty member -

will be prepared by tha Department Chairperson, dated and

" signed by the Chairperson and the Dean. The Annual

Performance Appraisal Form and all appended uaterill i
given ro the faculty -e-ber by Februlry l

Directors of the Leonard H. Axe Librnry. the Office of -
Instructional Media, and the Vocational Technical Inutitute,:
with the Vice Prenident for Academic Affairs vill rev‘ev the -
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performance Apprqiinls of faculty in these units, For
purposes of this review, faculty of the Leonard H. Axe
Library and the Office of Instructional Media will be .
wmerged.: .

1. The Department Chairperson and the faculty member shall
discuss the contents of the Annual Performance Appraisal
Form.  The faculty member may append any comments,
documents, or materials he or she desires to this final

' performance appraisal document within fifteen clans days of
the receipt of the document. At this peint, the performance
appraisal process will be comp eted, and neither narty wil!?.
add or. delete yYrom the nnnull Performance Apprairal Form or
1:3 attachments.

Aliocation of Annual Faculty Salary Increments

1.

~
.

W
.

The Vice President for Academic Affairs will distribute to the .
School Deans and the Vice President for Academic Affairs a
percent of the base salary of continuing faculty equal to the

percent agreed to in the meet and confer process for merit
saiary increments.

From the funds allocated to the Schools, Library, and Institute
the: faculty will be awarded a fraction of the percentage of the
appropriation dependent upon their Overall Performance Appraisal
Rating., The fraction of the legislative percentage for merit
salary increments will relate to an 1nd1viduul faculty member's
performance appraisal as Eollova:

1f a Enculty member's Overall The faculty member's merit
Performance Appraisnl Rating’ salary increment will be within
ise N the following fraction of

percentages of the legislative
appropriation:

Highly Satisfactory : ) 1.16 ~ 1.30

Above Satisfactory 1.05 - 1.15
Satisfactory 0.95 - 1.04
Less than Satisfactory 0.50 - 0.94
Unsatisfactory 0

_Merit g~tar dollars will be distributed by school and not by

departmer.:. Deans and. the Vice President for Academic Affairs

© will be ehpncted to balance their merit sulury budgets.

Thé base -alnry of each Elculty member will be multiplied by the
assigned amerit increment: percent and the reSultlng amount addpd T
to the bnse salary.

Snlury nd]uutments and promotion increments v111 be added to the ;
ase salary piua the merit xncrement where appropriate.-




6. The salary allocation process sa contnined in this A;reenent o
shsll be utilized for the performence apprlillll conpleted duting o

the term of thil Agreement.

C. Perfornnnce Apprai-nl Grievnnce Procedure

l. Scope lnd Definitionst?

b.

Ce

d.

O
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“ hereinabove, and for arbitration fees, any unexpended
“balance shsll be divided equally smong unit faculty

~ sslary.

- Any perfor-nnéeﬁnpprlilil‘griev.nce‘iny not p;éceed to

Por purpalel ‘of this article, a “grievance" shsll
be defined ss an allegstion or complaint by sn
individual faculty member that his or her overall
performsnce sppraissl adjectivsl rating iz unjust
or unfair in light of the faculty member's
performance apprlinnl snd the Performsnce Apprsical
Guidelines and Procadures article of this Agreenent.

The term "faculty" shall be defined. as:

All General Department Tesaching Faculty,
Vocational Technical Institute Faculty, and
Learning Resources Faculty and will not apply
to the Administrative Personnel, Departmental
Cheirpersons, Non-professional Buployeel,
Tenpornry nnd Pnrt-tila Faculty,

Whenever polsible, faculty sre encouraged to dilcull
freely any problens or misunderstandings with concerned
parties ss they arise in an-effort to avoid the
necesaity of activating this Grievance Procedure. A

" conscientious effort will be made to redress through

ttiis process. and reaolve d;fficultiel at the lowvest
level possible., -

The Gr;evnnce Fund shall be utilized as neaded to adjust

merit increment ranges of faculty meabers vhose grievances
result in changes in their overall performance appraisal
adjectival rstings. 1In the event that the Grievance Fund - -
is not fully expended for adjustments us provided

members by being added to each such flculty -e-ber 8.

advisory arbitration prior to July 1. Any performsnce
appraisal grievance not finslly resolved (including
advisory arbitration, if lpplicnbla) shall be deemed .
abandoned.by November 15.. No merit increament sdjustments
may be made until all performance appraisal: grievences are
completed, In the event that the Grievance Fund is
insufficient to satisfy all recomended ndjustnantu_
resulting from changes in.overall performance’ appraisal
rstings through the grievance process, the Fund shsll be
expended to nll succellful grievants on.a pro rata bllll-

7
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2. Grievance Process:
srievance Process

Step 1:

Step 2t

Step 3:

" Step 41

A faculty member who has a grievance will file &
written statement with his/her department chairperson
within ten clsss days from the date of receipt of
his/her overall performance appraisal. This
statement will include?

&. The nunc'of,the grievant;

b. The statement of the Eacts giving rise to
the grievance;

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

The department chairperson will respond in writing
within ten days. ’

If the grievance is not settied in Step 1, the
grievant may make a formal appeal to the dean of
his/her school, or to the Vice-President for
Academic Affairs for those members not affiliated
with a school. The dean or the Vice-President for
Academic Affairs will hear the appeal.

This appeal must be made in writing.within ten days
after receipt of the written decision of the )
chairperson. -The designated administrator will review
and. investigate the grievance in a manner he/she

deems appropriate and will render a written

decision within ten class days of the receipt of

the grieyance. : :

1f the'grievﬂnce is not settled in:Step 2, tﬁe
grievant may make a formal:appeal to the President
of PSU. The written appeal must be filed within

- ten class days of the decision in Step 2. Copies

of the original statement by the grievant and the
decision made by the chairperson and the dean or
Vice President for Academic Affairs must be
submitted with the appeal. The President’s decision
shall be final and binding, unleas the grievsnt
proczeds to Step 4 of thia Grievance Procedure

with the approval of PSU/RNEA. .

Within ten days from the date of the decision of :
the President, the grievant may file a written request
for an advisory srbitration of the grievance with the
written approval of PSU/KNEA. Either party shall
forthwith request from the American Arbitrastion

Association one 1ist of five arbitrators for

striking purposes. Within two days of .receipt of

8
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the list, the partics shall determine by lot which
party shall have the right to strike the first - -
name from the 1ist. The party having the right to
remove the first name shall do aoc within Lwo days,
and the parties shall alternately strike until one
name remaina. The striking proceas shall take no
more than three days. The person whose name
remains shall be the arbitrator. The parties’

: deuxgnees may mutually agree to reasonable

extensxona of theue timelines.

The arbitrator so nelected will confer with the
representatives of PSU and PSU/KNEA snd hold
hearinga promptly and will issue his/her deciaion
‘not later than ten days from the date of the ciose
of the hearing, or i the hearing has been waived,
then from the date the final written statements
and proofs. are submitted to him/her.. Reither
party shell be perwmitted to introduce in the
arbitration proceedings any evidence which was not
either submitted to the other party in prior steps
on this grievance or submitted to.the other party
at least five days in advance of the commencement
of the arbitration proceedings. The acbitrator’
shall forward his/her recommendation to both '
parties. ’

The President ahall then make the final decisiona
~within fifteen days from receipt of the
arbitrator's recomnendation on whether and to what
extent to follow the recomnendationl of each :
_arbitration,

3. Advisory Arbitration:

Posthearing brie!s may be subnitted to an lrbitrutor :

following an arbitration hearing if such briefa
are postmarked no later than five dny- Eolloving
the close of the hearzns.

An electronic recording of the arbitration hearing
may be made at the arbitrator's requeat for the
arbitrator'a use only. No atenographic record -
will be kept. o

The Eees‘df.ifbitratioﬁ, ubvto 2 waximum of $300°

" per. arbitration, ahall be deducted and paid from

the Grievance Fund. ' Arbitration.fees and. expenaes
in excesa of $300 shall be divxded equally between
PSUIKN!A and PSU.

"It shall be the Enculty menber s burden to prove

that the overall performance sppraisal adjectival
rating is inconsistent with all data incorporated

-9
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within the performance apprainsl form and all
materials submitted and appended as of the time
of the meeting between the faculty member and the
chairperson to discusa the contenta of the Annual
Performance Appraisal Form (see #1V.A.2.12, p. 8).

Ro person employed by an institution of higher
education shall be eligible to serve "as an
arbitrator. No arbitrator wmay hear more than oune
grievance in any year.

The arbitrator shall make a written recommendation
to the President. A copy of the recommendation
shall simuitaneouely be furnished to PSU/KNEA.

The President may.adopt, modify or reverse the
recommendation of the arbitrator. The President
shall notify the grievant in writing of his
determination,

Other Provisions:

All time limits will consist of "class days,"
which are defined as any day on which normal
classes or examinations are held. Time limits may
be extended by mutual agreement.

A Y .
No restraining, coercive, discriminatory or
retaliatory action of any type will be taken
againat a faculty member by any supervisor because
of the faculty member's desire to initiate or
participate in a grievance.

\ .
Failure of the grievant %o appeal a decision at
any step within the specified time will constitute

- an acceptance of* the previous step. Failure of

PSU.to respond within the timelines provided will
constitute acquiescence to the relief sought by
the grievant. . .

All parties shall recognize a mutusl professional
obligation to keep discussions confidential during
the procedural stages of a grievance.. Records of
grievance procedures will be kept separate from
the personnel files, but all the documents must be
readily available to proper authorities and the
parties.

Only grievances that occur after the effective
date of this Agreement will be processed
hereunder.




D. Intra-Rsnge Grievsnce Procedure

1.  Scope and Definitions

2. Appesl Procenl

Step 13
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For the purposes of this article a "grievance" shall be
defined as an allegation or complaint by an individusl
faculty member that the faculty member's merit salsry
increment within the aslary range assigned based upon the
adjectival rating was unjust or unfair.

The term "faculty” shall be defined as:

All General Department Teaching Faculty, Vocational .
Technical Institute Faculty, and Learning Resourcea !lculty
and will not spply to the Administrative Personnel,
Department Chairperaona, HonProfessional Employees,
Temporary or Part~time Faculty.

Whenever possible, faculty are. encouraged to discusa freely
any problenn or misunderstandings with concerned parties as
they arise in an effort to svoid the necessity of activating
thia grievance process. A conscientioua effort will be made
to redress prior to or through thia process and resolve
dif!icultiel at the lowest level poasibdle.

The crievance Fund uhlll be utilized as needed to ldjuat
merit increments of faculty membera whose grievance reaultas
in salary increment changes. In the event that the
Grievance Fund ia insufficient to satiafy all recomnended
ad justments resulting from changes in the salary increnent,
the Fund shall be expended to nll luccelnful grievnntl on &
pro rata basis. : . ) :

Faculty members may use either the Per!orllnce Apprnilll
Grievance Procedure or the Intra-Range Grievance Procedure..
A faculty member who files a grievance under the Performance
Appraisal Grievance Procedure shall ba precluded from’ Eiling
an eppeal under the Intrl-Rln;e Grievnnce Procedure.

Faculty membera who have a grievance conccrnin; their lerit
salary increment within the aalary range ssaigned shall:

submit a letter of inquiry to their Dean or to the .. .
Vice-President for Academic Affaira .for thoae mexbera not
affiliated with a achool or college. This letter shall b
submitted within ten clsss days from the date of the ' ‘'
official notice of the Enculty neuber sa llry increIent




Step 2:

for the year in question. This letter of inquiry shall
include the:

a. name of the grievant,

b. statement of facts giving rise to the grievance,

c. reason or reasons vhy their merit salary increment
within the salary range assigned is believed to be
unfair or unjust,; and the

d. relief sought.

The designated administrator shall review the grievance and
shall render a written decision including a rationale for
the assignment of the merit increment of the faculty member -
within the specific range, The written decision shall be

rendered within ten class days of the recelpt of the grxevahce.

1f the ;rievant is not satisfied by Step 1, he/she may
appeal to the President. A written appeal must be filed
within ten days of the receipt of the results of Step I.
Copies of the ‘original statement of the grievant and the
decision of the Dean or Vice President for Academic Affairs
wust be submitted with the appeal. The President shall
review the appesl and ahall render a written decision
within ten days of the receipt of the appeal. The
President s decision shall be final and binding.

3. .Other Proviajons

All time. limits shall consist of “class daya" which are defined
as any day on which normal classes or examinations are held.
Time limits msy be extended by mutual agreement.

Failure of the grievant to appeal a decision at any step within -
the specified time shall constitute an acceptance of the %
previous step. Failure of the administration to respond within
the timeliness provided shall constitute acquiescence to the °
relief sought by the ;rievant.

IV. SALARY GENERATION FY 1987 h

The Board of Regents shall recommend as a part of its fiscal year 1987
budget request, sn increase in the unit salary base of seven percent to’
be distributed on the basis of merit. It is recognized thst any :
recommendation i- lubject to legislative action and approval by the
Governor, .

