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The collective bargaining agreement between the Board

of Governors of State Colleges and Universities and the Board of
Governors Ccuncil, University Professionals of Illinois, an affiliate
of the National Education Association, for the period 1985-1988 is
presented. Items covered in the agreement and amendments include:
unit recognition, nondiscrimination, appointment, leave without
salary, assignment of duties, personnel files, evaluation and
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PREAMBLE

It 1s the intent of the Board and the Union to promote the quality and
effectiveness of education in the Board of Governors System and to promote
high standards o; academic excellence in all phases of instruction, research,
and service. The Board and Union recognize that mutual besnefits are to be
derived from improvement in the Board of Governors System, and that parti-
cipation of employees in the formulation of policies under which they provide
their services is educationally sound. The Board and Union further recognize
that an effective and harmonious working relationship will facilitate achieve-
ment of common objectives and will provide an enviromment conducive to the
delivery of high quality public education.

This Preamble is a statement of intent and {is not subject to Article 17,
Grievance Procedure.
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DEFINITIONS

Performance by Designee Any action or responsibility assigned to an official
or representative of the Board, a Unfversity, or the
Union may be performed by a designee of such official
or representative.

Titles or Headings or  Any titles or headings are inserted solely for

Placement convenience of rcference and shall not be deemed to
limit or affect the meaning, construction, or effect
of any provision of this Agreement.

Whenever Used in This Agreesent

1. Academic Support Professional shall mean an employee described in Sectfon
IT of Appendix B.

2. Acadexic Term shall mean a semester or trimester, as appropriate to the
University.

3. Adequate Cause shall mean one or more acts or omissions which, singly or
in the aggregate, have directly and substantially affected or impaired
an employee's performance or fulfillment of her/his professional
dutfes.

4. fAppropriate University Vice President shall mean a University Vice
President responsible for coordination and supervision of the
University program or organizational unit in which an employee is
primarily assigned.

5. Board shall mean the Board of Governors of State Colleges and Universities
created by "an Act to provide for the management, operation, control,
and maintenance of the State Colleges and Universities System", the
governing board for Chicago State University, Eastern I11inois Univer-
sity, Governors State University, Northeastern I11inois University,
Western I11inois University, and any other colleges and universities
designated by law as State Colleges and Universities. To the extent
permitted by law, the term “Board" shall also refer to any successor
agency of the Board of Governors of State Colleges and Universities.

6. Chapter President shall mean the President of a particular University
subdivision of the Unton.

7. Days shall mean calendar days unless otherwise specified.

8. Department shall mean the Unfversity department, division, unit or other
organizational entity in which an employee {s primarily employed.

9. Department Head shall mean the person {mmediately responsible for

management of the University department, divisfon, unit, or other
organizational entity in which an employee is primarily employed.

-3-
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10. Educational Contract shall mean a contract through which a University
provides a conference, course, or other Continuing Education offering
at the request of, and in coordinatifon with, a governmental unit,
community organization, or private business.

11. Employee shall mean a member of the bargaining units described in
Appendices A and 8.

12. Member of the Immediate Family shall mean the employee's husband, wife,
mother, father, brother, sister, mother-in-law, father-in-law, or
child.

13. Professional Degree shall mean a law degree (J.D. or L.L.B.), doctor of
medicine (M.D.), or doctor of veterinary medicine (D.V.M.).

14. Reassignment shall mean the assignment of duties to an employee outside of
the designated department/unit in which that employee's appointment i3
formally located.

——

15. Relative shall mean the employee's grandmother, grandfather, aunt, uncle,
nfece, nephew, brother-in-law, sister-in-law, first cousin, or
grandchild.

16. Resource Professionals shall mean librarians, counselors, and learning
service staff.

17. State Universities Retirement System shali mean the retirement system
estabiished by "An Act to Provide for the creation, maintenance, and
administration of a Retirement System for the benerit of the staff
members of the State Universities and certain affiliated organizations,
certain cther State educational and scientific agencies and the
survivors, dependents, and other beneficiaries of such employees"
approved on July 21, 1941, as amended.

18. Summer Session shall mean any period other than the established academic
terms during which scheduled instructional activities are offered,
including the Northeastern I11inois University extra two months.

19. Teaching Professfonals shall mean teaching faculty.

20. Terminal Degree shall mean a doctoral degree, MFA degree, or the MLS
degree with an additfonal master's degree. A degree in fine arts or
library science from an accredited graduate school which is recognized
by the granting institution and the major professional association in a
relevant field or discipline as the academic equivalent of an MFA
degree or MLS degree will be treated as the equivalent.

21. Transfer shall mean a change in the designated department/unit within the
same bargaining unft in which the employee's appointment is formally
located.

22. Union shall mean the University Professfonals of I11inois, BOG Council,
Local #3100, an affiliate of the AFT, IFT, and AFL-CIO.




23. Union President shal) mean the President of Local #4100.

24, University shel) mean one of the institutions under the jurisdiction of
the Boa
25. Universities shall mean all of the institutions under the jurisdiction of

26. University President shall mean the chief academic and administrative

the 8oard.

officer of a University.
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ARTICLE 1
RECOGNITION

a. Pursuant to the November 3, 1976 certification of the Illinois
Office of Collective Bargaining, a copy of which is attached hereto
as Appendix A, the Board recognizes the Unfon as the exclusive
bargaining agent for academic employees in the bargaining unit
described in the certification.

b. Pursuant to the April 3, 1985 certification of the I1linofs Educa-
tional Labor Reilations Bez,d, a copy of which i{s attached hereto as
Appendix B, the Board recognfzes the Union as the exclusive bargain-
ing agent for academic employees and academic support employees in
the bargaining unit described fn the certification.

During the term of this Agreement, no employee in the bargaining units
as described fn Appendices A and B shall be reassigned to employment in
a position outside of the bargaining unit without her/his consent.

When a University creates a new academic employee classification, the
Board will notify the Unfon of the title of the classification and the
duties of the classification. At the request of the Union President,
the Board's Chancellor will schedule a meeting(s) to discuss whether the
classification should be included in a bargaining unit. If necessary,
final determination of the appropriate placement of the classification
will be made according to the procedures of the I1linois Educational
Labor Relations Board.

The Board will provide the Unfon with a report within twenty working
days after the beginning of each academic term on changes in status of
positions in the bargaining unit described in Appendix B, including
vacancies, new hires, leave status, transfers, and reassignments.

Nothing contained in this Agreement shall be construed to prevent the
Board or any University, or their members, officials, agents, or repre-
sentatives from meeting with any {ndividual or organization to hear
views on any matter. The specific and express terms of this Agreement
shall not be changed as a result of any such meeting except by mutual
agreement of the Board and the Unfon.

Temporary Faculty Appointments

a. Faculty appointments may be made on a temporary basis for the
purposes of leave replacement; replacement of an employee assigned
to work on a grant, contract, or non-instructional assignment;
{nability to recruit a qualified candidate for a bargaining unit
position; staffing of experimental programs; significant shifts in
enroliment; or when a pool of candidates for a position is insuffi-
cient to meet affirmative action guidelines.
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b. (1) Full-time temporary faculty appointments will be limited to a
period not to exceed two consecutive academic years. This
limitation may be waived by mutua) agreement between the
Pr.”:?::’:" University Vice Prasident and the Union Chapter

s ﬂ L]

A temporary faculty member who has been esployed by the Univer-
sity for two consecutive years will not be denied additional
full-time or part-time temporary appointments on the basis of
her/his years of service, if the two-year limitation on the
appointment she/he has held has been waived by mutual agreement
of the appropriate University Vice President and the Unton
Chapter President or if a tesporary appointment in another
faculty position is available,

(3) Full-time temporary appointments shall be made in accordance

with the provisions of Article 4, Appointment,

Within twenty working days after the beginning of each acadesic
term, the sppropriate University Vice President shall notify the
Union Chapter President of the tesporary faculty appointments in
existence that term and the reason for each.

ARTICLE 2
CONSULTATION

Meetings between the Board's Chancellor and the Union President shall be held
once each month or as the parties agree for the purpose of discussing matters
pertinent to the administration of this Agreesent or any other mutually
sgreeable matters. Each party may invite such other persons as they feel
necessary to such meetings and shall inform the other party of such persons so
fnvited. The meetings shall be held on a mutually agreesble dite in a
mutually agreeable locatfon. Such meetings shall not constitute or be used
for the purposes of negotiation or discussion of grievances. A scheculed
meeting may be cancelled by agreement of both parties.

ARTICLE 3
NONOISCRIMINATION

In accordance with applicable Federal and [111nois State law, neither the
Board nor the Union shall discriminate against any employee on the basis of
that employee's race, color, religion, sex, age, national origin, ghysicn
Mnﬂc:p.tn;‘dnrship or normembership in the Union, political affiiiation, or
marital status.

7=
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ARTICLE 4
APPOINTMENT

‘: 4.1. Esployment Status Statement

b‘

Each employee shall receive an individua)l employment contract or
appointment letter upon initial appointment. The initial contract
or appointment letter shall specify the period of appointment
including the beginning date and the ending date, if applicable;
the type of appointment (e.g. probationary, temnured, temporary,
administrative and professional); the rank or title of the indi-
vidual; the evaluating department for & tenure-track employee; the
probationary year for a tenure-track employee; and the salary.

Subsequent to the inftial {individual employment contract or
appointment letter, all employees not on temporary appointmonts
shall receive an annual individual Employwent Status Statesent,
The Employment Status Statement shall be sent to each employ:e
within thirty calendar days after the beginning of a Universiliv's
academic year or ratification of any successor Amendment, whichever
is later. The Employment Status Statement shall indicate:

1. the basic monthly salary of the employee for the academic
year, including the salary increase components;

2. the employee's status (e.g. probatiomary, including proba-
tionary year; tenured; terminal; adwinistrative and
professional)s

3, the employee’s rank, if applicable;

4, that the employee's appointment is subject to the availability
of furds, to the laws of the State of Illinois, and the
Policies and Regulations of the Board of Governors and the
University, including the terms of any applicable collective
bargaining agreement.

Any modifications in the employee's salary will be reflected in a
revised statement which will be issued as soon as possible.