O
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V. SALARY GENERATION PROCEDURES

Meeting and conferring over salary generation is time specific,

Deadlines exiat wherein decisions must be made concerning the funding
requested, For this reason, the months and yeara a&s noted in these =
procedures serve the purpose of maintaining the ateps in concert with
the time sequence requxred. ’

A. Regents prepsre salary package A. The Unit prepares salary pnéklge' i

proposal, (October, Year One) proposal. (October, Year One)

B. Meet and confer over the respective
salary packages. (October, Year One
to March, Year Two)

C. Agreement on salary package. Cs No agreement on nnlnry'pncknge- ;:vi
(March, Year Two) (March, Year Two)

a, Mutually declared {mpasse on 
salary package. b

b, Fact finding resulting in o
fact finding report. (March’
to May, Year Two) ;

c. Fact finding. recalnendntiohu‘kﬁ

accepted by Regenta and the
Unit.

d. Fact tinding wot nccepted 
nor completed by May, Year
Two. Regents system- nnlnry
plcklge used,

D. Salary package included in PBU appropriate
fiscal year budget requent to Regenta.
(June, Year Two)

E. Snlnry package presented to Diviafon of
Budget with "good faith" effort on part
of R ts as a p t of the

nppropriute fiacal year bud;et requent.
(October, Year Two)

O
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SUMMER EMPLOYMENT PROCEDURE

The following procedures. shall be followed in determihing which faculty memberi

1.

‘shall teach during the summer. session. The terms dean, department chairperson,
.and academic unit are generic in nature and should be applied appropriately to
" the Vocational Technical Institute. :

The Department Chairperson shall, in consultation with the
faculty, prepare & staffing plan to support the summer session
academic program and submit it to the Dean. The academic
program of the summer session shall reflect programmatic and
enrollment considerations. In preparing the staffing plan,
the Chairperson shall propose the utilization of the expertise
available among (1) qualified regular departmental faculty,
(2) qualified regular University faculty, and (3) qualified
visiting specialists with appropriate credentials. The
Chairperson shall make his/her decision based upon the order
listed above with the Chairperson determining whether
available instructional personnel are qualified based on
written statements of qualifications necessary to teach
program offerings. ' The Chairperson, who shall prepare such
written statements of qualification, shall make such
statementa available to any interested member of the faculty.
Should there be more than one qualified individual in the
category of faculty from which the sclection is to be made,
the Chairperson shall select that person with the highest
academic rank, or if more than one of the qualified personnel

“are of equal academic rank, then such selection shall be based

on the length of continuous full-time service to Pittsburg

State University. Each department, however, may by a two-thirds
vote of the regular full-time members of the departmental
faculty, adopt alterrafte procedures subject to the approval of
the Chairperson, for the selection of instructional personnel
vhen such personnel are, in the judgment of the Chairperson,
qualified to teach the pzopoaed program offering. Such
alternate procedurea shall be filed with the Office of the

Vice President for Academic Affairs. )

After reﬁeiving all of.the‘prbpouéd staffing plana, and in

. ‘consultationm with the Department Chairperson, the Dean shall

3.

prepare a proposed summer program for the School and submit it

. to the Vice Presideat for Academic Affairs.

After consultation with the Deans, the Vice President for
Academic Affairs shall prepare the program for the University'a

- summer session.

tvery effort Qhall be made to complete this process by
October 1. ’ )




5. .ru‘:ulty will be compensated at a.rate of 2/9 of their annual salary for
full-time employment and for part-time employment at a fraction of 2/9
annual’ salary proportional to the fraction of full-time summer employment.

6. Full-time summer employment is defined by the 1985-86 Agreement (RHoura of
 Work, II, 8, 5 and 6). Part-time susmer employment must be a proportIonnl
and rational fraction of the contractual definition of full-time employment.
Ezceptions must be submitted to the Office of Academic Affairs for approval .
by the Work-Load Committee. i ) :
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OUT-OF-STATE TRAVEL

Out-of-state travel funds will be distributed utilizing the following proceduiexi

1." Determine the average of Fiscal Years 1984 and 1985 for budgeted University
‘Other Operating Expenses (0OOE). .

2. Determine the rvarage of Fiscal Years 1984 and 1985 for actual expended unit
member OOE funded out-of-state travel (0ST).

3. Divide the average OST by the average OOE to obtain the percentage of OOE
allocated to expended unit OOE funded 0ST (OSTX).

4. "Multiply 0STX by .8 to obtain 80X of 0OE fundud expended unit 0ST (.8 0sTX). . .

5. Multiply the FY 1985 budgeted University OOE by .8 0ST% to obtain the total
. .unit OST to be distributed to unit members. ‘

6. Divide the total 05T to be distributed by the total number of unit members
to obtain a unit member OST allocation.

- 7. Distribute to each department and academic unit OST funda equal to the
smount of unit member OST allocation times the number of unit members in the .
department. N

" The 08T funds allocated to each department will be administered by the
- Department Chairperson in consultation with the department faculty,

"Any unit member 0ST funds unspent or unencumbered by February 1, 1986, will be
returned to the Office of Academic Affairas for redistribution to unit faculty.
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RETRENCHMENT

The following procedurea used for the reduction of Unit members, how such
personnel shall be laid off, and how they shall be recalled. The term dean is
"generic in nature ‘ss-is the term acadeaic unit. When read in this document,
" such termr sppropristely apply to the Office of Instructional Media, the Leonard - .
H. Axe Library, and the Vocaicional Technical Institute, : :

) Personnel Reduction Procedures

1.

2,

3.

4,

The President shall inform the Vice President for Academic
Affairs of the number of positiona to be reduced.- The Vice

" president for Academic Affairs shall, in conjunction with the

Deans, determine the number and location of those reductions
observing academic integrity.

The Deans, in conjunction with the Department Chairpersons,
shall implement departmental reduction procedures, summsrize
the reductions to be made, and report them to the Vice

- president for Academic Affairs.

The Vice President for Academic Affairs shall forward the
tirmes of the reduced personnel to the President, who shall
properly notify them of their termination, the conditions of
their termination, the right to grieve the reduction, and the
scipulations under which they msy expect recsll.

Although the University is not responsible for the ultimate -
placement of redu:ed faculty, it shsll assist fsculty in
locating employment, both academi: snd non-scademic, on a
nationsl basia to assist reduc:d personnel in locating new
placements,

‘. Personnel Recsll Procedures ;

1.

‘*‘2._

After s period of personnél reduction, the Univeraity must

honor the reinstatement rights of faculty members released
under the personnel reduction procedures for a period of one
yesr from the date of termination.

1f sn academic unit is resllocated s faculty position within
. .the time freme apecified sbove, the Vice President for
" Academic Affairs shall inform all eligible faculty of that
~ scademic unit who have been notified and/or terminated of the
resllocated faculty position. : :




O

ERIC

Aruitoxt provided by Eic:

- 5.

6.

The academic unit shall consider the qualifications of all

eligible faculty for the position.

A notified and/or terminated faculty member recommended by the
academic unit shall be offered the position by certified mail
and given fifteen days to accept or decline the offer.

Faculty shall be reinatated at their former rank and tenure
status and at a salary no less than the existing salary at the
time of retrenchment.

The obligation of the University to faculty members released
under personnel reduction conditions shall cease after one
year from the date of termination.

18
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FACULTY NON-REAPPOINTMENT BECAUSE OF ACADEMIC PROGRAM DISCONTINUANCE

Introduction

Non-reappointment of faculty occurs as the result of three contingencies:
“cause, financisl exigency, and scademic program curtailment or discontinuance.

".. The policies and procedures below .concern Eaculty non-reappointment due to
scademic program discontinuance only.

" In the: life of & university, as knowledge expands and new acadenic prograns
flourish, some programs may diminish or become outmoded. 1In the process of -
discontinuing programs, three basic considerations must prevailt 1) maintenance

of & strong and vigorous University, 2) fulfillment of commitments to students
in_the process of completing discontinued programs, and 3) the Eulfillment of

" established faculty rights and due process to individual probationary or tenured
fnculty and unclassified staff ueuberu vho may. be subject to dismissal.

Dinliuull of individull faculty may occur as & result. of program discontinuance.
Within the constrsints and necessity of program integrity and departmentsl

" policies, faculty will be rzleased by appointment category &nd academic rank in
the following ordert part-time, temporary, tznure earning, and tenured|
instructot, assistant professor, associate professor, and professor.?

Procedurea )

After receiving notification of the discontinuance of a program from the
President, the Vice President for Academic Affairs, upon the recommendation of -
the sppropriate Dean or Director, shall recommend to the President which faculty
. membeis within the discontinued program are to be diswissed. Before notice of
_-the intent to dismiss is given to tenured and tenure earning faculty, xeasonable
i1€Eorts shall be msde to place the faculty member in snother suitable position
#ithin the University, Affected faculty may apply for any open unclassified :
5 ponition and any teaching position not occupied by & tenured or tenure earning
“faculty member. If the [sculty of the raceiving depsrtzent dctermines the
- “affected’ faculty member is qualified the faculty aember will be sssigned that
position. If placement in another position would be facilitated by a period of
.-retraining then the affected faculty member witil be awarded an appropriste
" sabbatical leave or leave with pay for that purpose.  ?ittsburg State University
will sttempt to make agreements with other inscitutions to facilitate "affected
" Zfaculty sttending those iustitutions for retraining purposes.

vilf realonable efforts at reassi;nnent are unuucceulful, the Vice President Eor
Academic Affairs shall give written notice of the intent to dismiss the faculty
. member. Notice shall include: s) s statement of the balin Eor the initial

1'"0-: of the provisions of this document alec !pply to academic programs
discontinued &8s a result of the Kansas Bosrd of Regents Program Review and

University decisions,  Those portions thst do not lpply to prograns "discontinued
"by the Bosrd of Regents will be 8o noted.

"zAalistant Instructor, Instructor, Principal Inutructor, and Senior Inntructor '
in the Vocationll Technical Inutitute.
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" decision to dismiss, b) a description of the manner in which the initial

decision to dismiss was determined, c) a disclosure of the statement upon which

. the Vice President for Academic Affairs relied to discontinue the program, and

d) a statement of the Faculty member’s rzight to respond to the dismissal. Such -
notice shall be given observing the University's policy on standards of
non-reappointment as set forth in the Unclassified Personnel Handbook.

. Tenured faculty. dismissed for reasons of brogrum discontinuance will be retained-
© for the time during which their programs are being phased out. During the time

in which studenta in & discontinued program are permitted to complete ‘their .

" degrees, tenured faculty members shall be continued in their previous duties, or’

shall, be temporarily reassigned without a reduction in salary, rank or tenure

. status -to other suitable positions within the University. The University will

assist dismissed faculty in their efforts to secure acceptable positiot s during

. . the phase out period. Dismissed faculty will have the right to.retire or resign:
- their appointments at their discretion during the phase cut period.

'Faculty Due Process

‘A faculty member shall have the right to grieve the Vice President's decisinn

through the existing faculty grievance procedure. Such grievance shall be made

“in writing, and shall be filed within twenty days of the date of notification.

The appeal may be based on the grounds that 1) dismissc! was based on a

' statutory or constitutionally impermissible reason, 2) use of incomplete or

erroneous data or information in the decision making process by the Vice
President led to dismissal (that is, that the Vice President had insufficient
basis in fact for selecting the appellant for dismissal), 3) no reasonable
effort was made to place the faculty member in another suitzble position in the
University before the notice of intent to dismiss, or 4) the procedure :
surrounding the dismissal was improper.*

Tmproper procedure includes (but is not limited to):

* " (a) violation of the procedures outlined in "Recommendations Eor Academic

Program Discontinuance” for arriving at the recormendation of

_discontinuance of the progrsm in question. Such appeal, however, shall
not address the substance of the recommendation.

f{:é(b) a violation of the procedures outlined in this document for arriving at '

the recommendation of non-reappointment of the individual.

‘ﬁhéré the basis of the grivance ié,;tututory or constitutional impermissibility;‘

use’ of incomplete or erroneous data, or lack of effort, the burden of procf is
on the faculty meaber, .Where the basis of appeal is improper procedure, the

..  burden of proof is on the Vice President. ‘The faculty member shall have access ;
- to-all .relevant information in the possession of the administration to aid in’

- preparing the case based on any of the grounds listed above. -

"“*In the case of decisions to discrcatinue an academic program by the Board of

. Regents, "the procedure surroundirg the dismissal was improper” will not be

- considered grounds for: grievance,
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1
.

1€ the program that has beén discontinued should be reinstituted withi& three
years from the date of declaration of discontinuance, facuity positions in that

"progrln shall not be filled unless the dismissed faculty member shall be offered

reappointment ‘at the same rank, salary, and tenure atatus as held previously,
unless the faculty member is demonstrably unqualified f:: appointment in the

..reinstituted program. The faculty member will be g -=n 35 days to accept or

decline an offer of reappointment. 1f, after the ti:

year period, a position

in the area of previoua service of a dismissed faculty usamber is advertised, the
faculty member shall, if possible, be notified and given an opportunity to
apply. :
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PERSONNEL FILES

The Univerbity shall maintain official personnel files in the Office of the -

President for faculty members. These files shall be ccafidential. Any material

.in.such files dealing with personnel and/or professional matters shall include
authorship.

"A Eacﬁlty member or his/her designee shall have access to his/her personnel file

curing regular office hours provided there shall be no undue interference with
the normal routine of the office. A faculty member's official personnel file

‘~shall not be removed from the office by the faculty member or his/her designee,
" and access to the file shall be only in the presence of someone in authority in

the office.