At least once each year the University shall notify each employee
of (1) the nusber of days of sick leave the employee has accrued,
classified as pre- and post-January 1, 1984, daysi- and (2) if ap-
plicab‘lie. the number of days of annual leave the employee has
accrued.

|
|
\ 4,2 Temporary Faculty Appointments
|
|

The appointment of a temporary teaching professional or a temporary
resource professional shall be continzent upon program need and shall
T

be compensated at a rate specified in
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&, Faculty positions may be filled by employees on temporary appoint-
mants for the purposes of leave replacement; replacement of an
employee assigned to work on a grant, contract, or noninstructiona)
assignment; inability to recruit a qualified candidate for a
tenure-track position; staffing of experimental programs; signifi-
cant shifts in enroliment; or when a pool of candidates for a
position is insufficient to meet affirmative action guidelines.

b, Each academic year, the University will seek to provide appoint-
ments to tempurary faculty as follows:

at Eastern Illinofs University and Western [l1linois

* Unfversity, two semesters;

at Chicago State University, at least two semesters:

at Northeastern I1linois University, at least Fall and Winter
trimesters;

at Governors State University, at least two consecutive
trimesters;

this provision shall be effective Fall, 1986; and
upon request, the Union shal) be provided with written reasons

:g; any appointment that 1S less than the period provided
ve0

C. Reemployment Opportunities Roster

By February 1 of each academic year, employees holding teapor-
ary faculty appointments shali notify thuir department head in
writing if they wish to be considered 'Juring the subsequent
acadesic year for any available temporiry fezulty appointment
for which they are qualified.

If an employee's address and/or phone number changes between
February 1 and the biginning of the subsequent academic year,
it shall be the employee's responsibility to notify the
department head in writing of that change,

8y February 15, the department head shall develop a 1isting of
211 employees.wishing to have employment in the department §n
temporary faculty positions in the subsequent academic year,
provided that a satisfactory evaluation conducted in accor-
dance with Section 8.6. shall be required for an employee's
name to be placed on the Roster. The Roster shall be kept by
length of service.

A copy of the Roster shall be available in the department
office, Additionally a copy shall be provided to any employee
on the Roster upon request and to the Union Chapter President.

-9-
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d. Use of the Reemployment Opportunities Roster

(1) When determining to whom to offer a temporary sjpointment, the
department head shall g:./e preference to employees whose na.es
are on the Reemployment Opportunities Roster in the order in
which they appear on the Roster, provided however, that uro-
gram needs shall be taken into account. A department head may
offer an available temporary appointment to a candidate whose
name is not on the Roster if her/his decision to do so is
based upon program need.

(2) With the exception of the perfod beginning tw> weeks prior to
he commencement Of classes, the offer shall be conveyed in
writing.  Although verbal offers should be made as well
wherever possible, si:_h offers shall be followed by a written
verification. Employees shall have ten days from the date
postmarked on the envelope containing the written offer to
accept the offer.

e, Wher a department plans to fi11 2 v or vacant tenure-track
position, an employee holding a temporary faculty appointment shall
be granted a preliminary {nterview, upon request, if she/he is
qualified for the position.

ARTICLE §
LEAVE WITHOUT SALARY

This article shall apply tu a1l tenured/tenure-track employees &nd
academic support professionmals.

An employee may apply for a leav .ithout salary twelve months after the
date of her/his initial employment at the University at which the em-
Ployee is employed at the time of application. This requirement may be
waived by the University President upon written request of the appropri-
ate University Vice President and the applicant.

A leave without salary is granted at the discretion of the University
President. Upon request, the President will provide a written expla-
nation within ten working days to an employee whose application for
leave without salary has been denfed. If an emnloyee believes an appli-
cation for & leave without salary has been arbitrarily and c& 2 lc'ousi;
denied, she/he may file a grievance under Article 17, Grievai..” froce-
dure. The sole question to be decided in any such grievance shall be
whether the denfal was arbitrary and capricious. The initial grant Of a
leave without salary may be for a perfod of up to twelve months. The
leave sty be extended upon the agreement of the Unfversity President for
an additional period of up to 24 successive months, for a total not to
exceed 36 months. The application for an extension of a leave without
salary shall include a written explanation of the need for the exten-
sfon. Applications for an extension of a leave must be submitted to th~

=-10-
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University President by three months prior to the starting date of the
requested extension. The date upon which an application for an exten-
sfon is due will be specified in the letter granting the leave. This
application date requirement may be waived by the University President
upon written request of the appropriate University Vice President and
the applicant.

An application for leave without salary must be submitted to the
employee's department head at least three months prior to the starting
date of the reauested leave. The application must state the purpose of
the leave and the time period for which the leave is requested. The
reasons for which a leave without salary may be requested are: (a)
personal, (b) research, (c) advanced study, (d) professional develop-
ment, or (e) public service. The three-month notification requirement
may be waived by the University President upon written request of the
appropriate University Vice President and the 2"plicant.

Upon return to the Univeisity from a leave without salary, an employee's
salary shall be adjusted to reflect nondiscretionary increases which the
employee would have received if not on leave.

a. While on leave without salary, an employee shall retain accrued sick
leave and annual leave earned prior to to the commericement of the
leave without salary, but shall not earn additional sick leave or
annual leave.

b. An employee on leave without salary may continue to contribute
toward and receive the benefits of any State or Board {insurance
program and may continue to contribute toward and receive retirement
credit in the State Universities Retirement System {f the laws,
rules, regulations, policies, and procedures governing the adminis-
tratfon of such insurance programs or the State Unfversities Retire-
ment System so permit.

a. Time spent by an employee on a leave without salary shall not be
credited for the purpose of determining eligibility for sabbatical
leave.

b. Time spent by an employee on a leave without salary for personil
rezsons shall not be credited for the purpose of determining eif-
gibility for tenure or promotion.

c. Time spent by an employee on a leave without salary for the purpose
of research, advanced study, professional development or public
service will be credited for the purpose of determining eligibility
for tenure only if approved by the University President. Upon
request, the President will provide a written explanation within ten
working days to an employee whose request to credit the time spent
on a leave without salary for the purpose of determining eligibility
for tenure has been denied. If an employee believes such a request
has been arbitrarily and capriciously denied, she/he may file a
grievance under Article 17, Grievance Procedure. The sole question
to be decided fn any such grievance shall be whether the denfal was
arbitrery and capricious. An employee may elect not to credit such

-11-
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time for the purpose of determining eligibility for tanure. At the
time of application, an employee must indicate in writing to the
appropriate University Vice President whether the esployee wishes
time spent on & leave without salary to be credited for the purpose
of determining eligibility for tenure. If an employee indicates in
writing to the appropriate University Vice President before begin-
ning leave without salary that the leave time is not to be credited
for the purpose of determining eligibility for tenure, there shall
be no retention evaluation of the employee during the period of the
leave.

Time spent by an employee on leave without salary for the purpose of
research, advanced study, professional development, or public
service will be credited for the purpose of d~termining eligibility
for promotion.

If the University President belfeves an erployee is unable to per-
form assigned dutfes due to fllness or injury, the President shall
inform the employee in writing of the basis for the President's
belief and may require the employee to obtain a medical examination
by a doctor chosen and patd for by the University or by a doctor
chosen and paid for by the employee who is acceptable to the Uni-
versity. Refusal of an employee to submit to a medical examination
may result in suspension of the employee or other disciplinary
action. The doctor shall submit an opinion to the President as to
whether the employee (1) has a physical or mental conditfon which
constitutes a health or other hazard tc the emplcyee, fellow
employees, or others with whom the employee may come in contact or
(2) has a physical or mental condition which prevents the employee
from performing the duties required by the position of employment.
A copy of the doctor's opinfon shall be given to the employec. At
the employee's discretion and axpense, a second medical opinion may
be obtained for consideration by the Presidint. If two medical
opinfons are obtained which are in conflict, the two doctors or the
relevant professional assocfatfon or society shall be requested to
{dentify a third doctor to supply a medical opinion for considera-
tion by the President. The expense of the third doctor's opinion
shall be shared equally by the employee and the University.

If the medical evidence indicates that the employee (1) has a
physical or mental condfition which constitutes a health or other
hazard to the employee, fellow employees, or others with whom the
employee may come in contact or (2) has a physical or mental condi-
tion which prevents the employee from performing the duties required
by the position of employment, the President shall place the em-
ployec on corpulsory disability leave, The President shall notify
the employee in writing of the duratfon of the compulsory leave
period. Any earned leave credits shall be used during the compul-
sory leave period. That portion of the compulsory disability leave,
if any, which is not covered by earned leavs credits shall be with-
out pay.

-12-
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After expiration of one-half of the compulsory disability leave
period, the employee may, upon prior notice to the University, and
at the employee's expense, seek a medical opinfon from a doctor
acceptable to the University as to the ability of the employee to
return to work. If the opinfon indicates the employee is able to
return to work, the employee may return to work at the beginning of
the next academic term of the University.

If, in the opinion of a doctor chosen and patd for by the University
or by a doctor chosen and paid for by the employee who is acceptable
to the University, an employee fs unable to return to work at the
end of & compulsory disability leave, the President may (1) extend
the leave without pay, (2) request the employee's resignatfon or (3)
terminate the employee's employment.

ARTICLE 6
ASSIGNMENT OF DUTIES

The professfonal obligation of a tenured/tenure-track employce is
composed of both assigned and unassigned duties and activities. An
assigned duty or activity of a teaching professional or of a
resource professional will be reflected on an assignment of duties
form and will recefve a credit unit value.

The professional obligation of a teaching professional or a resource
professional on a temporary appointment 1is composed of assigned
teaching/primary duties, which will be specified in the letter of
appointment and will receive a credit unit value.

Effective July 1, 1986, the professional obligation of an academic
support professional shall be described in an offictal job descrip-
tion.

The appropriate University Vice President shall develop the forms to
be used to record officially assigned duties and the timetable for
distribution of credft unit guidelines for teaching professfonals
and resource professionals, the development of course schedules, the
development of unit rotation plans, and the official assignment of
dutfes. The appropriate University Vice President will review the
forms, timetable, and credit unit guidelines with the Unfon Chapter
President before they are distributed to employees. A copy of the
timetable shall be provided to each employee by October 15 unless
otherwise agreed to by the Union President and the Board's
Chancellor.

A tenured/tenure-track teaching or resource professional may submit
a proposal for an assignment for consideratfon by the employee's
department head. The proposal shall be written and shall be
submitted by the date specified in the timetable described in
Section 6.2.a. above.

-13-
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(1)

(2

n

(2)

3

(@

A tenured/tenure-track teaching or resource professional shall
have an opportunity to discuss an assignment, frcluding unoffi-
cfal assignments reflected in preliminary course schedules, in
advance of an official assignment or any modification of an
official assignment except where it {is impossible to do so
because of leave status or ililness of an employee, unexpected
staff changes, or changes necessitated by enrolilment. A
reasonable effort will be made to provide an advance opportu-
nity to discuss an official assigmnment or any modification of
an official assigmment to an employee who is away from campus
on University business.