1f'a faculty member deaignates another‘person to have access to his/her
personnel” file, the faculty member shall authorize the Office of the President’
in writing to velease his/her file to that designee for examination.

A Edcuity member shall have the right to reipond to or comment upon any materia

filed in his/her official personnel file. Such response or comment shall be
affixed to the material and -placed with it in the Eaculty member's file.

A faculty member shall have the right to have a copy of material filed in

~his/her official personmel file at personal expense. Copies will be made by a

representative of the Office of the President upon request from the faculty

member concerned.

,Uhiversity administrators shall have access to faculty personnel files in

carrying out their official duties.
N ~

1f 8 personnel file is duly subpoensed, the faculty member involved shall be

notified of such subpoena at the earliest possible time.

- The original or a copy of an official perconnel file shall be made available it

a faculty member's grievance hearing on his/her written request. - )

‘Thqt portion. of a faculty member's personnel. file relevant to a grievance being

heard or a copy of that portion of the file may be introduced at a grievance -
hearing upon the written request of an administrative official involved in the

grievance hearing of that faculty member.

22




TENURE ' SCHOOLS OF ARTS AND SCIENCES, BUSINESS AND ECONOMICS, EDUCATION, AND °
‘TECHNOLOGY AND APPLIED SCIENCE; THE LEOARD H. AXE LISRARY, AND THE OFFICE or
INSTRUCTIONAL MEDIA

Beginning with the appointment to.the rank of full-time inatructor,

: recommendstion for tenure shall be earned on the following schedule of )
probationary service at Pittsburg State University: Instructor, seven years; .

. 'Assistant Profeuuor, five years; Associate Professor, four yearss and Professor

. three years.

- - For Lnitinl appoxntuents, any exceptions to the above probetionnry periode shal
.. be stated in the letter of eppointnent.

} 'Prior eervice in othar institutions of higher education may be included in the
" probationary period, but the University reserves the right to determine at the

*time of sppointment.whether prior secrvice shall reduce the probationary period.
= Any such errlnge-ent shall be stated in writing at the time of eppointnent.

~’1The Depertnent Chsicperson will provide ‘the faculty lelber ‘with e’ uritten repor
asseasing the faculty member's progress towards achieving tenure in the
departwent,’ This report shall.be mada at the end of the first year for ranks o
‘associste professor and professor and at the end of the second year for ranks o

.. instructor and assistant profeenor and once again at such time as requested by

:the Eeculty wmember,

‘,Elch report shall be baeed upon detailed departmental tenure criteria reflectin
professional standards developed by the departmental faculty in consultion with

': the Cheirperaon and revleved by the Dean and by the Vice President for Academic
"'Affnirs.
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TENURE VOCATIONAL TECHNICAL INSTITUTE

Beginning with the appointment to the rank of full-time assistant instructor,
recommendation for tenure shsll be earned on the following achedule of
probationsry service at the Vocational Technical Institute: Assistant

Instructor, seven yearsj; Instructor, five yearsj Principal Instructor, five years; Vi
and Senior Instructor, four years,

For initial appointments, any exceptions to the above probationary periods shall
be stated in the letter of appointment, . '

Prior ‘secvice in other institutiona of post-secondary education may be included ‘

+in the probationary period, but the University reserves the right to determine
.. at the time of appointment whether prior service shall reduce the probationary
. period, Any such arrangement shall be stated in writing at the time of

- appointment. :

The Institute Director will provide the faculty member with a written repori
. assessing the faculty member's progress towards achieving tenure in the

Institute. ' This report ahall be made st the end of the first year for ranks of )

" Principsl Instructor and Senior Instruction and at the end of the second year
- for ranka of Asaistant Inatructor and Instructor and once again at such time as -
.. requested by the faculty member. )

.

- Bach report shall be based upon detailed Institute tenure criteria reflecting

professional standards developed by the Institute faculty in consultation with

" the Director snd reviewed by the vice President for Academic Affairs.




‘PROI‘DT!ON SCHOOLS OF ARTS & SCIENCES, BUSINESS & ECONOH!CS,'EDUCAT!Oﬁ, ARC
TECHNOLOGY & APPLIED SCIENCE, THE LEONARD H. AXE LIBRARY AND THE OFFICE OF

INSTRUCTIONAL MEDIA

PROMOTION CRITERIA

To be considered for promotion, a faculty member shall be tenured or
holding a tenure earning appointment and be able to demonstrate
excellence in at least one of the three areas of: . 1) teachingy 2) .
research, scholsrship, and/or creative endeavorj 3) ity and/or
University aervice with accomplishment in the remaining two. Faculty

. are not expected to schieve excellence in each of the three areas, -but

they should be able to demonstrate professional sccomplishments in all

_ three. Taculty meabers shall select a primsry bssis for nominstion. for

promotion from smong teachingj research, snd/or creative endeavorj snd
comsunity and/or University service. It should be emphasized that the

" following criteria are broad and conceptusl in nsture and define a

number of areas in which contributions to teaching, scholsrship, and
service may be made, - . :

A. Excellence in felchlng

Teaching refera to the brosd srea of atudent/faculty interaction for
educational purposes.. Generslly, s fsculty wember who excels in
tesching is a.person who guides and inspires students, maintsins
scholarship through suataining breadth snd depth of knowledge; .
“contributes to understanding of subject mstter, snd facilitates the
lesrning of students. A teacher should be able to demonstrate

" bresdth of teaching competence in the content ares, graduate .

- committee memberships, theses and specisl investigstions directed,
honors courses tsught, contributions to course snd curriculum- B

. development, use nnd‘prepnrltiou,ot;innttuctionll_ledin_(textbookl,
1sboratory menuals, computer progrsms, class projects, cases, .
video-tape, film, slides, transparencies, individual instructional
wodules, models and mock-ups, etc.), experimental instructionz!’
methods and techniques, attendance: at institutes and other progrsms .
relevant to instruction and evidence of impsct on students (student -~
evsiuations, pre and post-testing reoults, state board results,
certification examination results,. job placesent, .graduste school
admissions, GRE and Millers Analogies results, etce.). -Different
categories of accomplishments are necessary to adequately reflect
library and instructional media faculty activity. o

B. !xcelfeh&@linvkeéenrch, Scholnrlhip;‘aﬁd/orldieltivo !ﬁdeavqr

A member of the faculty who excels in the field of research,’
scholarship, and/or crestive endeavor conducts creative work
_appropriate.to the area of specislization and disseminates such
‘creative work to other colleagues on. the pittsburg State University <.
campus, as well as on other campuses. - :
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Persons vhose primary strength is in the field of scholarly activiey ..
may find that such activity manifests itself as much in the work of
students as through their own direct efforts. Criteria in this
category will consist of demonstrable activity in such areas ss
publications (papers, monographa, textbooks, book reviews,
abstracts, etc.)} production, exhibition, or performances of
creative works; lectures, papers, speeches presented at meetinga or
other educational institutions; attendance at institutes, short
courses, or seminars related to the faculty member's discipline;
grants and swards received; evidence of national or international
recognition; end current research, scholarly activity, and/or
creative endeavor projects in progress. The emphasis in this:
category ia. in the presentation of data that will substantiate the
continuing scholarship of the faculty member in a particular
digcipline. ) . ‘ )

C. Excellence in Community and/or University Service

A faculty member whose contribution to the University is in the"
field of service should be preductive in any one or a combination of

i the following:  institutional service or professional service.  The

s service must be performed becauae of ‘competencies relevant to the
faculty member's role at the University. . Service provided through
an avocational intereat or associated with special talents. not
related to University sppointment. would not be considered. -
Excellence may be achieved by displaying leadership concerning
academic and other Univeraity affairs, through counseling and
sdvising of students in scademic matters. and personal problems.
Faculty members may participate broadly in continuing education. .
programa by teaching in non-credit courses or planning and leading
workshops, seminsra, and discusaion groups. ' Outstanding public
service contribut{ons may be made by helping to implement regional
comunity service #nd other types of field services. A significant
contribution msy be as sn officer of 'a professional, technical, or:
scholarly society at the state or.national level. .The faculty .
menber may slso be highly regarded ss a consultant to government' and
irdustry on technical matters. In all service categories, evidence
@must be presented to subetantiate the quality and quantity of the
service provided. ; : e -

II. RANKS .

The three levels of rank mey be thought of as a continuum oflpeiforujnéé
e e — - from-poteatisl-ts actual —— motentisl gt-the Ascistant level to actual’
C at the Professorial level. ' Following are definitions of each rank.’

 :fVT‘~ A. Assistant Professor :

Promotion.to Asaistant Profesaor is based upon potential for -
profesaional development. A strong academic record should be
present; and: the individual should have completed, in most cases,
doctoral program. Where it is recognized by both faculty and
administration that the doctorate is not the terminatl degree, the
‘recognized ‘terminal degree plus relevant experience. is & e
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S c.

‘reﬁuirelent;b There should be s clear indication thst the individual

has the aptitudes of a successful faculty member and will grow in.
stature snd eventually qualify for the rank of Associate Profesaor.
Noruslly, individuals prowoted to Assistant Profesaor would be in
prior rank for & period of four years.. Promotion to this rank
carries with it a salary adjustment of $250.

Associate Professor.

Promotion to the Associate rank is based upon actual performance as
well ss future potential. The terminal degree appropriate to the
discipline .  in which promotion is to be granted in all but
exceptionsl cases is required. Above all, the individual should
still be developing technically and profeasionslly. Candidates for
Associate Professor should be well on the vay toward becoming .
productive members of the acsdemic community. It is sssumed that
candidates weet all requirementa of the Assistant Professorship

" prior to promotion to Aasociate Professor. WNormally, individuals

promoted to Associate Professor would be in the Assistant Professor .
rank for a period of five yesrs. Promotion to this rank carries
with it a salary adjustment of $450.

Professor

Promotion to full Professorship implies that the individual feculty
member is recognized by professional peers as an outstanding v
contributor in a field of specialization and by associates and

. students as a contributing member of the Pittsburg State University.
- academic community. The terminal degree appropriate to the ’
discipline in which promotion ia to be granted is required. In

general, one holding the rank of Profeasor will be responsible for: )
an’ important ‘area of instructionj: in addition, it is expected that

“such.a person will have wade notsbla contributions in some ares of
. specialization. ~It ies expectad that the candidats will be :

racognized on the Pittsburg Stata University campus for outntnndlhg
contributiona to the educational program of the University. It is

- sssumed that candidstes meet all rsquirements of the Associate :

Professorship prior to prowotion to Professor. Normally,
individuala promoted to the renk of Professor would be in the:
Associate Professor rank for a period of seven ysars. 'Promotion to
this rank carries with it a eslary adjustment of $650. :

. L11.. PROMOTION PROCEDURES

It is thc'rtipdhlibiiity of the,inaiv{dual faculty member to engage in-
thosa activities that shall evantuslly result in promotion to the next

higher academic rank. It is the responsibility of the Department e
Chaicperson to counsel and guide the faculty member into activities that

shall increass tha probability of promotion being granted. The.

Department Chairperson is expected to weet with faculty on a frequent -

snd regular basis (certainly more than once or twice an acsdemic year)

" in order to explore ways in which the University may support the faculty » 
. member's development in the areas of teaching, scholarly activity, and

27




O

ERIC

Aruitoxt provided by Eic:

.

_ University and community'eervxce. It is to the benefit of both

individuala and the University to be senaitive to opportunitiea that

present themselves in order to enhance the professional advancement of
faculty members.

The Departnent Chairperson will provide the faculty member with a
written report assessing the faculty member's progress toward promotion
in academic rank. This report shall be made at the end of the second

year -in - rank and once again at uuch _time 'as requested by the faculty
member,

Each report shall be based upon detailed departmental promotion criteria
reflecting professional standards developed by the department Faculty in
consultation with the Chairperson and reviewed by the Dean and the Vice

President for Academic Affairs.

PROMOTION COHHITTEES

During the fall semeuter, the following promotion committees shall be
Eormed from the PSU faculty (all those possessing academic rank):

1. - Department Promotion Committees

o 2. School Promotion Committees
3. University Prcmotion Committee

Departmcnt Promotion Committees shall consist of faculty selected by any
manner connistent with procedures acceptable to the Departmental faculty
acting as.a group, The Chairperson of the Department Promotion

Conmi ttee shall be elected by the committee and shull vota.

Each School. Promotion Comittee ahlll conaist of not fewer than five nor
more than nine Associate‘and/or full Professors. The Dean of the School
shall determine the size of the committee within these guidelines.  The

faculty members of each School shall elect the members of the committee.

" The chuirperson of the committee shall be elected by the members “of ‘the
" committee and ahall vote,

The Univeraity Promction Committee ahall consist of faculty

. representatives of all Schools.  There shall he not more than twelve

faculty members (three from each School) who are Aaaociate or full

_ Professors plus two members from the Library and_Instructional Media.
- Faculty members shall be elected utilizing procedures estnblished by

School governunce pructicea.

Academic administrators and Eaculty promotion committee chairpersons are i
reaponsible for assuring that candidates' dossiers are complete and in .
the recommended format. 'They are also responsible for assuring that the
written justifications are relevant to the basis upon which the

"~ candidate is being considered for promotion and the data provided in the

dossier. Dossiers and juatifications ahould be returned to the prior
level to be reconsidered-if they have not folloved theae promotion

proceduren and guidelines.
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V.

NOHiNAT!NG FACULTY FOR PROMOTION

At the completion of the year prior to the appropriate number of years
in rank (for promotion to Assistant Professor - 3 years in.rank as -
Instructor, for promotion. to Associate Professor - 4 yeara in rank as an

" Assistant Professor, for promotion to Professor - 6 years in rank as an

Associate Professor) the faculty member shall be nominsted for candidacy
for promotion by his/her Chairperson.  Only faculty members holding a
tenured or tenure earning appointment shall be considered for promotion
in rank. In conaultation with the nominee, each Chairperson must
prepare s "Nomination for Promotion” form and submit that form to the
Departmental Promotion Committee in compliance with the Promotion

..Procedure Schedule attached. If a faculty member does not wish to be

nominated for promotion, the faculty member shall inform the Chuirperuon‘
in writing of that preference. )

'The Department Promotion Committee shall review the data included on thev

"Nomination for Promotion” form and advise on the appropriateness of the
nomination. The committee shall vote to recommend the nominee to be a
Candidate for Promotion or to reject such nomination to candidacy.

-Criteria utilized to recommend or not recommend shall be years-in-rank

and degree terminality, including any prior service credit. The nominee
shall be advanced to candidacy or will be rejected as a candidate for
promotion.

When a. faculty member's nomination for candidacy is rejected, the
nominee shall be informed in writing the reasons for thst decision. The
nominee, if sfter reviewing the committee's reasons for not recommending
advancement to candidacy, still desires to- be considered a candidate,
may ‘declare him/herself a candidate and complete the prouotion
procedure.

‘BECOHING A CANDIDATE FOR PROMOTION

: 1€ the nominee is advanced to candidacy by the Departnentul Committee or

himself/hersclf, the candidate and the sponsor (or the nominee himself
or herself) shall prepare a promotion dossier. The csndidate shall .’

- determine the content of the dossier and bear the primary reuponsibility

for prepsring the dossier within the given guidelines. No changes may .
be made in the doasier without the permission of the candidate.
Guidelines for preparing dossiers and a aample doluier shall be
available from the Office of Acudenic Affairs.

In rare” cllea, ‘Esculty’ nembera nny be nominated as a cdhdieiti’foryf
promotion early. For unusually qualified persons, early nowination

- shsll be permitted, but in no case, shall such nominations be earlier

than two years prior to the termination of the required years in.rank

-~ (for promotion to Assistant Professor - 2 yesrs in rank as Instructor,

for promotion to Associate Professor - '3 years in rank as Assistant’
Professor, for promotion to Professor - 5 yesrs in rank as Associate
Professor). This nomination may be made by any member of the Pittsburg
State University academic comnunity, the Chairperson, or the Euculty

" ‘'member.
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VI,

Promotion committees and members of the administration shall -be required
to provide written justification of promotion recommendations. These
statements will represent the professional judgmwents of the authors
concerning the candidates' qualifications for promotion. 7Tndividuals
vriting these justifications should be cognizant of the goals and
obicctives of the Department, School, and University and make remarks in
light of the evidence presented in the dossier. Comments concerning the
information present in or absent from the dossier in the areas of
teaching, scholarly activity, and community and University service
relevant . to the. qualifications of the faculty membdr should be made in

. this justification. Comments concerning activities in which: the

candidate could be involved that would strengthen the dossier shall also
be included. ' : '

REVIEWING CANDIDATES FOR PROMOTION

~ A1l actions by any promotion committee, Department Chairperson, Dean

or Vice Pregident shall be communicated to the candidate prior to the
next level of review. Candidates may provide responses to
recommendations made by faculty promotion committees, Chairpersons,
Deans, and/or the Vice President for Academic Affairs prior to the
forwarding of the doasier to the President. Faculty should address:such
responses to the next level of review with a copy to the President and
the relevant reviewing body or person.

. The promotion dossier shall be reviewed by the Departwent Chairperson,

who shall recomménd or not recommend the candidate for promotion in
weiting and provide justification for any recommendation that is made.
As a part of this justification, the Chairperson ahall summarize the

" performance appraisals of the candidate for the period being reviewed.

The Department Promotion Committee shall receive nominations for
peomotion from the Department Chairperson. The committee ahall review

" and discusa the dossiers:and vote on the candidate, recording the vote

in the place provided on the dossier cover sheet. The Department
Promotion Committes shall prepare for inclusion in the dossier of each
candidate & statement supportfng their recommendation.. All doasiers
containing the Chairperson's. and Departmental recommendation shall be
sent forward to the Dean of the relevant School, except when the
promotion is withdrawn by the candidate.

The Dean shall review the dossier and shail recommend or not recommend

‘the candidate's promotion.. The recommendation shall be in writing ‘and
“'shall include s justiffcation of the decision wade. -Reasons must be

given. to ‘support both a positive and negative recommendation.

Ubon :éceiying theuﬂoasier.fron_the Dean,..the School Promotion Committee
shall discuss and revievw the promotion dossiers and vote on each

- candidate. :The School Promotion Committee shall prepare for each
-candidate a statement supporting its recommendation. This statement

shall become a part of the dossier. ~All cases, regardlesa of the -
recommendation (except wiien the promotion is withdrawn by the Ll
candidate), shall be gent forward to the University Promotion Comnittee.
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The University Prowotion Committee shall receive nominations for
promotion from all School Committees, aad the Library and Instructional
Media when appropriate. This committee shall consider all candidates
for promotion, snd after the committee has reviewed the dossiers of all
- candidates, it shall vote on each candidate and provide a written
rstionale for.its recommendation. Upon completion of this task, the
dossiera shall be forwarded to the. Vice President for Academic Affuirs.
The Vice President shall recommend or not recommend, justify those
‘recommendations in writing, and forward them to the President.

Upon receiving the recommendations of the vice President for Academic
Affairs, the President shall review the dossiers and make |
recommendations to the Board of Regents at the appropriate time. If the
President's recommendation differa from that of the Vice President for
"Academic Affsirs, the President shall provide in writing a raiionale for
such difference. 'Any reccumendations forwarded to the President shall
become part of the candidate's official personnel file.

Paculty menmbera may submit documentstion concerring their promution

recommendationa for retention in their official peraonnel file.

Pro-otions are grievable under provisions in the 1986-1985 Agreement .
between PSU/KNEA and the PSU Administration/Bosrd of Regents.

PROMOTION PROCEDURE SCHEDULE

- May Pirst call for promotion nominations.

August Second call for promotion nominations.

Deplrtnent-ul, School, and University:
Promotion Cowmitteea elected.

Nomination for Promotion foras to
Departmental Committees. :

Advancement to Candidacy notifications
to nominees. .

September Doseiers to ﬁepu—tnent Chairperaons.

o Dossiers to Departmental Fromotion =~ - - .-
- Committees. . : v

*  October Dossiers to School Deans.

Dossiers to School Promotion Cou-i,tteei.

November Dossiers to University Promotion Committee. .
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December Dossiers to Vice President for Academic
Affairs.

January Dossiers to President.
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I.

PROMOTION VOCATIONAL TECHNICAL INSTITUTE

PROMOTION CRITERIA

To be considered for promotion, a faculty member shall be able to
demonstrate excellence in at lcast one of the three areas of: 1)
teaching, 2) professional development, 3) Institute service and
leaderskip, with accomplishment in the remaining two. Paculty are not
expected to schieve the same.level of excellence and accomplishment in
each of the three areas.. Faculty members shall select s primary basis
for nomination for promotion from among tesching, professional
development, and service. The Institute is chiefly & tesching unit,
and, while the faculty should be able to demonstrate performance in

- profassional development, as well as Institute service snd leadership,

the area of tesching is a component of msjor importance. The following

- guidelines are broad and conceptual in natura and define a number of

aress wvhere contributions may be made. This should not be considered s .
listing of items to be accomplished, but ss a description of the types
of perfornlnce to be expected

A. Teuchin;

Teaching refars to the specific area of transmitting to the students
the knowledge, skills, and work values required for obtaining above
entry level positions for the sreas being trsined. The exception to
the ebove is Cosmetology, whare entry level competency is required.
While wmaintsining a subatantial breadth and depth of teaching:
competencies in the technical or trade ares is msndatory, the
teacher must be sble to demonstrate the ability to transsit or show
major contributions in the development and updsting of curriculum,

- instructional mateslals, ‘and resource systems; and sttempts at
creating an environment which is condvucive to lestning. A tescher
should be able to show evidence of an impact on students’ learning. .
Desirsble, but less measurable, is evidence that the students desire
to naintuin a quality level of vorknunship.

" B. Professional Development -

Profeenxonal developnent activitieu occur in s number of
enviromuents: public institutions, private settings, and government
sgencies. Such activity is distinguished from work experience in
that the specified purpose for the activity is the attaicsent or

" acquiring of new knowledge snd nev skills. -Por example,.s }
twelve-week summer experience in carpentry for & locsl contrsctor is
work. A two-week workshop on energy efficiency systems at a
worksite and sponsorad by the Department of Energy is. professional

.'development. With properly plsnned professional development
activities, a fasculey member will be cognizsnt of new and innovative
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36




11,

O

ERIC

Aruitoxt provided by Eic:

industrial processes. The attainment of University degrees to a
sufficient level to insure competence in the profession is critical
to one's success. The level or type of degree(s) needed is
dependent upon many variables based on the individual's past
experiences and will be evaluated on an individual bhasis,

Institute Service and Leadership

The uniquenesa of the Institute as a skill teaching activity
integrated into a University campus provides many avenues for the
Institute to extend its areas of expertise into the University and
industrial communities. Opportunities for the faculty to perform
services to the Univeraity and the Institute by participation in
academic governance activities are many., ' Service on committees is
responsibilty of Institute faculty citizenship. In the vocational
and technical professional organizations, opportunities abound to
contribute at the state and national level., Leadership in upgradi:
training for industry and technical workshops for other vocational
and technical teachers is another area of potential. Specialized
services to current students and alumni in employment selection is
still another area of opportunity. 1n all service categories,
evidence must be presented to substantiate the quality and quantit
of the aervice provided, The service must be performed because of
competencies relevant to the faculty member's role in the Inatitut

-RANKS

The four levels of rank may be thought of as a continuum of performanc
from pnbentinl to .gctual, FPollowing are definitions for each rank.

A.

Assiataﬁ% car

This academic rank is the entry level of the. Inatitute career
ladder. ‘To. qualify for.this academic rank, individuala’ ‘shall:hav
& high school diploma or equivslent, two years' continuous work
experience bayond the lesrner level in the trade he/she will teach
and be able to pass the trade competency test in that trade area.

Instructor

Promotion to inltrhétor ia based upon present competency and
experience as well - as potential for professionsl development. The
individual shall have completed, in most cases, an associate degre

‘'or_aquivalent .college/university work (60 cemester hours exedit),

College/univqraity credit may include work ‘experiencé houra awarde
via the trade competency test administered by Pittsburg State
University.” Successful teaching experience is- requxred for

'pro-otion.v Accomplishments in Institute. lervice, Inatitute

leadership, and professional development is expected. ‘There shou
be a clear indication that the individual has the aptitudes to be
nuccealful faculey nenber and vill develop profeauxonally and - ¢
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‘eventually qualify for the rank of principal instructor. Normally,
individuala promoted to instructor would be in prior rank for four
years and meet all requirements of assiatant inatructor. Promotion
to this rank carries with it a salary adjustment of $250.

B. Principal Instructor

Promotion to the rank of principal instructor is based upon actual
‘performance, as well as future potential, The attainment of a
bachelora degree (or. its equivalent) is.required. The faculty
member should still be developing technically and professiocnally.
Candidates for principal instructor should be able to demonstrate
effective teuchin; and have solid achievements in the areas of
leadership, secrvice, and profeasional development. It is expected
that candidates meet all tequirements of the instructor position
.prior to promotion to principal instructor. Normally, to schieve
this rank, the individual must have been in the prior rank for five
years and meet all requirements of instructor. Promotion to this
rank carries vith it a salary adjustment of $450. :

C.. Senior Instructor

Promotion to senior instructor rank implies that individuals are
recognized by their peers as outstanding contributors in an area of
~ specialization and by aasociates and students as a contributing
- member of the Institute. It is expected of individuals holding this
rank to have msde notable contributions in their area of tesching
and be able to demonstrate state~ofqthe~grt competency in their area
of specialization. To qualify as & nenxor inatructor, an: individusl
must have attained a graduate level degrqe (or its equivllent),
‘demonstrated high achieviocent in telching, h plishaent and °
leadership in profesaional develop-ent, and have an eatablished
.Institute and community service record. Evidence of recent
technical upgrading in the ares of specislization is expected.
~Normally, an individusl must have served in the previous rank for
_-8ix yeara and meet all requirements of principal instructor.
Promotion to this rank carries utth it a sslary adjustment of ‘650- X

Only fasculty -euberu holdin; tenure esrning appointments in the

‘.. Vocational Technical Institute are eligible for promotion. ' Part-time or

temporary faculty, regardless of their title, are not eli;ible for

- nomination for promotion.