A teaching professicnal or a resource professional on a
temporary appointment shall be provided an opportunity to
discuss any modification in the official assigmment specified
in her/his letter of appointment.

A tenured/tenure-track teaching professional or resource pro-
fessional shall receive her/his official written assigmment of
duties including any credit units to be awarded by June 1 or at
the time of appointment, whichever is later.

A teaching or resource professional with a temporary appoint-
@t sh2]1 be informed of her/his assigned duties, including
any credit units to be awarded, in an appointment letter by
June 1 or at the time of appointment, whichever {s later.

If applicable, a teaching professional or resource proressional
shall receive an offictal written assignment of duties for an
appointment to perform duties and activities in a cummer ses-
sion not included in her/his period of appointment, including
the credit units to be awarded, at least 30 days in advance of
the assignment. Nothing shall prevent the University from
continuing to offer classes for registration for which firm
contracts have not been issued, provided that no more than 10
percent of the class sections in the initial summer schedule
can be so offered. If these addftional classes are actually
held during a summer session, they will be staffed in accord-
ance with department rotatfon plans, as provided in Section

The employee shall be given an opportunity to discuss any modi-
fication of the officfal written assignment of duties, and
shall receive a written copy of the modification in assigrment,
1nc1t‘xdlng any modification in credit units, as soon as
possible.

If, during her/his period of appointment, a significant madification
occurs in a resource professional's assigned primary duties, she/he
may request a modification of her/his official assignment, or in the
credit units awarded for such assigned primary duties.

-14-
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Definition of Assigned Obligation

b.

C.

d.

The assigned obligation of a teaching professional shall be as
follows:

Period of Appointment Range
Two Semesters 18 to 24 credit units

Two and One-half Trimesters or 24 to 30 credit units
Two Semesters and One Five-Week

Summer Session
Three Trimesters 30 to 36 credit units

The assigned obligation of a resource professional shall be as
follows:

Period of Appointment Range
9 months 18 to 24 credit units
10 months 24 to 30 credit units
11 months 27 to 33 credit units
12 months 30 to 36 credit units

The obligation of a teaching professionzi or a resource professional
may be assigned in any combination of credit units within the ranges
specified. If a teaching professional or a resource professional is
assigned duties for only part of a period of appointment, or if a
teaciiing professional or a resource professional on a temporary
contract {is assigned duties for only part of the academic year,
her/his assigned obligation shall be reduced in proportion to the
period of appointment. If a teaching professional or a resource
professional {is employed on a part-time appointment, her/his
assigned obligation shall be proportionate to the appointment.

Up to six credit units may be assigned to a teaching professional or
a resource professional in a summer session and shall be compensated
at the rate specified in Article 27, Section 27.13.

(1) At Governors State University, the obligation of a teaching
professional on a 12-month contract shall include one month of
assigned' professional development.

(2) By October 15 of the academic year following the period of
assigned professional development, the employee shall submit a
written account of her/his activities and accomplishments as
they relate to her/his approved assigned professional develop-
ment program. This report shall be filed with the appropriate
chairperson, Dean and Vice President.

The assigned obligation of a teaching professional, a resource

professional, or an academic support professional may be on campus,
off campus, or some combination thereof.
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Credit Units and Credit Unit Equivalencies

a.

Except as provided in Section 6.4.b. below, the credit units re-
ferred to in Sectfon 6.3.a. above shall be computed by addition of
the credit hours assigned by the University to the courses assigned
to an employee. The credit units referred to in Section 6.3.b.
above shall be assigned according to the procedure specified in
Section 6.2., consistent with university credit unit guidelines for
resource professionals.

(1) The appropriate University Vice President may assign or request
employees to perform activities such as curriculum development,
grant/contract proposal development, research/creative activ-
ities, University service, supervision, public service, or
service as a department student advisor.

(2) The appropriate university Vice President may adjust the credit
unit value of ccurses or activities in which the contact hours
and credit hours are not equivalent. The appropriate Univer-
sity Vice President may also adjust the credit unit value of
courses or activities based on the number of students or based
on the location of the course or activity. Courses offered on
an independent study or tutorial basis may be given a credit
unit value lower than the number of credft hours, as specified
in University credit unit guidelines.

(3) Credit units shall be specified by the appropriate University
Vice President for activities assigned or requested or adjust-
ments made pursuant to this section. The credit unit value
shall be counted toward fulfillment of the obligation specified
in Sectfons 6.3.a. and 6.3.b., and 6.3.d. above.

(4) The appropriate University Vice President may grant credit
units for voluntary and elected University service. If such
credit {is granted, it shall be counted toward fulfi.iment of
the obligation specified in Sections 6.3.a., 6.3.b., and 6.3.d.
above.

(5) If an employee is assigned to work on an externally funded
grant or contract, the employee may request the appropriate
University Vice President to exclude such work from the
employee's assigned obligation specified in Section 6.3. above.
The appropriate University Vice President shall review each
request for exclusion individually. If the work {s not
excluded, the appropriate University Vice President shall
d:temine the value of such work in terms of credft units or
time.

Overload

A teaching professional or a resource professional may be requested,
or assigned {f program needs exist which cannot be met through
voluntary acceptance, to perform dutfes in excess of the top of the
relevant credit unit range specified in Sections 6.3.a. and 6.3.b.
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above or in excess of six credit units if she/he has an appointment
to perform duties in a summer sessfon. Excess units under this
sectfon shall be compensated at the rate specified in Article 27,
Section 27.13.

b. (1) If a teiching professional or a resource professional is absent
from her/his duties, another employee may be requested or
assigned to perform the absent teaching professional's or
resource professional's duties. Except as specified in Section
6.5.b.(2) below, the assignment shall be without compensation.

(2) If the assignment is in excess of the top of the relevant
credit unit range specified in Sectfon 6.3.a. and 6.3.b. above,
or in excess of six credit units in a summer session and if the
assigmment exceeds two weeks within a trimester or semester or
the pro rata equivalent of two weeks within any other academic
term, (exclusive of periods when classes are not in sessfon in
the case of a teaching professional), the teaching professional
o* resource professional shall receive compensation prorated
for the period of assignment as specified in Article 27, Sec-
tion 27.13. beginning with the third week of the assignment.

6.6. Scheduling of Assignments

a. Assignments of scheduled activities for a resource professional
shall be subject to the consideration of the effective operation of
the department and shall bear a reasonable relatfonship to the
resource professional's total assignment of primary duties.

b. A resource professional may request her/his department head to
schedule the resource professional's assigned primary duties to
permit participation 1in activities such as research/creative
activity, professional development, or service. The department
head’'s approval shall be subject to the consideration of the
effective operation of the department. The department head's
approval shall not be unreasonably withheld.

6.7. Assignment of Duties for Academic Support Professionals

a. The established work week for an academic support professional shall
remain unchanged during the period from July 1, 1985 through
June 30, 1986.

b. Effective July 1, 1986, if an academic support professional is
assigned responsibilities which represent an increase beyond those
responsibilities reflected on the official job description, the
responsibilities on the official job description shall be reduced
proportionate to the increase.

c. Overload Payment for Special Project
(1) Occasionally, with the approval of the appropriate University

Vice President, a special project/assignment may be assigned to
an academic support professional which requires the performance

-17-
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of duties substantially in excess.of those normally assigned.
It must be {fdentified as a specfal project and must have a
specific beginning and end.

(2) An employee given a special project/assignment may be compen-
sated by a salary stipend for the period of the special assign-
ment. A salary stipend granted for a specfal assignment may
not exceed thirty percent of the base salary the employee will
receive during the special assignment period. An academic
support professional on a special assignment may also have her/
his normal work schedule adjusted by the zppropriate University
Vice President to reflect work on the special assignment.

d. By February 1, 1986, each academic support rrofessional and her/his
supervisor shall meet to devc!on thz employee's officfal job des-
cription. This <tentative description shall be submitted to the
appropriate University Vicz President for approval, with copies pro-
vided to the employee arg the Unfon Chapter President. The employee
shall receive an approved official job description by April 1, 1986.

e. A fact-finding committee will be established at each campus for the
purpose of collecting data related to the job descriptions, assigned
responsibilities, and workload patterns of the academi. support
professionals whose positions are described in Appendix B. On each
campus, the committee shall consist of the UPI/BOG Council Executive
Vice President, the B80G Assistant Vice Chancellor for Academic
Employee Relations, one campus representative selected by UPI, and
one campus representative selected by the 80G. The committee shall
complete its task by April 1, 1986. Data gathe-ed by the committee
will be reviewed by the Board and the Union negotiating teams for
the purpose of negotiating assignment of duties for academic support
professionals in 1986.

Faculty Accessibility

Individual student finteractfon with faculty is recognized as essential
to successful learning as well as to student retention at the Univer-
sity. To provide individual student access to faculty, each teaching
professional, during her/his period of appointment, shall maintain a
schedule of at least four office hours per calendar week spread over at
least three days, or a schedule of at least five office hours per
calendar week spread over at least two days. These hours shall be in
addition to hours designated as "by appointment only." The office hours
shall be posted, and shall be scheduled to allow reasonable access by
students. If necessary, faculty are expected to be accessible to meet
special student needs by appointment on days other than those days when
their classes are scheduled.

Summer Session Appointments

a. Each academic year, the appropriate University Vice President shall,
on the basis of program needs, prepare a schedule of courses or
instructional activities to be offered during the summer sessfon.
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(1) A department's rotation plan will be used to determine which,
if any, department employees will be offered departmental
summer session employment.

(2) Program needs shall supersede a department's rotation plan in
determining which, if any, department employees will be offered
departmental summer sessfon appointments. Except for special
program needs, department employees shall be given priority in
the award of summer session employment.

(3) A department rotation plan shall ensure that tenured/tenure-
track employees in the department have equal access to depart-
mental summer session employment during a summer session,
except as limited by 6.9.b.(4) below.

(4) Tenured/tenure-track employees shall be given priority over
temporary employees in the award of summer session appoint-
ments, except that a full-time temporary emgloyee at CSU or UNI
who {s replacing a tenured/tenure-track faculty member on leave
may hold a temporary appointment for the tenured/tenure-track
faculty member's full period of appointment.

In departments which contain employees who are on contracts of less
than 12 months and fn which the opportunity for summer session
appointments may arise, the department head, in consultation with
department employees, shall review any existing department rotation
plan to determine if any modifications are necessary.