S § § 08
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PROMOTION PROCEDURES

It is the responsibility of the Institute Director to counsel and guide
the faculty member into activities that shall increase the probability
of that promotion being granted. The Institute Director is expected to
meet with faculty on a frequent and regulsr basls in order to explore
vny! in which the Institute may support the faculty member's developuent
in the sreas of teaching, professional development, and Inatitute
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service and leadership. It is to the benefit of both individuals and
the Institute to be sensitive to opportunities that present themselves
in order to enhance the advancement of faculty members.

The Director of the Vocational Technical Institute will provide the

. faculty member with a written report assessing the faculty member's

progress towards promotion in instructional rank. This report shall be
made at the end of the second year in rank and once again at such time
as requested by the fsculty member.

Each report shall be based upon detailed Institute promotion criteria
reflecting professional standards developed by the Institute faculty in -
consultation with the Director and reviewed by the Vice President for
Academic Affairs. ’

PROMOTION COMMITTEE

During the fall semester, the Vocational Technical Institute shall form
an Institute Promotion Committee from VTI faculty (all those possessing
academic rank of  instructor and above). ) :

The Institute Promotion Committee shall consist of faculty selected by
any manner consistent with procedures acceptable to the Institute
faculty acting as a group. The Chairperson of the Inatitute Promotion
Committee shell be elected by the committee and shall vote.

Academic administrators and faculty promotion committee chairpersons are
cesponsible for assuring that csndidates' dossiers are complete and in-
the recommended format. They are also responsible for assuring that the.
written justifications.are relevant to the basis upon which the - .
candidate i being considered for promotion and the dasta provided in the "’
dossier. Dossiers and justifications should be returned to the prior
level to be reconsidered if they have not followed these promotion
procedures and guidelines. " ° :

NOMINATING PACULTY FOR PROMOTION

1t is the responsibility of the individual faculty member to engage fn Y
those ‘activities that shsll eventually result in promotion to the next
higher rank, o o - .

At the completion of the year prier to the sppropriate number of years
in rank (for promotion to instructor ~ 3 yesrs in rank as assistant
{netructor, for promotion to senior instructor - 5 years in.rank as a
principal instructor) the faculty member shall be nominated: for: :
candidacy for promotion by the Director. . In consultation with the. . .7
nominee, the Director must prepare a "Nomination for Promotion” form and B
submit .that form to the Institute Promotion Committee in compliance with i :
the prozotion timetable attached. ' If a faculty member does not wish to,
be nominated for promotion, the faculty member shall inform the Director
in writing of that preference. o S Gl
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" The Institute Promotion Committee shall review the data ‘included,on the
- "Nomination for Promotion” form and advise on the sppropriateness of the '
.nomination. The committee shall vote to recommend the nominee to be a.

Candidate for Promotion or to reject such nomination to candidacy,
Criteris utilized to recommend or not recommend shall be years-in-rank, .

_ degree terminality for the rank to which the faculty member shall be

promoted, including any prior service credit. The nominee shall be

- advanced to candidacy or shall be rejected as a candidate for promotion.

‘When a faculty member's nomination for carididacy is rejeéted, the '

nominee shall be informed in writing of the reasons for that decision.

. The nominee, if after reviewing the committee's reasons for not .

recomnending advancement to candjdacy, still desires to be considered a
candidate, way declare him/herself a candidate and complete the
promotion procedure,

-BECOGMING A CANDIDATE FOR PROMOTION .

If the noninee is advanced to cindida‘cy by the Institute Committee or

_hinself/herself, the candidate and the sponsor (or the nominee himself

or herself) shall prepare a promotion dossier. The candidate shall
determine the content of the dosaier and bear the primary responsibility

-for preparing the dossier within the given guidelines. Mo changes wmay

be made in the dossier without the permission of the candidate. = .
Guidelines for preparing dossiers shall be available from the Office of

- Academic Affaira. :

.In rare cases, a faculty member may be nominated as & candidate for
- ‘promotion early. For unusually qualified.persons, early nomination will
- be permitted, but in no case will such nominations be esrlier than two -
‘years. prior.to the termination of the required yuears in rank (for
"'promotion to.instructor -~ 2 years.in rank as assistant inatructor, - for
promotion to principal instructor - 3 years in rank as instructor, for

promotion to senior instructor - 4 years in rank as principal

.‘instructor).. This nomination usy be made by sny wember of the Institute -

-, faculty, the Director, or the faculty member.

. The Inatitute Promotion Co&nittee and scademic adwinistrators shall be .-
~required to provide written justifications of promotion recommendations.

: These statemsnts shall represent the professional judgments of. the

suthora concerning the candidates' qualifications for promotion. .~

Individusla writing these justifications shall be cognizant of the goale- :

o and objectives of the Institutq rnd wake remsrks in-light of the . o
“evidence presented in the dossier. ' Comments concerning the . information L

present’ in'or‘aglent from the dossier in‘the sreas of teaching,
professional development, and aservice relevant to the qualifications of

"the faculty member. shall be made .in this justification. Commenta’
. concerning activitiea in which the candidate could be involved in that
would strengthen the dossier shall also be included.
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VII.

VIIL.

REVIEWING CANDIDATES FOR PROMOT ION

All actions by the Promotion Committee, Director, or vice President
shall be communicated to the candidate prior to the next level of
review. Candidates may provide responses to recommendations made by the
Promotion Committee, Director, and/or the Vice President for Academic
Affairs prior to the forwarding of the dossier to the President. i
Faculty shall address such responses to the next level of review with a

copy .to the Preaident and the relevant reviewing hody or person.

-The proﬁotion dosgier shall he reviewed by the Iustitute Director, who

shall recommend or not recommend the candidate for promotion in writing
and provide justificationa for any recommendation that is made. - As a
part of this justification, the Director shall summarize the performance
appraisals of the candidate for the period being reviewed. The
Institute Promotion Committee shall receive nominations for promotion

from the Director. The Committee shall review and discuss the dossiers

and vote on the candidate, recording the vote in the place provided on
the dossier cover sheet. The Institute Promotion Committee shall

prepare for inclusion in the dossier of each candidate a statement :
supporting their recommendation. All dossiers containing the Director's
and Institute’s recormendation shall be sent forward to the

Vice President for Academic Affairs. The Vice President shall

recommend, justify those recommendations in writing, and forward them to
the President.

Upon receiving the recommendations of the Vice President for Academic
Affairs, the President shall review the dossiers and make
recompendationa to the Bosrd of Regeuts at the appropriate time. IZ the
president’s recommendation differs from that of the Vice President for -
Academic Affairs, the Presideant shall provide in writing a rationale for
such difference.  Any recommendations forwarded to the President shall
become part of the candidate's official personnel file.

Promotions are grievable under provlsibnn in’the 1984-85 Memorandum of
Agreement betwesen PSU/KNEA and the PSU Administration/Bcard of Regents.:- .

Faculty membera may submit documentation concerning their promotidn
recommendations for retention in their official personmnel Eile.

PRbﬁOTION PROCEDURE SCHEDULE

May Eirs;_call for p;qmot{on nominations.

August Second call Eor'promotioﬁ nominations. N
Institute promotion committees electéd;'

Nominations for promotion forms to the. .
Inetitute Committee, . :
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Advancement to candidacy and notifications
to faculty members.

Dossiers to Director of the Institute,

Dossiers to the Institute Promotion
Committee,

Dossiers to the Vice President for Academic
Atfairs.

Dosaiers to the President.




i
\
i
'
H
1

SICK LEAVE

Faculty members accumulate sick leave at the rate of one (1) working
day for each payroll period of service, with no limit on the number of
days which shall be accrued. Sick leave with pay may be granted only =~
for the recessary sbsence from duty because of the personal illness or
disability or legal quarantine of the faculty member; or the personal
illness or disability of a member of the faculty member's family when
the illness or disability reasonably requires the employee to be absent
from work, The use of sick leave for the illness or disability of a

menber of the faculty member's family shall be limited to not more than:

40 hours of such leave in any fiscal year. Personal illness or
disebility will be defined to included pregnancy, termination of o
pregnancy, childbirth and the recovery therefrom. The faculty membar's
family shall included persons celsted to the faculty member by blood,
marrisge or adoption and minors residing in the faculty member's

 residence as a result of court proceedings pursuant to the Kansas code

for care of children or the Kansas juvenile offenders code,

A Esculty member tsking sick leave must notify his/her immediate
supervisor in sufficient time to permit accommodation of his/her
responsibilities vhenever possible.

Upoh'retifcmene a faculty member will be paid for accrued sick leave in
accordance with State Statute. i

1f.a Eaéulty,membér exhausts his/her sick leave, he/she may request .

_that the President seek from the Board of Regents a leave without pay

for that faculty nenbh&.
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RETIREMENT

1. Retirement Plan

A. Hembers of the faculty are eligible for and required to become members
of the Board of Regents Retirement Plsn as described in the Board of
Regents' Retirement Plan for Regents' Institutions after two years
employment ]

B. The University. contributes a statutorily prescribed amount .of the
- faculty member'a annual salary, while the fsculty wember also
.contributes at least a statutorily prescribed minimum amount, but may,
-subject to Internal Revenue Code limitations, contribute up to' -
" approximately 16% of that person's annual salscry toward the purchase of
_ & retirement annuity/equity. ‘

C. MWNew fnculty menbera who are already covered by an approved contract or
Regents Retirement Plan approved company are immediately eligible for
entry into the retirement program. ) ’

D. Each faculty member shall be responsible for velecting either TIAA-CREF
or-one slternate investment provider (approved insurance companies) snd
the alternate investment options to which.the faculty member's basic
retirement contributionn hs'provided for by K.S.A. 74-4925 as amended,
are to be deposited. Only one alternate investment provider can be
selected for use by & faculty member at a tima. Only once but at any
time during esch calendar year the’ faculty member will be' able to
direct ali future contributions toa new.investment choice of either
2724~CRE'/ or ¢ different alternate*investment provider. _ The faculty

‘romber 4ill ‘be responsible for following the requirments and
reatvictions in each of tha Regents retirement. plans provider”
arrarngements, including completion of forme as naadad, The faculty

-meister may utilize all alteroate investment options offered by the
slternate investment provider or TIAA-CREF salactad by the faculty
menber within the limitations fo the agreement between the Board and
the provider and the contract. : '

E. Faculty members who aselect :the TIAA program as their retirement plsn
option are permitted to allocste premiums batween TIAA and CREF in any
proportion.»including 100% to either company. :
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F. 1Institutions under the Board of Regents are authorized to approve the
retirement transition benefit option available under each TIAA or CREFP
contract which permits an annuitant to elect to receive ten percent of
his/her accumulation at the time hc/she starts to.receive his/her
income.

c. Faculty membera® contributions may be tax sheltered, subject to the
limitations of Internal Revenue Code, under a salary reduction plan
authorized at Pittsburg State University.

11. Normal Retirement

A. . All faculty members in the TIAA-CREF plan shall retire not earlier than
: their aixty-aecond birthday nor later than the end of the academic year
or summer session in which they attain age seventy.

B. The guidelines to determine the date of retirement for all faculty and

staff at the end of the academic year following the seventieth bxrthdny .
are as follows:

1. Twelve Month Faculty and Staff Covered by Regents Retirement Plan:

a. Who become age 70 on or after July 1 of any year
but prior to September 1 shall retire no later
than September 1 following attainment of age 70.

b. Who beéone 70 on or after September 1| of any year
shall retire no later than July 1 following the
date of A;tainnent of age 70.

2. Nine Month Faculty Covered by Regents Retirement Plan:

a. Who become age'70 on or after June 1 but
before September 1 of any year shall be retired on
no later than the first of the month following the
month that he/she attains age 70 unless employed
in the summer session. (June and July) to teach or
do research, then such person so employed shall
retire no later than August l following the
uttlinment of age 70.

b, Who become age 70 on or after September 1 of any year
but before June 1 shall retire no later than June 1
following the attainmcat of uge 0.

111, Othér Benefita

A retired faculty member shall:

A: " Receive two complimentary ticketi for events sponsored iolel} by the
University. On speciasl events, when a surcharge is required, the
retired faculty will be reaponaible Eot paying the additional fee.’

a2
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D.

Receive one courtesy parking sticker,

Y“ive full 1ibrary privileges.

Have full use of physical education and recreation facilities.

Have oEf{ce snd laboratory space and secretarfsl support sssigned to
him/her if available. These perquisites may be ssaigned on a semester

basia with the spproval of the department chairperson and dean of the
achool in consultation with the retiree.
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HOURS OF WORK

1, Raticnale

A,

C..
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The University defines faculty workload as consisting of:

1. instructional workload~-which encompasaes classroom teaching;
problem and thesis advisement; supervision of instructional
activities such as profesaional semesters, cooperative work
experiences, internships, and practica; instructional
management, private lessons; curriculum and course
development} creation of tesching materials; implementation
oi instructional systems and strategles; and student
evalustion and assessment.

2, other worklosd--which includes responsibilities for
disciplinary resesrch, scholarly activity, or crestive
endeavor; service to the acadesmic community; outreach to the
geographic region acsdemic advisings and equipment and
facility development and msintenance.

The University recognizes that the concept of faculty workload
raises a question concerning the balance between instructional

_and other workload. FPaculty workload is in an optimum balance

when the instructional demands of its academic programs are

--adjusted to sllow faculty to. maintain commi tments to scholarly
.activity snd research, to faculty citizenship, to Univeraity
.service, and to sssisting the regional cormunity the University

serves,

‘Paculty workloads may differ ambng individual faculty depénding
- 'on the professional orientation of the faculty member, the

objectives of the department, snd the mission of the University.