By November 1, 1985, each department head shall submit the depart-
ment's rotation plan to the appropriate University Vice President
for approval. The appropriate University Vice President shall review
any proposed modification in existing plans, and 5211 review all
plans to ensure that department employees have equal access to
departmental assignments during a summer session. If an employee
has a susmer session assignment which is not assigned through the
employee's department or which results from an externally funded
grant or contract which the employee has obtained, the assignment
sha]l not affect the employee's position on her/his rotation
roster. By December 1, 1985, the appropriate University vice
President shall provide to the department head, with copies to all
department employees, a written statement which: (1) approves the
department's rotation plan; or (2) disapproves the department's
rotation plan in whole or in part. In the event of disapproval in
whole or in part, the statement will contain the reasons for dis-
approval and any suggestions for modifications of the plan. If a
department has no approved rotation plan by February 1, 1986, the
appropriate University vice President, after consultation with the
Union Chapter President, shall establish a rotation plan for the
department. Once approved or established, a department rotation
plan shall remain in effect for the duration of this Agreement.

A copy of the approved department rotation plan shall be provided to
esch department employee as specified in the Universit¥ timetable.
Each employee who desires a summer session appointment shall notify
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6.10.

6.11.

her/his department head by the date specified in the University
timeteble.

f. An coplcyee who receives a summer session assignment shall receive &
firm contract for the appointment by no later than 30 calendar days
prior o the date the appointment is to begin. An additional or an
alternkts assignment of equivalent credit units may be made in
response to program nzeds.

The reasonableness of an official assignment or modification under
Section &.2 atove, the s ficatfon of a credit unit value under
Sectfon 6.4.... above, an assignment of excess dutics under Section 6.5.
above, an assignment under Section 6.6. abave, or an assignment under
6.7. above, shall be subject to Articie 17, Grievance Prccedure. The
sole question to be decided in any such grisvance shall be whether the
assigiment or specification wa: reasonable.

Change in Academic Calendar and Period of Appointment and Special
Transition-Period Procedures at Chicago State University

a. Effective Fall, 1985, Chicago State University will adopt an
academic calendar composed of two eighteen-week ssmesters and two
five-week terms.

(1) Employees at Chicago State University shall have a period of
appointment of at least 10.25 months, with at least 10.25
months of salary.

(2) The assigned oblig: ‘cn of employees at Chicago State
Unjversity shall be as follows:

(a) For teaching professionals: 18 to 24 credit units for an
academic calendar period of two semesters, and up to six
credit units in one of the five-week terms. For the
entire 10.25-month period of appointment, the credit unit
range shall be 24 to 30 credit units.

(b) For resource professionals: 24 to 30 credit units for &
perfod of appointment of 10.25 months. The assigned
obligation of resource professionals with periods of
appointment of 11 to 12 months shall be as specified in
Section 6.3.b.

(c) The obligation of employees may be assigned in any com-
bination of cradit units within the ranges specified. If
an employee {s assigned duties for only part of a period
of appointment, her/his obligation shall be reduced in
proportion to the period of appointment.

(3) In accordance with Sections 6.3.d., 6.5., 27.8 and 27.13.,
additional credit units may be assigned to an emrloyee in &

susmer sessfon other than the five-week term included in the
employee's assigned obligation.
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(5)

Credit units assigned in excess of 30 credit units during the
period of appointment shall be compensated in accordance with
Section 27.13.

The progress of implementation of this section shall be
ct!’i':cgs:cd during the 1986 negotiations between the Board and
nion.

Special Transition-Period Procedures

)]

@

The official annual assignment of duties for CSU faculty's
10.25-month period of appointment will amually designate an
assigment for efther the first or the second five-week
session.

Following advance registration in April, 1986, departments will
be provided with enroliment data. For the first 1986 five-week
susmer session, Registration will take place on May § and 6.
If by May 8, the University can show demonstrable program need
to change any faculty assignments from the first to the second
five-week summer session, the appropriate University vice
President will notify the department head(s) and department
employees of the program need. Departments shall have an
opportunity to propose solutions by 5 p.m., May 9th. The
appropriate University vice President wil1 modify official
annual assignments as necessary, either ' accordance with the
department's proposed solution, or, if the department does not
propose an acceptable solution, as necessary to satisfy program
need. The appropriate University vice President will inform
the affected emplioyees of any modifications in their assign-
ments by May 12.

1986-87 annual assignments for CSU faculty members' periods of
appointment will be made according to the Uriversity timetable
for assignment of duties. However, assignments for 1987 summer
sessfons will be reviewed in the fall of 1986 in the 1ight of
1986 summer session experience. If the University can show
demonstrable program need to change any faculty assignments
from the first to the second five-week summer session, the
appropriate University vice President will notify the depart-
ment head(s) and department employees of the program need by
October 1. Departments shall have an opportunity to propose
solutions by October 15. The appropriate University vice
President wil) modify official annual assigrments as necessary,
either in accordance with the department's proposed solution,
or, if thc department does not propose an Jcceptable solution,
as necessary to satisfy program need. The appropriate Univer-
sity vice President will inform the affected employees of any
modifications in their assignments by October 30.

By 1987, special transition-period procedures will be discon-
tinved, and a1l assignments will again be made in accordance
with the annual assigrment of duties process specified in
6.2. [Implementation of these procedures will be reviewed by
the Board and che Union negotiating teams in 1986 negotiations.
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ARTICLE 7
PERSONNEL FILES

Each University shall maintain one official persomnel file in a central
Jocatinn for each employee of the University. The personnel file shall
contain a1l written evaluations of the employee, decisions renderad as A
result of the grievance procedure contained in Article 17 of this
Agreement and other materials pertinent to the employee's professional
activities. Anonymous individual comments shall not be placed in the
personnel file.

A1l written evaluations contained in the personnel file shall be signed
except summary statements of student evaluations.

If materials are presented for placement in an employee's personnel file
which predate the immediately preceding evaluation of the employee for
retention, promotion, or tenure, the materials shall not be placed in
the personnel file. Any written evaluation presented during an evalua-
tion of an employee which is not placed in the personnel file prior to
the next evaluation of the employee for retention, promotion, or tenure
shall be destroyed.

Except as hereinafter noted, an employee at the University may examine
her/his personnel file during the regular business hours of the office
in which the file is kept under such conditions as are necessary to
insure the integrity and safekeeping of the file. An employee may not
examine confidential materials submitted in comnection with the emplo-
yee's initial appointment. In addition, at Governors State University,
the signatures on evaluation forms, other than Susmary Evaluation Forms,
shall remain confidential in accordance with University procedures.

An employee may attach a concise statement in response to any item in
the personnel file. Upon request and payment of the cost of photo-
copying, an employee may obtain copies of any nonconfidential materials
in the personnel file.

In accordance with University policies, including any records retention
policy, an employee who has ended her/his employment at a University may
examine her/hie personnel file during the regular business hours of the
office in which the file is kept under such conditions as are necessary
to insure the integrity and safekeeping of the file. Confidential
naterials submitted in connection with the employee's initial appoint-
ment say not be examined. In addition, at Governors State University,
the signatures on evaluation forms, other than Susmary Evaluation Forms,
shall remain confidential in accordance with University procedures. The
employee may attach a concise statement in response to any item in the
personnel file. Upon request and payment of the cost of photocopying,
an employee may obtain copies of any nonconfidenticl materials in the
personnel file.
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MTICLE 8
EVALUATION AND EVALUATION CRITERIA

Sections 8.2. and 8.3. shall apply to all esployees covered by the
provisions of this Agresment. Sections 8.4. and 8.5. shall apply to
terured/ tenure-track employees; Section 8.6. shal) apply to teaching
professionals and resource professiondls on tesporary appointments;
Section 8.7. shall apply to acadesic support professionals.

Purpose of Evaluation

The Board and the Universities are responsible for evaluating the
performance of esployees. The purposes of evaluation are to judge the
degree of effectiveness of an employee's performance, to identify areas
of strength and weakness, to improve esployee performance, and to pro-
vide a basis for the University President and the Board to make
decisfons, as appropriate, concerning retention, promotion, or tenure.

Evaluation Schedule

In esch academic year, the appropriate University Vice President shall
prepare & schedule of evaluation for retention, promotion, or tenure.
copy of the schedule shall be provided to each employee by October 15.

Evalvation Criteria and Their Appiication
a. Evaluation Criteria
(1) Areas of Evaluation

The degree of effectiveness of performance of each employee
being considersd for retention, promotion, or tenure will be
evaluated in the areas of teaching/performance of primary
duties, research/creative activity, and service.  Teaching/
performance of primery dutfes wil) be considered the most
important of the three areas of evaluation.

Performance Standards

(a) The performance standards 1isted below will be used to
resch Judgments about the degree of effectiveness of an
esployee's performance. In retention and promotion
evaluations, the performance standards will be used to
Judge an employee's performance during the entire evalua-
tion period. In tenure evaluations, the performance
standards will be used to judge whether an esployee's
performance has reached the required degree of
effectiveness by the end of the evaluation period.
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(v)

(3) Areas

(1) for retention in probatiomary year one and ;g:
satisfactory teaching/performance of primary duties;
satisfactory research/creative activity; and satis-
factory service.

ghly effective teaching/per
primary duties; significant research/creative
activity; and significant service.

(3) Ffor__tenure: superior teaching/performance of
primary  duties; significant research/creative
activity; and significant service.

(4) for promotion:
(a) to assistant professor: highly effective
teaching/ performance of primary duties; satis-

factory research/creative  activity; and
satisfactory service.

(b) to_associate professoi: superior teaching/
performance of primary duties; significant
res.:rch/crutive activity; and significent
service.

(c) to professor: superior teaching/performance of
primary ties; superior research/creative
activity; and superior service.

Exception: An eligible employee who ar—~1ies for consid-
eration for promotion or tenure on the basis of exception
must meet the relevant university evaluation criteria
described sbove in 8.4.a.(2) (a) (3) or (4). In addi-
tion, the employee must show evidence of exceptional
performance beyond that otherwise required in one of the
three areas of evaluation.

of Consideratfon ‘n Evaluating Effectiveness of

Performance

(a)

(v)

Evaluation of an employee's teaching/performance of
prisary duties will include consideration of

employee's effectiveness in her/his: execution of
assigned responsibilities; command of the subject matter
or discipline; ability to organize, analyze and present
knowledge or material; ability to encourage and intersst
students in the learning process; and in student advise-
ment, counseling and direction of individua) activities.

Evaluation of the effectiveness of an employee's
reswerch/creative activity will include consideration

of: the quality and gquantity of research/creative
activity; contributions to the employee's discipline or
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field; extent and nature of national, state or local
recognition of research/creative activity; extent and
nature of participation in professional organizations.

(c) Evaluation of the effectiveness of an employee's unit,
college, university, community or professional service
will include consideration of: extent and nature of
leadership: degree of participation; quality and length
of service; extent and nature of natfonal, state, or
local recognition of service; and the relationship of the
service to the employee's assigned responsibilities and
to the University.

b. Departmental Application of Criteria

(1) Beginning with the 1986-87 academic year, each department shall
have a statement of Departmental Application of Criteria,
describing what materfals and methods will be used in evaluat-
ing performance of employees eligible for retention, promotion
or tenure. The Departmental Application of Criteria will
contain:

(a) categories of materials and activities appropriate for
the department to use for the three areas of evaluation
and the relative {importance of these materials and
activitiess and

(b) a general statement of the methods %o be used for evalua-
tion of teaching/performance of primary duties fncluding
cl:ssroom visitation by the department head and peers:
an

(c) a general statement of the methods to be used for evalua-
tion of research/creative activity, and service; and

(d) the relative emphasis to be given to research/creative
activity and service.

(2) By no 1later than November 15, 1985, each department shall
submit to the University President for approval its statement
of Departmental Application of Criteria. Departments may
submit unchanged their statement of Departmental Appiication of
Criteria (referred to as Department Evaluation Criteria in the
1982-85 Agreement) in effect at the date of the ratification of
this Agreement, or they may submit proposed modifications
consistent with the provisions of this Agreement.

(3) 8y no later than February 1, 1986, the University President
shall review proposed statements of Departmental Application of
Criteria and shall notify the department head and the depart-
ment employees in writing of her/his approval or disapproval.
If the University President does not zpprove proposed state-
ments of Departmental Application of Criteria either in whole
or in part, she/he shall provide a written statement to the
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department head and the department employees of the basis for
her/his disapproval with any suggested additions, deletions, or
modifications of the proposed statement. If a department has
no approved statement of Departmental Application of Criteria,
the University President, after consultatfon with the Unfon
Chapter President, shall establish a statement of Departmental
Application of Criteria for the department.

The approved statement of Departmental Application of Criteria
shk11 become effective September 1, 1986, and shall remain in
effect for the duratfon of this Agreement. Departmental Appli-
cation of Criteria (referred to as Department Evaluation Cri-
teria in the 1982-85 Agreement) in effect on August 31, 1985,
shall remain in effect through August 31, 1986,

(5) A1l department employees shall receive a copy of the approved

statement of Departmental Application of Criteria within 15
days of approval,

8.5. Evaluation Procedures

a. A1l evaluations of employees for retention, promotion, or tenure
shall be in the areas of evaluation specified in 8.4.a.(1), and
based on the considerations in 8.4.a.(3) as specified in the ap-
proved statement of Departmental Application of Criteria described
in 8.4.b., on the applicable performance standard in 8.4.a.(2), and
on the materials referred to in 8.5.e. below.

At least once each academic term, each employee who teaches a course
or other instructional activity shall have her/his teaching
effectiveness evaluated by students 1in accordance with methods
(s:pecified in the approved statement of Departmental Applicatfon of
riteria,

Evaluation of Tenured Employees

(1) The annual evaluatfon for tenured employees not being
considered for promotion is a limited process to identify areas
of strength and weakness and to improve performance and shall
consist uf the review of the following by the department head:

(a) the required student course evaluations;

(b) any documents the employee submits to update her/his vita
and to demonstrate activity in research/creative activity
or service;

(c) materials in the employee's personnel file,

Following review of the documents, the department head shall
write a brief evaluation statement. A copy of the evaluation
statement shall be sent to the employee, The employee may

attach a written response to the evaluation statement for
inclusion in the personnel file,
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d.

By a date to be specified in the university evaluation timetable,
each employee who is to be evaluated for retention, promotion, or
tenure shall submit an evaluation portfolio containing evaluation
materials in accordance with her/his statement of Departmental
Application of Criteria. Materials in the evaluation portfolio
shall be selected to document fulfiliment of the applicable perform-
ance standard specified in 8.4.a.(2). After the beginning of the
evaluation process, the employee may not add materials to the
portfolio unless additional documentation has been requested by the
department personnel committee, the department head, dean, Univer-
sity Personnel Committee, appropriate University Vice President, or
President, or unless the material {s submitted in response to an
evaluator's placement of materials in the employee's evaluation
portfolio or personnel file after the beginning of the evaluation
process, or unless the material was not available prior to the
beginning of the evaluation process.

Materials used in the process of evaluation of an employee shall be
materfals included in the evaluation portfolio, materials referred
to in the employee's supporting materials, and materials {n the
employee's personnel file, except for confidential materials sub-
mitted in connection with the employee's {nitial appointment.
Documentation of program needs may be used where program needs are
the basis of a nonretention recommendation or decision.

A copy of the evaluation recommendation made at each step of the
evaluation process shall be added to the portfolio. If a; employee
has requested reconsideration of a negative recommendation by a
department personnel committee, department head, or the Unjversity
Personnel Committee, a copy of the written statement of the result
of the reconsideration shall be included in the portfolio. A copy
of any written evaluation placed in an employee's evaluation
portfolio or personnel file shall be provided to the employee.

After the beginning of the evaluation process, an evaluator may not
add materials to the employee's personnel file, unless the material
was not available prior to the beginning of the evaluation process.
Nor may an evaluator add mate-fals to an employee's evaluation port-
folio unless the material was not available prior to the beginning
of the evaluation process, except that an evaluator may add to an
employee's evaluation portfolio (a) copy(ies) of materials which
were in the employee's personnel file prior to the beginning of the
evaluation process but which the employee has not included in her/
his evaluation portfolio, provided that (a) copy(ies) of any state-
ment(s) the employee has attached to such materials also be added to
the evaluation portfolio. If an evaluator adds materials to an
employee's evaluation portfolio or personnel file at any step of the
evaluation process, notice of such material shall be provided to the
employee and the employee shall, upon request, be provided an oppor-
tunity to review and respond to the material before the completion
of that ste) of the evaluation process. Such an opportunity shall
not delay that step of the process more than three days beyond the
date specified in the university timetable, unless an extension is
agreed to by the appropriate University Vice President and the Union
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Chapter President. An evaluator may request that an eiployee
provide additional documentation of statements or materials in her/
his evaluation portfolio. No evaluator may remove materials from
the evaluation portfolio.

Each department shall have a personnel committee composed of and
elected by department employees. The purpose of the department
personnel committee shall be to provide recommendations to the
department head concerning retention, promotion, or tenure of
department employees. If a department fajls to elect a personnel
comittee, or if a department personnel committee fails to make a
recommendatfon, the faflure shall not prevent decisions concerning
retention, promotion, or tenure of department employees.

Each University shall have a Unfversity Personnel Committee composed
of and elected by University employees. The purpose of the Univer-
sity Personnel Committee shall be to provide recommendations to the
appropriate University Vice President concerning retention, promo-
tion, or tenure of University employees.

(1) The University Personnel Committee shall be composed of no more
than eleven members.

(2) Each college and major academic department shall have at least
one representative on the University Personnel Committee.

(3) Terms on the University Personnel Committee shall be three
years, and shall be staggered.

(4) Electfon of the University Personnel Committee shall be
conducted by the Faculty Senate at each University.

(5) If a University Personnel Committee is not elected or if a
University Personnel Committee fails to make a recommendation,
the failure shall not prevent decisions concerning retention,
promotion, or tenure of University employees.

The only role of a department personnel cosmmittee and the University
Personnel Comittee in evaluation of employee performance is evalua-
tion for the purpose of providing a recommendation concerning reten-
tion, promotion, or tenure of a University employee.

(1) No employee shall be evaluated for retention, promotion, or
tenure by more than one department. The evaluating department
shall be specified at the time of appointment.

(2) An employee whose total assigned obligation during an academic
calendar period or period of appointment, including any over-
load assignment, includes 20 percent or more assigned dutfes
outside the evaluating department shall submit evaluation
materfals relevant to those duties. Materials relevant to
assigned duties of less than 20 percent outside the evaluating
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department or to summer session assignments outside the eval-
uating department may be submitted at the discretion of the
employee. Evaluation materials may include documentation of
research/creative activity or service.

(3) If an employee who has assigned duties outside the evaluating
department has submitted evaluation materfals relevant to those
duties, the evaluators' consideration of the materfals will be
commensurate with the employee's assignment outside the
evaluating department during the total evaluation period.

(4) Evaluators will uyse the apnroved statement of Departmental
Application of Criterfa of the evaluating department in eval-
uating materfals relating o assignments outside of the depart-
ment. [f the statement ci Departmental Application of Criteria
of the evaluating department does not contain such materials,
they shall be evaluated by use of the approved statement of
Departmental Application of Criteria of the department in which
the duties were performed or, if no such statement exists, by
use of the officfal written assigmment of duttes.

Evaluation Procedures for Teaching Professionals and Resource
Professionals on Temporary Appointments

b.

No employee on a temporary appointment shall be evaluated until she/
h? has completed one full academic term of service at the univer-
sity.

Evaluation of employees on temporary appointments shall consist of a
review of the following by the department head:

(1) student evaluations of all courses or other instructional
activities;

(2) any materfals required by the statement of Departmental Appli-
catfon of Criterfa in the area of teaching/primary duties;

(3) any materfals the employee submits as evidence of the effec-
tiveness of her/his teaching/primary duties;

(4) wmaterials in the employee's persomnel file;

(5) additional documentation of the materfals specified in (2),
(3), and (4) above, as requested by the department head.

Following review of the documents, the department head shall write
an evaluation of the employee's teaching/ primary duties. The
evaluation shall state whether the employee's degree of effective-
ness in teaching/primary duties has been satisfactory, with
reference to the performance standard specified in 8.4.a.(2) (a)
(1). 1If an employee's performance is judged unsatisfactory, the

.29-

31

~ T P R ]




department head shall provide written reasons, based on the state-
ment of Departmental Applicatfon of Criterfa. A copy of the evalu-
ation shall be sent to the employee. The employee may attach a
written response to the evaluation statement for inclusion in the
employee's personnel file.

d. A satisfactory evaluation of a temporary employee shall not consti-
tute a promise of future employment. Future employment opportuni-
ties shall be governed by the provisions of Article 4, Appointment.