- The University holds to the Eolloﬁing general principles when
considering instructional Yorkload:

1. when msking judgments about the instructionsl workload,

_conaideration will be given to the total responsibilities
borne by the faculty members’ '

2. instructional workload is a proper subject. for discuasion
between department cheirpersons and the faculty member and
will not be assigned in the sbsence of such discussion;

3. lnltructlbnnl‘vorilo.d-wlllvrefleCt brogrumngtiévconsiderutionlfa
4, assignment of {nstructionsl workload may .very frou semester

"to semester but will aversge to an instructional workload
norm over an acalemic year; ’

5. instructional workload assignmenta will be made within the

resources, other than faculty and staff, available to the
department; ) : )
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- HOURS OF WORK (continued)

6. inatructional workload constrains the acheduling of classesy

7. scheduling of inatructional worklosd will take into
consideration evening clasaes, off-campua instruction, and
patterns of courae offeringsj .

8. number of course preparations (new and revised) influences
inatructional workloadj

9. class size does not alwaya have a relationship to
instructional workload but when it does, adjuatment will be
made by providing staff support or creating muleipi=
sectionaj

10. instructional workload will be expresaed iy terms of credit
hour, contact hour, or some mixture of the two dependirg on
the characteriatics of the inatructional activity;

.11, bacause of the expanded reaponsibilities of the groduate
faculty, graduate academic asaignments will be reflected in
the instructional workload;

12.  differences between lower division and upper division . )
" undergraduate couraes will not be reflected in instructional
workload on a formal baais .(700 level courses are norsally
considered to be undergraduate coursea. An occasjonal

exception may be made at the department level.)

11, Operational Procedurea for Inlttuctibnal’ﬁorklo.d

A The following procedures apply to the development of all
inatructional workload uanignlgntu:

l.  Based upon teaching demanda placed on the department by the
curriculum, the department chairperson, after consultation
with the faculty, will identify the total departmental
instructional workload requirements:to be met on a iemester
basis. : : : : )

2.  The department chairperson, after conaultation with the .
faculty, will specify the inatructional workload rescurcea
available to the department on a semester baaia (conaidering
the total -faculty workload of the department) which will be -
uaed to build the schedule of classea. E . S

" '3:  Based upon the planned professional objectivea and activities

of the faculty member and the objectivea of the department, : .

-.the department chairperson and the faculty member will o
‘determine the faculty member's instructional workload.
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HOURS OF WORK (continued)

B. Operational procedures for assigning individual instructional
workloads are as follows:

1. the department faculty snd chairperson will collectively
determine with the approval of the dean, the extent to which
credit hour guidelines, contact hour guidelines, or some
mixture of both will be applied to the course offerings of the
department}

2. assignment of iastructional workload responsibilities
involving excluaively undergrsduate courses or less than six
(6) credit (or nine [9) contact) hours of graduate teaching
(courses numbered 800 or above) per academic year shall be as
follows?

(a) for those faculty teaching exclusively credit hour courses
the: inat:.ctionsl workload shall not exceed twenty-four (24)
credit houra per gclde-lc years

(b) for those faculty teaching exclusively contact hour courses
the instructional workload.shall not exceed forty (40)
contact hours per academic yearg

] (c) for those faculty teaching & wixture of credit and contact
hour coursea the instructional workload shall not exceed
thirty six (36) converted hours* per academic year.

3. aesignments of instructional workload responsibilities
fnvolving at least six (6) credit hours (or nine (9] contact
; hourz) of graduate, teaching (numbered 800 or above) during an. -
i academic year will result in a downward adjustment of the )
i : maximum instructional workload as follows:
-

(&) for those faculty teaching exclusively credit hour courses
the instructional workload ahsll not exceed eighteen (18)
hours per academic yearg

(b) for those faculty teaching exclusively contact hour courses
) the ir.tructional workload shall not exceed thirty (30)
contnct hours per academic year

(c) for the faculty teaching a mixture of credit and contact hour
.- courdes the instructional workload shall not exceed
twenty-eight (28) conve;ted hours per academic year.

“credit hours taught. ‘Por example, if a faculty member taught two
,..:three-credit hour courses and two five-contact hour courses his/her
converted hours would be nineteen ([1.5 (2x3) + (2x5)]=19)

‘;,*Converted hours equals contact hours taught plus 1.5 times the number of 
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" HOURS OF WORK (continued)

4.

S.

6.

ordinarily, no more than six (6) course preparstions per
scademic year will be required of any faculty wember; under
extenuating circumstances and with the agreement of the
faculty meaber up to eight (8) preparations will be permitted.

summer instructional workload will normally not exceed six (6)
credit houra with a minimum of two (2) couraes. for a full
load; the instructional workload equivalenta of gummer
workshops, seminars, and stiort courses will be determined by
the department chairperson after consultation.with the
department faculty;

the assignment of thesis and problem advisingzas:well as
supzrvising cooperative work experiences, internships, and
practica will be determined by the department=chairperson
after consultation with . the department faculty;

it is recognized that exceptions can snd do:exist to previoualy
noted workload considerations, notably for library faculty,
instructionsal media faculty, printing production faculty, .
Vocational Technical Institute faculty and faculty supervising the
professional semester in the School of Education.” These
exceptions are noted below.

(a) faculty engaged in the supervision of a profeasional semester
will not have instructional workload sssigmments made on the
basis of credit or contact hoursj rather, instructional
workload for these faculty will be determined by
consideration of the number of students to be asupervised, the
schools in which the studenta sre placed, and ths faculty
resources available to do the supervision} normally the
instructional workload will not ‘exceed £ifty (50). student
teachers per yearj in the event that fewar students gre to be
supervised, additional inatructional responsibilitieg will be
assigned after consultation with ths faculty member;

(b) . the faculty of the Vocational Technical Institute must

allocate their time differently from their colleagues on the

- remaining portion of the campu#j rather than credit hours,
student clock hours sre the sessure of scademic experience;
clock hours alec define faculty worklosd: - inatructional,
instructionally related, and otharj norwmally, instructional
workload represents 60% of the svailable hours while:the
remaining 402 is allotted to inatructionslly relsted workload
(302) and other workload (10%)3 81l workload is scheduled
_with the Director of the Vocstionsl Technical Institute; -
Coametology is exempted from the 60X, 30%, 10% breskdown
cutline abovej Cosmetology is s clock-hour program regulated
by state law. : L
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- HOURS OF WORK (continued)

(c) the Department of Printing represents an exception to the
traditional workload concerns of the majority of the
Pittaburg State University academic copmunity. Printing not
only is responaible for meeting instructional and other
workload ‘expectations, but, in addition, has to meet a
production workload requirement. Department of Printing o
production faculty will have an instructional workload of six’
coursea per scademic yesr and a production workload of ten
contact hours per week for the academic year. A combination
of these workload factors would be permissible. Other
faculty in the Department of Printing will be asaigned
instructional workload utilizing the general guidelines.

(d) -Pittsburg State University, like other institutions of higher
education, has technical and public service needs which o
require at least a forty-hour week. It is recognized that
professional librerians have comaitments to their discipline
and to serve the university and the community. Such :
commitments and aervice reduce the hours available for .
librerisnship. Por the guidance of librarians and library
administrators, a statement of the distribution of time
between library, scholarly activity and service tasks would
be helpful. Library workload equals 85% of the available
hours, while the remaining 15X would be allocated to other
workload. Exceptions to this division of workload may be

agreed to by the faculty member and the Director of the
Library. - )

(e) Instructiongl Medis represents a unique mixture of
educational "%gchnology, instructional systems analysis and
deaign, teaching, acholarly sctivity and service components.
Further, the mixture any given semester cén vary .
substantially, . The most adequate definition of faculty:
worklosd requirements in this area would be to apecify the
minimum or maximum distribution of assignments as a portion
of a forty-hour week. Instructional Media workload will not

exceed 40X of auch houra and other worklosd will be allocated
to s maximum of 15%. K
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WEARING APPAREL

I. It will be the policy of Pittsburg State University to supply as a routine
matter of instructional support the required  individual equipment used by
the teaching faculty in fulfilling their professional duties as followat

A, School of Arts and Sciencea

l.. Art:  aprons, dust masks, gloves, and goggles;

2. Biology: -gloves (plastic and rubber),: goggles,: and -1ab: coats;

3. Chemistrys:zaprons, dust masks,. glovea:(asbenton, :plastic, and
rubber); -

&, HNursing: :gioves. (rubber), .l Coats;,.andi:gcrutrgowmyy

5. Powsd oot key goggime, -snd.labucoarss:.

8. . :’&Mndmeatrev-’mugglm:
Lol Skt Ay carson .

i~ dimeinh; "Phyeizel ‘Edes: zu.-snd Recremcion: dabrzoats, shoes
on - andomniforms:
2. PEpehologyt alove., 1 goggles.,

C. School of Techuology

The equipment listed below will be provided to any faculty of the

School of Technology who need the equipment to fulfill their -
" professional -dutiea: aprons, gloves (leather), hard hats, goggles, face
shields, welding helmets, shoe covers,” and shop coats.

D. Instructional Media

The equipment listed below will be provided to any faculty of -
Instructional Media who need the equipment to fulfill their [
-professional duties: aprons, gloves (rubber), plastic goggles, and lab
coats. o ' 5 )

II. "Supply" means:

A. Protective clothing and equipment will ba in sisze and design k
appropriste to the wearer and. the work situation. '

B. “Adjustment, repair, or replacement wili be provided as & normal pert of -
. equipment supply. ;

€. The individual faculty member will discuss with the department ,
- . chairperson his/her equipment and protectiva clothing needs as outlined
in Section I of thia proposal. e
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JURY DUTY

1. Faculty members will be granted leaves of absence for required
jury duty or for other subpoenaed appearances before a court, a
legislative committee, or other official judicial or
quasi-judicial body.

11, When a faculty member is called for service under provisions of

: this policy, the faculty member will notify and review with the
department chairperson the call and will assist in making )
arrangements for a substitute. The responsibility of locating a
substitute will be that of the University.

111, Faculty members serving jury duty leave will receive their
regular salary in addition to jury duty pay.
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SHIFT DIFFERENTIAL

It is the policy of Pittsburg State University that no drastic change in a
faculty member's traditional work schedule will be {mpiemented until after

. mutual comsultation between the fcculty member and his/her chairperaon has
“occurred,

Aay drastic change in scheduling will take into account the impact of the
change on the faculty member's ability to provide quality instruction,

.-ucholarly activity, and service to the University.
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"I,

- GRIEVANCE PROCEDURE

Putpose and Definitiona

A,

For purposes of this document, a “grievance" shall be defined as
an sllegation or complaint that there has been a violation of s

_term or provision of this document and/or the written policies

" ‘included in the Pittsburg State University Handbook (1977), as

amended; provided, however, that matters relatxng to academic or
administrative judgment shall be grievable in accordance with
this procedure only to the extent that the judgment is
demonstrated to be without & rational basis when considered in -
light of the tot&l evidence available for the decision; and
further provided that when a grievance allegeu that there hss
been an unjust or unfair individual merit increment in light of
the grievant's performance appraisal, the salary grievance
procedure provided in the Salary Article hereof will be used; and
further provided that when a grievance alleges discrimination
based upon race, color, religion, sex, national origin, age,
marital status, or physical handicap, the grievance procedure
developed by the Affirmative Action Committee will be used.

The term "Eaculty® shell be defined as:

All Genaral Department Teaching Faculty, Vocational
Technical Institute Faculty, snd Learning Resources
Faculty, and will not apply to the Adninistrative

" peraonnel, Departmental Chairpersons, Non-professional
Ewployees, Temporary and Part-time Faculty.

Whenever poasible Enculty are encouraged to discuss freely any
problems or misunderstondings with concerned parties as they arise :
in an effort to avoid the neceasity of activating this Grievance

Procedure, A conscientious effort will be made to redresa through

.. this process and resolve difficulties at the lowest level possible.

.

Grievence Procesa

Step 13 A faculty member uho has a grievance will file & written

atatement with his/her department chsirperson within ten
class days from the date the faculty member knew or should
have known through due diligence of the act grieved. Thia
written lt!telent will include: . .

a,  the name of the lgsriaved party;
b. the statement of the facts giving rise to the grievance;
- e« the identification of all provxliona of urxtten policies

alleged to be violated; '

d,  the date on which the event or occurrence first occurred
snd the date on which the ngsrieved parcy Eirat gained
knowledge of the:alleged event ‘or occurrencej

a. - the date of the initisl submission of the grievance in -
writing;

£, . the relief sought,




GRIEVANCE PROCEDURE (continued)

Within ten class days of the receipt of this communication, the
chairperson will schedule a meeting with the grievant at a
mutually convenient time. At this meeting, the grievant wmay
bring an advisor of hia/her chooaing, and the chairperson way
have an advisor of his/her choosing. Ths chairperson will advise
the grievant in writing of hia/her decision vithtn five cl.al
duyn after the neetlng.