B.7. Evaluation Procedures for Academic Support Professionals

a. Evaluation practices and procedures currently in effect for academic
support professionals shall remain unchanged during the period from
July 1, 1985, through June 30, 1986.

b. By February 1, 1986, in addition to developing a tentative job des-
cription for the employee, an academic support professional and her/
his supervisor will develop a description of what materials and
mettods will be used to evaluate the employee's performance. This
description may consist of or incorporate existing procedures in
units where evaluation procedures satisfactory to employee and
supervisor have already been established. This tentative descrip-
tion shall be submitted to the University President for approval,
with copies to the employee and the Union Chapter President. If the
University President does not approve the description, she/he shall
notify the employee, the supervisor, and the Unfon Chapter President
in writing of her/his disapproval. The University President shall
provide written reasons for her/ his disapproval and may suggest
additions, deletions, or modificatifons. If, by April 15, 1986, the
employee has no approved description of materials and methods to be
used in evaluating her/his performance, the University President,
after consultation with the Union Chapter President, shall develop
cne for the employee.

c. By May 1, 1986, the employee shall receive a copy of the approved
description of materials and methods which will be used to evaluate
her/ his performance. This description shall become effective
July 1, 1986, and shall be reviewed annually by the employee and
her/his supervisor. Any suggested modifications resulting from the
annual review shall be submitted to the University President for ap-
proval and a copy shall be provided to the employee and to the Union
Chapter President. The University President's written response
shall be sent to the employee and her/his supervisor within 15 days
of receipt of the request, and a copy shall be provided to the Union
Chapter President.

d. Each academic support professional shall receive an annual written
evaluatfon from her/his supervisor in accordance with the approved
description of materials and methods to be used in evaluating the
employee's performance. Copies of the evaluation shall be provided
to the employee and placed in the employee's personnel file. Eval-
uations conducted in the employee's first, second, third, fourth,
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fifth, and each subsequent second year of employment at the univer-
sity shall also contain a recommendation for retention or nonreten-
tion, in accordance with the provisions of Section 9.3.

Materials used in evaluation shall be materials submitted by the
employee, materials referred to in the employee's supporting
materfals, and materials in the employee's personnel file, except
for confidential materials submitted {n connection with the
employee’s initial appointment.

ARTICLE 9
RETENTION

9.1. Retention Procedures for Tenure-Track Employees

There shall be an annual evaluation of each probationary employee
for the purpose of making a decision concerning retention of the
employee. The evaluation period of retention shall be the period
since the beginning of the emnloyse's 1ast evaluation for reten-
tion. Service under full-time temporary appointments at the Uni-
versity for a period not to exceed three years immediately preceding
the employee’s initial probationary appointment may, however, at the
employee's option, be considered in the inftial retention evaluation
of a probationary employee. No employee shall be evaluated for
retention untfl she/he has completed one full academic term of
service at the University. ’

The initial recommendation regarding retention of an employee shall
originate in the employee's department.

The department personnel committee shall submit a written retention
recosmendation for each probationary employee to the department
head. The written recommendation shall be supported with written
reasons based on evaluation criteria, application of criteria, and
materials as specified in Section 8.5.a., or, as applicable, program
needs. In the first two years of employment in a position in the
bargaining unit, program needs may be used as a reason for non-
retention.

The department head shall prepare a written retention recommendation
for each probationary employee. The written recommendation shall be
supported with written reasons based on evaluation criterfa, appli-
cation of criteria, and materials as specified in Section 8.5.a. or,
as applicable, program needs. In the first two years of employment
in a position in the bargaining unit, program needs may be used as a
reason for non-retention. The department head shall provide each
employee considered for retention with a copy of her/his retention
recommendation and reasons and the retention recommendation and
reasons of the department personnel committee. Within three working
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days of receipt of the recommendation and reasons, an employee may
submit a written request to the departmert head for reconsideration
of a negative recommendation by the department personnel committee
and/or the department head. The request shall be granted and the
department head shall provide the employee with a written statement
of the result of the reconsideration by the department personnel
comittee and/or the department head.

e. The retention recommendations and reasons of department heads and
department personnel committees shall be reviewed by the appropriate
Dean/Director, if any, beyond the level of the department. The
Dean/Director, if any, beyond the level of the department, shall
submit a written retention recommendation for each probationary
employee to the appropriate University Vice President. Negative
recommendations shall be supported with written reasons based on
evaluation criteria, application of criteria, and material as
specified in Section 8.5.a. or, as applicable, program needs. In
the first two years of employment in a position in the bargaining
unit, program needs may be used as a reason for non-retention. The
Dean/ Director, if any, beyond the level cf the department, shall
provide a copy of her/his retention recommendation, with supporting
reasons in the event of negative recommendation, to the employee
being evaluated.

f. The appropriate University Vice President shall present all reten-
tion recommendations and supporting reasons to the University
Personnel Committee, The University Personnel Committee shall
submit a written recommendation to the appropriate University vice
President for each probationary employee. Negative recommendations
shall be supported with written reasons based on evaluation
criteria, application of criteria, and materials as specified in
Section 8.5.a. or, as applicable, program needs. In the first two
years of employment in a position in the bargaining unit, program
needs may be used as a reason for nonretentfon. The appropriate
University Vice President may review these recommendations with the
University Personnel Committee. A copy of the University Personnel
Committee recommendation, with supporting reasons in the event of a
negative recommendation, shall be provided to the employee. If the
University Personne! Committee makes a negative recommendatfon and
the department personnel committee has made a positive recommenda-
tion, the employee may submit a written request for reconsideration
of the University Personnel Committee's negative recommendation to
the University Personnel Committee within three working days of
receipt of the recommendation and reasons. The request shall be
granted, and the University Persomnel Committee shall provide the
employee with a written statement of the result of reconsideration.

g. The appropriate University Vice President shall review with the
University President all retention recommendations and supporting
reasons submitted for probationary employees. The University
President shall provide each probationary employee considered for
retention with a written decisfon. If the decision is negative, the
University President shall provide the employee with a statement of
reasons for the decisfon based on evaluation criteria, application
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of criteria, and materials as specified in Section B.5.a. or , as
applicable, program needs. In the first two years of employment in
a position in the bargaining unit, program needs may be used as a
reason for non-retentizn,

Written notice thet a probationary appointment will not be renewed
will be given to #n employee by the aiversity President as follows:

(2) by not later than April 1 of the first year of fyull-time
employment at the University;

(b). by not later than December 15 of the second year of full-time
employment at the University; and

(c) by not later than 12 months before expiration of the appoint-
ment after two or more yeirs of full-time employment at the
Unfversity.

In the event of failure to provide notice of nonrenewal required by
Section 9.1.h. above, the employee shall receive a probationary
appointment for one academic year.

9.2. Retention Procedures for Academic Support Professionals

b‘

C.

d‘

ERIC

Aruitoxt provided by Eic:

Each academic support professional shall be evaluated annually by
her/his supervisor.

In the second and subsequent years of employment, evaluation shall
accur in March.

(1) Evaluation in the first year of employment shall occur no
sooner than the seventh month of employment, but may occur as
late as the first March of employment at thz: Universitys

(2) If this first evaluation occurs in December, January, or
February, no additional evaluation will occur during the
regular March evaiuation period which follows immediately,

Regardless of the date of {nitial appointment, the calculation of
years of employment of academic support professionals will be based
on a year of July 1 through June 30, provided, however, that:

(1) an academic support professional hired between July 1 and
December 31 will enter her/his second year of service on the
first July 1 of her/his service at the University; and

(2) an academic support professional hired between January 1 and
June 30 will not enter her/his second year of service until the
second July 1 of her/his service at the University: and that

(3) up to three years of prior service in a position at the
University shall count as years of service toward a two-year
appointment in an academic support professional position in the
bargaining unit.
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In the employee's first, second, third, fourth, fifth, and each
subsequent second year of employment in an academic support profes-
sfonal position in the bargaining unit, the employee's annual
evaluation shall include a recommendation for or against reten-
tion. Effective July 1, 1986, an employee in the sixth and each
subsequent second year of service in an academic support profes-
sfonal position in the bargaining unit who has been recommended for
retention shall receive a two-year appointment.

An academic support professional may be recommended for nonretention
because of program need or unsatisfactory performance of assigned
duties.

By April 1 of any year in which an academic support professional has
been given a recommendation by her/his supervisor for or against
retention, the University President shall notify the employee in
writing of her/his decisfon regarding retention, and, if the
decision is negative, shall provide wrftten reasons based on the
reasons specified in 9.2.f., as applicable. In 1986, evaluations
shall be conducted according to the same procedurss used in 1985.
Effective in 1987, the employee's official job description and the
approved statement of methods and materials of evaluation specified
in Article 8.7. shall be utilized in evaluation.

Notice of nonretention shall be as follows:

(1) In the first year of service in an academic support profes-
sfonal position in the bargaining unit, not later than three
months prior to the tormination date specified in the notice.

(2) In the second, third, fourth, and fifth years of service in an
academic support professional position in the bargaining unit,
not later than six months prior to the termination date
specified in the notice.

(3) If an academic support professional on a two-year appointment
receives notice of nonretention in accordance with 9.2.9.
above, she/he shall receive at least six months of employment
after the notice of nonretention {is received.

Academic support professionals who have been hired in positions
which are funded predominantly by contracts and grants, sponsored
research funds, and educational contracts shall not be entitled to
written notice of nonretention as specified in Article 9.2.g. if the
funding for their position s reduced or eliminated. If such
funding is reduced or eliminated, the employee shall be notified
immediately. If the funding is continued and annual evaluation
results in a recommendation to nonretain an employee, the recommen-
dation of nonretention must be based upon the reasons specified in
Section 9.2.f., and the employee must be given notice in accordance
with Section 9.2.h.

-34-

36




b. The University shall make a reasonable effort to locate appropriate
alternate or equivalent employment for an employee whose position is
eliminated because of a reduction in or elimination of funds.

c. If, within two years, the funding source reduction or elimination
which resulted in the elimination of an academic support profes.
sfonal's position is restored to the University, the affected
employee shall be offered reemployment in the restored position.

ARTICLE 10
PROMOTION

10.1, Sections 10.2. through 10.10 shall apply to tenured/tenure-track
employees; Section 10.11. shall apply to academic support professionals.

10.2. An employee shall be eligible for consideration for promotion if she/he
weets the following requirements.

a. Degree

(1) To be eligible for consideration for promotion to the rank of
Assistant Professor, an employee must possess a bachelor's
degree from an accredited institution and have completed at
least 60 semester hours, or the equivalent, of graduate study
toward an advanced degree from an accredited institution; or
must possess & master's degree from an accreditd institution
and have at least 30 semester hours, or the equivalent, of
graduate study toward an advanced degree from an accredited
institution, or must have fulfilled applicable educational
requirements for tenure.

(2) To be eligible for consideration for promotion to the rank of
Associate Professor, an employee must possess a terminal degree
or a professional degree from an accredited graduate or
professional school.

(3) To be eligible for consideration for promotior to the rank of
Professor, an employee must possess a terminal degree or a
profe?sioml degree from an accredited graduate or professional
school.

b. Years of Service

(1) An employee may apply for consideration for promotion to the
rank of Assistant Professor in her/his second year of full-time
service at the University at the rank of Instructor.

@

An employee may apply for consideration for promotion to the
rank of Associate Professor in her/his third year of full-time
service at the University at the rank of Assistant Professor.
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(3) An employee may apply for consideration for promotion to the
rank of Professor in her/his fifth year of full-time service at
the University at the rank of Associate Professor.

10.3. Consideration for Promotion on the Basis of Exception

2. An employee who does not satisfy either the degree requirements or
years of service requirements specified in Section 10.2 above may
apply for consideration for promotion on the basis of exceptional
teaching/performance of primary duties, research/creative activity,
or service,

b. An employee who applies for consideration for promotion as an excep-
tion to the degree requirements or years of service requirements
shall present evidence in support of her/his claim for an exception
to the department personnel committee and the department head.

c. If the department personnel committee and the department head concur
that the employee should be recommended for promotion, written
recommendations, supported with written reasons based on evaluation
criteria, application of criteria, and materfals as specified in
Section 8.5.a., shall be prepared and transmitted by the department
head and the department personnel committee as provided in Sections
10.7. through 10.9 below.

d. If the department personnel committee or the department head make &
negative recommendation for promotion the employee shall not be
considered for promotion until the next succeeding period of evalu-
ation for promotion. If the employee subsequently applies for
consideration for promotion as a exception to the degree require-
ments or years of service requirement for promotion, her/ his appli-
cation shall be considered and transmitted as provided in Section
10.5 through 10.9 below.

e. In the event of a negative recommendation by the department person-
nel committee or the department head on a request for exception, the
departzent head shall provide the employee with her/his recommenda-
tion and reasons and the recommendation and reasons of the depart-
ment personne)l committee. The reasons shall be based on evaluation
cs:ritern. application of criteria, and materials as specified in
ection 8.5.a.

An eligible employee must apply to the department head prior to the
commencement of the promotion process in order to be considered for
promotion. The evaluation period for promotion shall be the period
since the beginning of the evaluation which resulted in the employee's
promotion to her/his current rank at the University. If the employee
has received no promotion at the University, the evaluation period for
promotion shall be the period since her/his most recent appointment to a
bargaining unit position at the University.
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10.5. The department personnel committee shall submit a written promotion
recomendation for each eligible employee to the department head. The
written recommendation shall be supported with written reasons based on
evaluation criteria, application of criteria, and materials as specified
in Section 8.5.a.

10.6. The departsent head shall prepare a written promotion recommendation for
each eligible employee. The written recomsendation shall be supported
with written reasons based on evaluation criteria, application of
criteria, and materials as specified in Section 8.5.a. The denartment

. head shall provide each employee considered for promotion with a copy of
her/his promotion recommendation and reasons and the promotion recommen-
dation and reasons of the de::rtnnt personnel committee. Within three
working days of receipt of the recommendations and reasons, an employee
may submit & written request for reconsideration of a negative recom-
mendation to the department head. The request shall be granted and the
department head shall provide the employee with & wri-t~< statement of
the result of the reconsideration by the depsrtmer’. pursonnel committee
and/or department head. Within two working days of receipt of the
vesult of reconsideration, an smployee may withdraw her/his application
fortc::‘s‘:dention for promotion by written notification tn the depart-
nen .

10.7. The promotion recommendation and reasons of department heads and
department personnel committees shall be reviewed by the appropriate
Dean/Director, if any, beyond the level of the depariment. The Dean/
Director, if any, beyond the level of the department, shall submit a
written promotion recommendation for each eligible employee to the
appropriate University Vice President. Negative recommendations shall
be supported with written reasons based on evaluation criteria, appli-
cation of criteria, and materials as specified in Section 8.5.a. The
Oean/Director, if any, beyond the level of the department, shall provide
a copy of her/his promotion recommendation, with supporting reasons in
the event of a negative recommendation, to the employee being evaluated.

10.8. The appropriate University Vice President shall present all promotion
recomendations and supporting reasons to the University Personnel
Comittee. The University Personnel Cosmittee shall submit a written
promotion recommendation to the appropriate University Vice President
for each eligible employee. Negative recommendations shall be supported
with written reasons based on evaluation criteria, application of
criterfa, and materials as specified in Section 8.5.a. The appropriate
Unfversity Vice President may review recomsendations with the University
Personnel Committee. A copy of the Unjversity Personnel Committee
recomendation, with supporting reasons in the event of a negative
recommendation, shall be provided to the employee. If the University
Personnel Committee makes a negative recommendation and the department
personnel committee has made a positive recommendation, the employee may
submit & written request for reconsideration of the University Personnel
Committee's negative recommendation to the University Personnel Commit-
tee within three working days of receipt of the recosmendation and
reasons. The request shall be granted, and the University Personnel
Committee shall provide the employee with a written statement of the
result of the reconsideration.
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10.9.

10.10.

10.11.

11.1.

11.2.

11.3.

11.4.

The appropriate University Vice President shall review with the Univer-
sity President all promotion reccamendations and supporting re.sons
submitted for eligible employees. The University President shall
provide each eligible employee cons!dered for promotion with a written
decisfon by May 1. A negative decisicn shall be supported with written
reasons based on evaluation criteria, aoplication of criteria, and
saterials as specified in Section B.5.a.

The number of employees who hold a particular rank at a University
shall not be grounds for denial of a promotion to an eli?ible employee
:hg has otherwise satisfied evaluation criteria as specified in Section

.5.4.

Prior to the deadline for applications, the Unitersity sha}? publivh
4 University-wide announcement of any new or vacint profes:ional posi-
tion. An academic support professional who meets the advertised qualy.
fications for the position shall, upon request, be granted a gveliminary
interview. If an academic support professidnmal ic selected \6 7ii! a
new or vacant position, her/his credit for years of service at the
University shall not be affected.

ARTICLE 11
TENURE

Each terured employee shall have continuous employment at the University
unless such employee resigns, retires, is laid off pursuant to Article
15, or is terminated for adequate cause.

Terwre shall not be acquired automatically by length of service. Terure
shall be granted and may be acquired only by specific action of the
Board after receipt of a specific recommendation of the University
President. Tenure shall be in a department.

a. Terure may be granted to a member of the bargaining unit described
in Appendix A at the time of initial appointment only after
consultation with the department, and upon recommendation of the
University Presidant and approval by the Board.

b. Tenure may be granted to an individual not a member of the bargain-
ing unit described in Appendix A, either upon initial appointment or
subsequently, only after consultation with the department, and upon
;:corld-endution of the University President and approval by the

ard.

The evaluation period for tenure shall be the entire term of employeent
in probationary status at the University. Service under full-time
temporary appointments at the University for a period not to exceed
three years immediately preceding the employee's {nitial probationary
appointment may, at the employee's option, be considered in the terure
evaluation.
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11.5. An employee shall be eligible for consideration for tenure if she/he
holds at least the rank of Assistant Professor (University Professor at
Governors State University) and meets the following requirements. An
esployee may be considered for promotion to Assistant Professor and
tenure in the same year.

a. Educational Requirements

The educational requirements for tenure in effect at each University
as of September 1, 1985 will remain unchanged for the duration of
this Agreement.

b. Years of Service

(1) Except as provided in Section 11.6., an ewployee may not apply
for tenure before her/his sixth probationary year of employment
at a University.

(2) An employee who has no previous full-time teaching or pro-
fessfonal service in a baccalaureate degree-granting {institu-
tion of higher education shall be placed in probatfonary year
one at the time of initial appointment.

(3) An employee who has one year of prior full-time teaching or
professfonal service fn a baccalaureate degree-granting
institution of higher education shall be placed in probationary
year two at the time of initial appointment.

(4) An employee who has two years of prior full-time teaching or
professfonal service {n a baccalaureate degree-granting
institution of higher education shall be placed in prabationary
year three at the time of initfal appointment.

(5) An employee who has three or more years of full-time teaching
or professfonal service in a baccalaureate degree-granting
institution of higher educatfon shall be placed in probationary
year four at the time of initial appointment.

(6) An employee may elect to be placed in a lower-numberzd proba-
tionary year by written notificatfon to the appropriate
University Vice President by the close of the first academic
term following her/his initial appointment.

11.6. Consideration for Tenure on the Basis of Exception

8. An employee who does not satisfy the educational requirements for
tenure described 1in 11.5.a. above or the years of service
requirement specified in 11.5.b above may apply for consideration
for terure in her/his fourth, fifth, or sixth year of full-time
service at the University on the basis of exceptional teaching/
perfc;mnce of primary duties, research/creative activity, or
service.
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b. An employee who applies for consideration for tenure as an exception
to the educational requirements or years of service requirements
shall present evidence in support of her/his claim for an exception
to the department personnel committee and the department head.

c. If the department personnel committee and the department head concur
that the employee should be recommended for tenure, written
recommendations, supported with written reasons based on evaluation
criteria, appifcatfon of criteria, and materials as specified {in
Section 8.5.a., shall be prepared and transmitted by the department
head and the department personnel committee as provided in 11.9.
through 11.13. below.

d. If the departmer.c personnel committee or the department head makes a
negative recomsendation for tenure, the employee shall not further
be considered for tenure until the next succeeding period of evalua-
tion for tenure unless the employee is in her/his final probationary
year. If the employee is 1in her/his final probationary year,
written recommendations, supported with written reasons based on
evaluation criteria, application of criteria, and materials as
specified in Section 8.5.a., shall be prepared and transmitted by
the department head and the department personnel committee as
provided in 11.9. through 11.13. below.

If the employee is nat in her/his final probationary year and 1f the
employee subsequently applies for consideration for tenure as an
exception to the educational requirements or years of service
requirements for tenure, her/his application shall be considered and
transmitted as provided in 11.9. through 11.13. below.

e. In the event of a negative recosmendation by the department person-
nel comittee or the department head on a request for exception, the
department head shall provide the employee with her/his recommenda-
tion and reasons and the recommendation and reasons of the depart-
ment personnel committee. The reasons shall be based on approved
evaluation critcria, application of criteria, and materials as
specified in Sectfon 8.5.a.

An eligible employee must apply to the department head prior to the
commencement of the tenure process in order to be considered for
tenure. In the event an eligibie employee does not submit her/his
application for tenure in the sixth probationary year, the employse
shall recefve a terminal contract for the next subsequent academic year.