Step 2t 1f the grievance is not lettled in Step 1, the griavant may lnke
a formal appeal to the dean of his/her school, or to the Vice
President for Academic Affairs for those membera not affiliated '
with a school. The dean or the Vice President for Acadenic
Affairva will hear the appeal,

This appeal wmust be made in writing within ten days after receipt . '
of the written decision of the chairperson, The designated
administrator will review and inveatigate the grievance in a
manner he deems appropriate and will render a written decinion to
all parties within ten class days of the receipt oE the
grievance.

Step 3: 1If the ;rievlnce is not settled in 8tep 2, the grievant may, -
within ten class days, submit a written request for & hearing.:
This request will be aubmitted to the Office of the President of
the University and will.be accompanied by the original statement:
by the grievant and copies of the decisiona made by the . :
chairperson and the dean or Vice President for Academic Aftairl.
These data will be made available to the Grl.vlnc. Eenrin;
Committee.

Every effort consistent with normal operating schedules vill be
mede to conduct & heering at the earliest practical time. The
grievant and the individual(s) charged in the grievance will be n:
tified of the time end dnte of eeid h.arin;.

The grievant and/or chnrged party may be ncco.panied to the
hearing by an ndvi:or of his/her choice,

The Griavance Hearing Committee will conduct an eppropriate
hearing to gather svidence perteining to the isaue. During the:
hearing the grievant, the charged.party and eny neceesary:
witnesses will have the opportunity to taatify and/or prasent -
supporting evidence (within the established guidelines and time *
franmes. of the group), The Hearing Committee will determine the

" procedures which will conform to due process and vill cou-unicat.
these to the partiel-

Within Eiva class dayn of the conclulion o! the henrin;, the
Hearing Committee will submit its decision in writing to both g
Parties. Said decision will be consistent with the etatutes:
and/or existing University policies and with the evidence
presented during the hearing. : The decision of the Committee vill

he final and binding unlesa appealed through the the procedure i
Step 4. 6§
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. GRIEVANCE PROCEDURE (continued)

Step 6: In the event that e{thet purty is not sutxsfxed with the

: decision of Step 3, either may, within ten class days of the

. ‘day of the decision of Step 3, submit a written request for
Appeal Bosrd Hearing.

A. The Appell Bourds

1. Duty: It will be the duty of the Appeul Board to
decide if the Hearing Committee's decision (Step 3)
was inconsistent with all available evidence or
violated existing state or federal law, If the
Appeal Board finds that to be the case, the
grievance will be submitted to the President of the
University for final resolution, The Appeal Board
will not wake any other judgment on the matter, nor
will it offer any alternutive solution.

2. Composition:  For each lpecxfic Appeal Board the
three members vill be selected as follows:

s. Using random number selection procedure, &
representative of the charged party or parties .
and a teprelentntive selected by the grievant
will seleet nine nasies from the potential pool

. of chairpersons and directors, full-time tenured
or tenure-earning faculty and Eull—time
temporary faculty.

b, The grievant and the individunl(s) charged in

. tha grievance will each have the prerogative of.
striking three names from the names generated in
the procedure described immediately above. The
charged party will strike the first name. 1If
more -than vone individual is charged with a
grievance, the individusls involved will act as
ons in ltt(king the names.

¢,  In the avent a loard -enber is eliminated
_through a challenge for cauge or 'is disqualified
for any reason, three more names will be chosen
by random number selection procedure Eron the .~
potential pool. The grievant and the
individusl(s) will each strike one name from the
1ist. '

:d. A person’ choaen Eor the Board will not be
- gelected for two Appeal Bosrds which will be
operuting during the same period of time.

e A person from the Gtiev-nce Hearing COunittee

will not be eligible to aerve on the Appeul
Board for the same case,
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GRIEVANCE PROCEDURE (continued)
.. 111, The Grievance Hearing Committee

The Grievence Hearing Committee will be composed of five Full-time
tenure earning, or tewured faculty who will elect their own
chairperaon, The chairperson will be responsible for scheduling the
hearing, contacting all parties involved, cheiring the hesring and
the deliberatione. and writing the findings of the committee. Each
comsittee member will have one vote. . ' i :

A.‘ For each specific Grlev.ﬁce ‘ﬁenrlng Committee, the five faculty
members will be selected ae followa:

1. Using rendom selection procedures, thirteen nemes will be

selected from the potential pool of those eligible for this

" grievance procedure, excluding those from the department of
the grievent,

2, A representative of the cherged perty end e representative
selected by the grievant will establieh neceasary ground
rules, aelect the names for the committes (using the
procedure deacribed in II1.A.1,), orient committee members:
as eppropriste snd make determinations on eny chellenges for -
ceuse of committee memberas. :

3. The grievent end the individual(e) cherged in the grievance
will each heve the prerogative of atriking four names from
among the nemes generated in the procedurs described in

- I1L.A,l. - The charged perty will atrike the firat name. If
' more then one individual i charged with a grievance, the
- individuele involved will act as one in striking the names.

4, "In the event s committee member iea eliminated through a
chellenge for cause or is diaqualified for any reeeon, three
more names will be chosen by rendom number selection o
procedure from the potential pool of thoss eligible, The
grievant end the individuel{e) wi:ii eech atrike one name
from the 1iet. : ‘

s, A faculty member will not ba selected for two Grievance
Hearing Cosmitteea which will be opersting during the same
period of' time. ) : .

6. Io the event the committee ia unable to resch a dacieion,
the committse will be dissolved and the process deacribed in
I11.A.1. will be reinitiated. Wo member from the firat
Grievence Hearing Comittee will be eligible to serve on the
second committee, - ‘ .

. vOther froviiiom, ‘
A’. All tiie limite will coneist of "clase days," which are defined

a8 any dey on which normal clesses or exsminations are held.
. Time limits may be extended by mutual agreement. ‘
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GRIEVANCE PROCEDURE (continued)

vIi.

C.

No cestraining, coercive, discriminatory, or retallatory action
of any type will be taken against a fsculty member by any
supervisor becsuse of the faculty member's desire to initiate or
participate in a grievance.

Pailure of either party to appeal a decision at any step within
the specified time will constitute an acceptance of the previous
step. ) : : : .

All parties shall recognize a mutual professional. obligation to
keep discussions confidential during the procedural stages of ‘a
grievonce. Records of grievance procedures will be kept sepsrate
from the personnel files, but all the documents must be zadily
svailable to proper authority and the parties.

¥inal Resolution

A.

The President of the University has the responaibility to make
the final decision in the resolution of the grievance.

Ho decision made in a grievance process will constitute a waiver
or precedent.

N

Only grievances that occur after the effective date of this Grievance
Procedure will be processed thereunder. :

- 56

ERIC

Aruitoxt provided by Eic:




DURATION

This agreement shall be effective from the date lighlturel hereinbelow through
July 1, 1985, to June 30, 1986.

On or befors October 1, 1985, either party may notify the other that it desires -
to meet and confer with respect to & successor agreament.

Pittsburg State University/Kansas National Education Association and the Kansas
Board of Regents and Pittsburg State Yniversity, agrae that should legislation
occur during the term of this agreemenz that would require modification of this
;- -agreement, meeting and conferring on the topic iavolvad agy occur following such
s raquest by sither psrty to resume discussions. :

The foregoing agreement is hereby sccepted.

FOR THE ASSOCTATIOH:

Donald F. Kerls
Preaident, PSU/KNEA

M -29-8¢

Date

FOR THE UNIVERSITY:.

Donald W, Hi"-on, President

Pittsburg State University

1) 29) &Y
[ e

Date
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APPENDIX

" pefinition of Teaching, Scholarly Activity, and Service
(from The Core of Academe, Office of Academic Affairs,
Pittsburg State University, 1983.)

Teaching: Program Planning, Instruction, Evaluation, and Advisement

Although Pittsburg State University .acknowledges its commitment as a teaching
institution, ‘this does not -mean that the University does not have the obligation
to engage in scholarly activity and public service. 1t does, however, set the
teaching/learning process as an institutional priority. Teaching has four.
components:  academic program planning and development, instruction, evaluation,

. and student academic advisement. The orientation of these elements is relevant
to facilitate the acquisition of knowledge and skills and enhance behavioral
change.

Teaching is the critical ingredient that provides the mechanism by which two
major purposea of the University are achieved. gducation should be concerned
with experiences which strengthen human relationships, forge common bonds, ‘and
enhance the quality of l1ife. Its emphasis should concern areas of our .
intecrrelstedneas ss members of the human community. Education also should "’
develop within students the capacity for further learning in a particular:
discipline, concentrating on.those knowledges and skills unique to the )
discipline and of value to graduates in' the world of .vocation.  These two
purposes then - ‘one emphasizing the interrelatedness of knowledge and the other
focusing on the uniqueness of knowledge -~ provide a framevork within which the
“Eour components of -teaching can function. e .

"/ professors may teach, but students learn. Further, students are quite capable
‘of ‘learning by themselves. Given adequate regources from which to learn, the
human orgsniam is° quite capable of self-instruction. The ability to learn. -~
independently, after sll, is a valued quality of the professoriate. Many . -
educators think that the wost significant single outcome of a university . -
education is that studenta become lifelong learners vhen they leave the tutelage

" of ‘the -institution. The .task of the professor, then, is to arrange the o

.. contingencies of teaching in order that learning may be most efficient’ and

. effective.’ A brief description of each of the four components of teaching

follows: S o o o e .

“ (1) ‘Academic program planning and development consiat of
. analyzing the educational goals defined by,a_pnrtiéullr B

field of study. These gosls are then reduced to objectives
vhich define the scope and sequence ofthe subject content
snd learning experiences .to be made available to the
student. ' The specification of the scope and sequence of
content must recognise the. standard parameters of the
instructional system in which the scademic program is to -
function (124 semester hours credit, number and credentials
of the Eaculty, facilities svailable, etc.). . The L
‘competencies of atudents entering the program should be
specified and opportunities to achieve additional necessary
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competencies identified. The task of academic program

. planning =ud development is to specify the desired rasults
of the educational proceas and the most effective and
efficient method to achieve those results.

(2) Instruction refers to the process of utiiizing resources to
achieve an-idantified educational odjective: It is a
procesa vith internsl order, sequence, and purpose. 1t is
not a random encounter. . Knowing what is to be achizved by
the student, as well as the student's initial competencies,
the professor identifies the knowledges ‘and skills to %e
taught, the. learning experiences to be provided, -
instructional media to be utilized, the instructional

. strategies: to be employad, and the time and facilicy )
resources required. All these are "arranged" in the proper
order and time sequence to facilitate the learning of the
student. It is possibla to categorize instructional methods
available to faculty in thrae broad areass large and small
group instruction used primarily for the dissemination of
knowledge; laboratory, practicum, and internship sesaions .
used for skill developments and the tutorial to provide )
studenta the opportunity. for independent study and faculty
for individual guidance (small seminars, reading courses,

theses and dissertation, etc.).

(3) ‘Evaluation apans academic program planning and development,

instruction, and advising. ::It provides an objectiva =
. verification that the acedemic.plan (component one) was °
carried out (component two)j that a legitimate learning -
experiance occurred, ' Evaluation is used initially in order

",.to dateraine tha needs of students as well ss their initial-

~'leval of competency.  During.instruction, evaluation is
utilized to provida guidance:to students to guide their
learning experiences, as well-as data to the professor to
evaluate the instructional procass. Evaluation is agein
employed at the tarsination of instruction in order to
assess the attainment of tha coursa objectives by the )
student, the’performance of ths instructor, end the adequacy
of instruction. "Evaluetion may also ba used to provide

- perforsance deta concerning instructional strategies,
verioua forms of instructional wedia, relavanca of the
_content of the coursa, and tha adequacy of the facilities

used in instruction. . Bvaluation maets. two besic naeds of .
taachings “.a) it provides information about the student, and:
b). it provides information concerning instruction. - . - ..

(4) Academic advising goes beyond the review of raquirements for
-~ graduating, assisting students in making out a schedule, or
signing a class card.. It is a vehicle by which the student

" may devalop as an independent thinker and learner.. The goal
"of academic advisement is to assist the studant in the .=
exploration of the student's life/career goals and the ' -
specification of an educational plan to reach those goals. .
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It slso includes the monitoring of the student's progress
towards implementing that plan, the providing of advice and
an interpretstion of appropriate snd inappropriate learning
behaviors during the instructional sequence, and an
evalustion of the lesrning experience st the termination of
the instructionsl process. ~Academic advisement is an active
process of sharing between the faculty member snd the
student concerning any relevant variable associsted with the
student's acsdemic program. . 'The goal of academic advisement
is to assist the student in obtaining as much benefit from
hiu/her education.l experience as il poesible.

There are s multitude of ‘activities concerned vxth teachxng. Some of those that

“are representative are noted below. Those provided are meant to serve aa

" examples only. They should not be perceived as the total universe of teaching
. activities.

,inetruc;ion, evaluation, and academic advising when one:

One is engaging in academic program planning and developument,

demonstrates teaching competence in a chosen content area and guides and

“inspires otudents;

integrates current scholarly activities within a given dizcipline into’:
the overall scope of instructional content;

holda membership on graduute student committces, and directa,theses‘und

special inveutigationu;

tesches honors courlel and provides for individualized 1nstructton vhere
required;

contributee to course and curriculun development und prepares and uses
instructional nediu;

experi-ents with in.truceional methods and techniqueu;

sttends conferencen, conventionn, ueetinge relevant to teaching in the:

chosen discipline;
can demonstrate an impact on students, both.objectively and subjectivelys

perticipltel in the lcudenic governance of the ucedemic unxt to which

-assigned;.

,contributel to the development of both librlry and other xeurnxng

K relourcen relev.nt to content area of teuchxng;

eeekl opportunitiel to interact vxth colleagues in order to improve

i inltruction;

ie lvailuble to the scademic co-nunxty to conlult vith atudents

+ concerning learning difficulties and colleagues concerning academic
7.[progrln issues;




. periodicelly reviews and revises course materials including textbooks,
'syllabi, evslustion inatruments, inatructional mediag

* maintsine ecede-ic integrity and the scademic standarda of the
"institution;

» provides studenta with objectives relevant to the course taught,
appropriate references, information as to the topica to be covered, and
criteria for at least snt;ufuc:ory performance}

* providea for student evaluetion of the course and the instructor and uses
the results of such evalustion to revise course snd methods of
inatructiong

. makea evnillble opportunities for students to learn of the prinery
sources of information sssociated with a particular discipline or area
. of studys

Ly sponsors field trips, outside rescurce instructors, and student research
‘. projectag

.« ggaiats students in making rational and relevant academic decxsions as an .
"~ academic advisorg

. observes academic regulations as legialsted by the Faculty Senate and
instructional "good practices," as recognized by the profession.

scholarly Activi:y: Research, Scﬁeiurship, and Creative Endeavor

. Whl.le Pittoburg State University is committed to the ides of bem; [ ":eaching
. inatitution,” that concept cranot be fulfilled spart from a similar commitzent
“'to scholarly sectivity. Scholarly activity has three components - research,
“scholarship, snd crestive endesvor - whose principal foci are oriented toward
~the scademic program’ of :he Unlverlity snd are carried out by individual
g,feculty.

;LThene activitiel are vital to the Unxvereity and to its ecede-ic program, and

“have. sn impact on the student ss s learner. They are a vary real part of the
.\~inntructionll process, -As a student. progresses through undergraduste studies,
" the student is constently moving towsrd more and more indepandent learning snd
.+ learna .that resssrch and crestive endeavor sre necessary elements in the

leernin; proceas. Students sust have modela of ongoing acholarly activity in

. which they can ses the possibilitisa for their own creative. talenta. Faculty
" engaged in scholarly activity provide those models. In this sense, scholarly
Z‘nctivi:y ia an integrnl part of telching. C ) .

‘Like erch, creativa endenvor, and lcholerlhlp are ello lntilntely involved ln the

- professionsl development of individusl faculty ‘weabers. ' Through the process of .
-~ ‘sharing the outcomes of professionsl efforts with colleaguss both on and off the
. campua, validation of progress in developing aa & acholar in a diacipline. is

raceived.: ‘Reviewing and critiquing the work of othera provides opportunities
for feculty to telt ideas and concepte developed in their own vork. 0£;en

O
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to fellow fsculty,

" ahsring scholarly activity with colleagues on the campus functions as a stimulus
S8ince professional development is a lifelong task, sustsined

effort in. thia area of involvement is needed, .

1)

1 2)

' A detailed description of the three componenta of scholarly activity follows:

‘Resestch for the purposes of this dis#uauion will be
- categorized as discipline, applied, and pedagogical. The

first orient towards nev knowledge, the second towards the
utilization of that new lnowledge, snd the third towards
methods of teaching and lecarning. Discipline research is that
activity which is carried out with the deliberate intent of
extending the frontiers of knowledge in a particular academic
discipline. Little sttention is given to the applicability or
practical use of possible discoveries.. Applied reaearch ia

. activity that is csrried out with the deliberate intent of

solving a specific problem in an immediate time frame. The
focus of the sctivity is the spplicability of the research to
a well defined, real time need, Pedagogical resesrch is
activity which explores the merita of one educational approach
to instruction over another approach, under vhat. conditions
students learn best, how educational material may be organized
to enhance the learning process,. investigations of the degree
to which curricule meet the requirements they have been
designed to meet, etc. The sharing of the results of research
as outlined later in this psper ia sn iutegral part of the
resesrch procesa. The responsibility to communicate the
results of research in order to essist colleagues as well as
to vaslidate findings is the task of the fsculty member. The
responsibility to support and fecilitate research efforts on
the part of the fasulty is the task of the academic
adwinistrator. BRI :

S . N .

Scholarship is an srea of scholarly activity that refers to
updsting and extending a&n area of study within the
professional life.s: the faculty member. Univeraity
professors must be constantly slert to nsw and ‘innovative

'directions in their discipline if their lesdership in the

clsasroom is to be truly effective. It is this kind of
activity that frequently spells the difference between’
professors who are inspiring and creative in their role as
teschers, es opposad to those who continue to use only notes
on sging yellow pages. Faculty engsged in scholarahip sre
those who .take a<vantage of the opportunities to remein viable
and active in thel: particular ares of specielty. The
developaent snd si.ciing of ideasy the conception and :
implementation of new and creative instructional matariais;
psrticipation in conferences, conventions, workshops,
professional meetingsj and the publication of articles snd
monogrsphs in areas other than resesrch sre samples of such
activities. ) : -
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. englgeliin‘npecifiéglqlf-ltudj of a professional growth plan ;éienhlnco

. . editi‘papern,foi journal publication, grant proposals for award, chapters'
-.. for books or other scholarly activity of like nature. ‘ T e

3) Crestive endesvor refers to the result of the production of
creative work by faculty. Creative endeavor is most easily
identified when sssociated with the performing arts (theatre,
wusic, danca) snd the fine arts (two and three dimensional art
and writing). - It is also most sppropriate to apply it in the
area of applied srts (architecture, graphics snd printing,
design, and decorsting). Creative endeavor involves not only
the creation of a tangible product, but the subjection of that
creative piece to judgment by public and peers through the.
vehicle of performsnce, show, publication, display or exhibit.
There is some overlap with the area of scholarship. For
example, an article dealing with the impact of carbon steel by
its inventor could be classified as creative endeavor.

Some exanplei of the type of activities indicativ§'o£ Achollrly lctivity‘lre
as follows. Those provided sre meant to serve ss examples only. ' They should
‘not-be perceived as the total universe of acholarly activities.

« production, exhibition, or performance of crestive works;

.+ delivering invited lecturas, papers, speeches, or presentations at

colleger or universities, professional meetings, conventions, and’
conferences} o

* submission of products of lcholarnhip.to colleagues for avuluatioéﬁlnd
critiques

* collaboration with collesgues on the locsl and other caipulel in
activities oriented towsrd wmaking s contribution towards tha
advancement of knowledge, uethogolo.y, or development of a disciplinej

+ applying for and receiving srants and avsrds;

obtaining recognition regionally, nationally or internstionally for
recent as well as psst contributions to a particular field

~of atudy by a’'variety of maans (requests for reprints, psper reading
invications, citations of recearch, invitations to exhibit, etc.);

‘participation in institutes, short courlel,ble-inarl, snd workshops thst
are related to. the fsculty wember's discipline; :
pubiiéltion’of thc're-ﬁlt of?fcniirch, lchollrlhip,'lhd ér.ltiio‘endelvor :
" through vehicles such as: - monographs, textbooks, papers, sbstracts, 3
book reviews, poems, plays, various musical compositions, etc.y

cis:a -enbei of professional lociotial_relovnnt to a specific diléipline; :  :

..+ obtaine copyrights or piténtl_on works produced;

' professional competency;

" 63
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Service: Institutional, Professional, Comnunity

pittsburg Stste University strivos, through its faculty and staff, to provide
‘excellent teaching, quality scholarship, and meaningful service. Service
activities have the potential to make positive contributiona to both scholarly
-activity and teaching and have been a traditional part of all academic

“communities. Thie service manifests itself in three areas: institutional

' service, professional service, and service to the community.

"1t is recognized that faculty sembers possess talents and interests in a variety

" 'of ‘fields and sre cspsble of rendering service in areas quite unrelated to their
discipline, a8 well ss those that are very closely related. Although they

. should not be discouraged from providing service in any field in vhich they have

' an.intereat, it should be understood that faculty activities are, as a general

- rule, considered to.be valid university service only when they cre performed

" using competencies relevsnt to the faculty member's role and/or area of

" specialization at'the University. -Services provided through an avocational

i’ interest. or. associated with some special talent or skill not related to one's
professional competence or assignment will not be considered valid University

" service unlésa the performsnce of the service is in some manner rclated. to one's

. University appointment. .For example, if a faculty aember whose discipline is
psychology sings in the community chorale, such service would not be. considered
es & Univarsity contributed community service, On the other hand, if that
_faculty member led group marriage counseling seasions for the YMCA, auch service .

' would be’ a legitimate contribution of the Univeraity to the community.  Should a

" 'member of the psychology faculty be_ invited to provide a service (one not g

" relsted to that. disciplina) because of the fact that the individual is -

. affiliated with the.University, auch service would also be conaidered as a . -

o UnivgrnityAcontributqdvnetvice.ﬁ;taculty menbers are encouraged to pursue any

i opportunity. to participate.in the improvement of the quality of life in the

ommunity as citizens of: that comsunity and as examples of ‘good citizenship.

e;vicg:lctiviticnghlve,thn potential of making significant contributions to

taaching, scholarly activity,-agd the quality of life in the academic ‘and lay

‘ community. 'The setting of scadeaic policies and regulations, guiding of =

i curriculum dlvclop-cnt._contributing to the acquisition and use of library wedia .

»L‘.nd»inntructionll'tcchnology‘nre intimately related.to the teaching function of

: i enber and tha University. . Consulting, spesking to groups ‘externsl . .0

to the academy, planning professional development opportunities, and serving in

protenniopnl»socicticn.contributh more than tangentially to one's scholarly:

activity. ‘Representing the University at various community functions, serving

on cosmunity committees, providing training to lay groups, and giving of one's

expertise (in accomplishing community tasks influence poaitively the quality of

a.in the community as well as the Univevsity. )

A dégniichdiitriptioh,of thébthrec co-poﬁdntn of nerviceszlloﬁn:

1) Institutional service consists of serving on departmental, school,
" and University standing and ad hoc comnittees. 1In addition, i
teaching in continuing edqcnt{on credit and non-credit programs
both . on and off campus are also considered in the service category

“ a8 are sctivities associated with completing apecial studies and
projects for the University (e. g., studying the economic impact ou
goutheast Kansas, surveying the adequacy of academic adviaing in'a
"particular scademic unit, etc.). : :
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2) Professional service consiats of serving in some official capacity
" {officer, committee ie-ber,.discunnnnt; reviewer, session :
‘chairperaon, -editor, etc.) the needa of e professional society or
" orgsnization related to some degree to the discipline ‘aree of
- expertise of the faculty member. - Profesaional service should slso
be‘nchnovledgnd‘Eor~eltnblinhing conaulting relationships with
govarnment, businecs, or industry whether that service receives
- compenastion or not. The key hera ia that the faculty member ig ]
recognised sa having an expertise that has been' sovght after. 14 S
the aervice performed is considered as an integrel part of che
-faculty member's sssignment (auch as "on losn," exchange, or
varioua relessed time srrangements), then. it should also be
- evaluated in the most relevant category (e. g., administering s
" workshop for the Environmental Protection Agency vould be teaching,
- - performing resesrch for pecan growera in Northesat Oklshoma would
be acholarly activity, or developing a computer progras for a emall -
.. business would be service). Relevance to the faculty member's gres
.,of sxpertise atill remains the overriding factor, I .

3) Community servica.literally includes that remsinder of .the ayriad
of activitiesa that faculty perform for the local and regional
community in which they live that are related to Univeraity
. expartise or effilistion. . Serving on various city, county, atate,
~and regional (or federal) committess in e wide variety of - o
capacities are categorized in thia particular sres.. Non-governmental
and not~for-profit sgenciea and organigationa are sleo included hete.
1t muat be remembered that the categorization of service activities
» in many cases will be arbitrary and the degrae of sccurscy with - ©
- vhich one categorizes service is not precise. Tha critical teak
“ia to firat, do. tha service, and second, to categorize that :
servica. - The only resson that theas clasaifications asre
presented is to provide some structure that will eneble faculey
and scademic edminiatrators to define relevant sarvice
;.- activities, not to place them compulaively into a variety of
_ categoriass. R P e C )

‘ 'ziiiplcikof‘ihiﬁitutiohllAlerviéc,vprotésnibnnl uérvicc, end service to the
. community may take the form of any of the semple activitiea given below:

, provi&en ncide-icklnd career counseling and advisement to
. studenta on a regular basis, i X

i p.fticipnten in noo~credit continuing education programs both on &
"and off the campua, A L

«piihn and leads non-credit iork.hopn; inatitutea, discwasion
"1 BrOupas,’ : : : :

. functions ss sn ofticer of local, regional, national, or
" internstionsl profeasional organizations,

érvil on departmental, schdol, and University co-nittées,
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assumea a variety of administrative responsibilities relating to

both the academic and support services of the University
community,

conducts various institutional studies,

»conti{butes services to the community that are relevant to the

faculty member's role at the University,

fcdnsults as requested with government, business, and industry to

" solve a variety of applications of the faculty member's expertise,

participates in sponsoring vagious student clubs, societies,
organizations' activities.