The department personnel committee shall prepare a written tenure
recomwendation for each eligible employee to the department head. The
written recommendation shall be supported with written reasons based on
evaluation criteria, application of criteria, and materials as specified
in Section 8.5.a.

The department head shall prepare a written tenure recommendation for
each eligible employee. The written recommendation shall be supported

with written reasons based on evaluation criteria, application of
criterfa, and materials as specified in Secifon 8.5.a. The department
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head shall provide each employee considered for tenure with a copy of
her/his tenure recommendation and reasons and the tenure recommendation
and reasons of the department personnel committee. Within three working
days of receipt of the recommendations and reasons, an employee may
submit a written request for reconsideration of a negative recommenda-
tion by the department personnel committee and/or the department head to
the department head. The request shall be granted and the department
head shall provide the employee with a written statement of the result
of the reconsideration by the department personnel committee and/or the
department head.

The tenue recommendations and reasons of department heads and
departhent personnel committees shall be reviewed by the appropriate
Dean/ Director, if any, beyond the level of the department. The Dean/
Director, if any, beyond the level of the department, shall submit a

written tenure recommendation for each eligible employee to the

appropriate University vVice President. Negative recommendations shall
be supported with written reasons based on evaluation criteria, appli-
cation cf criteria, and materfals as specified in Section 8.5.a. The
Dean/Director, if any, beyond the level of the department, shall provide
a copy ¢° her/his tenure recommendation to the employee with supporting
reasons in the event ol a negative recommendation.

The appropriate University Vice President shall present all temure
recomendations and supporting reasons to the Univarsity Personnel
Committee. The University Personnel Committee shall submit a written
recommendation to the appropriate University vice President for each
eligible employee. Negative recommendations shall be supported with

written reasons based on evaluation criteria, application of criterfa,

and materials as specified in Section 8.5.a. The appropriate University
Vice President may review the recommendations with the University
Personnel Committee. A copy of the University Personnel Committee
recommendation, with supporting reasons in the event of a negative
recommendation, shall be provided to the employee. If the University
Personne]l Committee makes a negative recommendation and the department
personnel committee has made a positive recomsendation, the employee may
submit a written request for reconsideration of the University Personnel
Committee within three working days of receipt of the recommendation and

reasons.

The request shall be granted, and the University Personnel

Committee shall provide the employee with a written statement of the

result of the reconsideration.

The appropriate University Vice President shall review with the Uni-
versity President all tenure recomsendations and supporting reasons for

eligible employees.

The University President shall submit her/his

recommendations to the Board.

The University President shall provide

each eligible employee considered for tenure with a copy of her/his

recommendation to the Board.

If the recommendation is negative, the

University President shall provide the employee with a statement of
reasons based on evaluation criteria, application of criteria, and
materials as specified in Section 8.5.a.
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11.13. If an employee is not notified of a negative decision by the Board
on her/his tenure recommendation by%June 1, the employee shall be

granted a probationary contract for the next subsequent academic year
but shall not thereby receive tenure. An eligible employee who is in
her/his sixth probationary year and is not awarded tenure by action of
the Board shall receive a terminal contract for the next subsequent
academic year.

ARTICLE 12
TRANSFER

12.1. The University may transfer an employee from one department/unit to
another within the same bargaining unit within the University as a
result of reorganization or program need. Where applicable, an
employee's probationary status, length of appointment, tenure, faculty
rank, eligibility for consideration for promotion, eligibility for leave
without salary, or eligibility for the compensable fringe benefits
specified in article 2€ shall not be affected by transfer resulting from
reorganization or program needs.

12.2. In the event that a transfer pursuant to retraining or enrolliment
decline is anticipated, the probable receiving department(s) shall be
consulted by the University President to determine department program
needs and the qualifications necessary for any employee to transfer into
the department. The consultation shall be held in sufficient time to
allow departmental response prior to the transfer determination. The
Unfon Chapter President shall be notified of these consultations.

Dean/Director, submit a request to the University president for transfer
from one department to another within the same University, and within
the same bargaining unit. The University President shall review the
request with the members of the other department. Within 90 days of
submission of her/ his request to the Departmert Head, the employee
shall receive notification in writing from the Lniversity President of
the President's decision. If the University President grants the
request, the employee shall be transferred. A tenured employee who is
transferred pursuant to this section shall retain her/his tenure
appointment only if retention of tenure is recommended by the University
President and approved by the Board.

12.3. An employee may, through her/his department head and, as applicable,
|
i
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ARTICLE 13
PROGRAM REORGANIZATION

13.1. An employee's probationary status, tenure, faculty rank, eligibility for
consideration for promotion, length of appointment, eligibility for
leave without salary, or eligibility for the compensable fringe benefits
specified in Article 26 shall not be affected by a reorganization which
results in the employee's transfer from one department/unit or college
to another within a University.

13.2. Ouring the term of this Agreement, an employee who has been transferred
to a new department as a result of reorganization and who has applied
for tenure in the new department shall be subject to the educational
requirements for tenure of her/his former department if such require-
ments are less stringent than those of the new department. [f the
employee was not previously a member of a department within the Univer-
sity which had educational requirements for tenure, she/he shall be
subject to the educational requirements for tenure of the new
department.

13.3. a. Tenured/Tenure-Track Teaching and Resource Professionals

During the first academic year of operation of a new department
created as a result of a reorganization, an employee will be
evaluated for retention, promotion, or tenure in accordance with the
statement of Departmental Application of Criteria of her/his former
department unless the timing of the reorganization is such that a
statement of ODepartmental Application of Criterfa for the new
department can be adopted and implemented pursuant to Section 8.4.b.
of this Agreement. [f the employee was not previously a member of a
department within the University which had a statement of
Departmental Application of Criterfa, she/he shall be evaluated for
reiention, promotion, or tenure in accordance with Section 8.4.a.

b. Academic Support Professionals

An academic support professfonal who has been transferred to a new
unit as a result of reorganization shall meet with her/his super-
visor no later than 15 days after the effective date of the
veorganizatfon to develop, in accordance with Section 8.7., a
. description of the materials and methods which will be used to
evaluate the employee's performance.

13.4. By November 1 of the first academic year of operatfon of a new depart-
ment created as a result of a reorganization, a department rotation plan
shall be submitted to the appropriate University Vice President for
approval pursuant to Section 6.9. of this Agreement,
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ARTICLE 14
TERMINATION AND OTHER SANCTIONS

14.1. Termimation

Termination of a tonure appointment at any time, of a probationary
appointment before the end of the specified term, or of an academic
support professional aprointment before the end of the specified term of
employment may be effected for adequate cause.

a. (1) Prior to issuance of a notice of intent to seex termination,
the University President shall hold at least one meeting with
an employee to discuss possible remedial actions by the
employee or to discuss settlement of the matter. The Union
Chapter President shall be informed of this meeting, and a
Union representative shall be present at the meeting, with tne
consent of the employee.

(2) Prior to the meeting, the University President shall provide
the employee with a written statement of the purpose of the
meeting including an {dentification of the topic(s) to be
discussed.

(3) Additional meetings to discuss possible remedial actions by the
employee or to discuss setilement of the matter may continue
until either the University President or the employee notifies
the other in writing of her/his belief that further meetings
will not be productive.

(4) No later than six moniths from the date of the first meeting (a
time limftation which may be extended by agreement of the
parties) the University President shall provide the employee in
writing with one of the following:

(a) a statement that further action on the matte: will not be
pursued, and that all references to it will Le removed
from the employee's personnel file; or

(b} a statement that further action on the matter will not be
pursued at that time, but that reference to it shall
remain in the employee's personnel file; or

(c) specification of any remedial actions to be taken by the

| employee, the date by which the remedial actions are to
be taken, the method to be used to evaluate whether the
remedfal actions have been successful, and a statement
that no notice of terminatfon will be ijssued before
evaluation of the remedfal actions; or

(d) the terms upon which the matter is to be settled$ or

(e) a notice of intent to seek termination.
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b. If the University President issues a notice of i{ntent to seek
terminsgtion, the following procedure shall apply:

(1) A termination proceeding shall be {nitiated by the University
President providing a notice of intent to seek terminatfon with
a statement of reasons for termination to an employee.

(2) (a)

(v)

A terured/tenure-track employee served with a notice of
termination shall have a right to a formal hearing before
a comittee of five tenured employees. The committee
shall be selected within 15 work days of service of the
notice of termimation. The employee shall select two
tenured employees to serve on the committee, and the
University President shall select two tenured employees
to serve on the committee. The four employees so
selected shall select a fifth memder of the committee.
If a committee is not selected by the method described
above within 15 work days of service of the notice of
termination, the University President, {n consultation
with the University Personnel Committee, shall appoint
the remaining members of the hearing committee.

An academic support professional served with a notice of
intent to seek termination shall have a right to a formal
hearing before a committee of five employees selected
from the academic support employces {in Appendix 8. The
employse shall select two employees to serve on the
committee, and the University President shall select two
employees to serve on the committee. The four employees
so selected shall select the fifth member of the commit-
tee. If a committee is not selected by the method
described above within 15 work days of service of the
notice of intent to seek termination, the Un‘versity
President, in consultation with the Unfon Chapter Presi-
dent, shall appoint the remaining members of the hearing
comittee. If there are fewer than ten academic support
professionals from which to choose the members of the
comittee, the University President, the employee, or the
committee may select committee members from among
academic support professionals in Appendix 8 who are
employed by another University within the system.

(3) An employee served notice of intent to seek termination who
desires a formal hearing shall be provided with a notice of
hearing and specific written charges at 1least 20 work days
prior to the hearing. ODuring the proceedings, the employee
will be permitted to have a counselor or an advisor of her/his

choice.

A verbatim record of the hearinj will be taken and a type-

written copy will be provided to the employee. The burden of
proof that adequate cause exists rests with the University and
shall be satisfied only by claar and convincing evidence in the
record considered as a whole. The employee will be afforded
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(s)

(6)

)]

(8)

9

(10)

the opportunity to present witnesses cnd to confront and cross-
examine all witnesses.

A termination hearing shall not exceed three months unless
extended by a majority vote of the hearing committee. The
findings and recommendations of the hearing committee shall be
reduced to writing and furnished to the employee and the
University President within 20 work days after the conclusion
of the hearing. If the hearing committee concludes that ade-
quate cause has not been established by the evidence in the
record, it will so report to the University President. If the
University President rejects the report, she/he shall state in
writing the reasons for doing so to the hearing committee and
the employee and provide an.opportunity for response. If the
hearing committee concludes that adequate cause for dismissal
has been established, it will so recommend, with supporting
reasons, to the University President. If the hearing committee
concludes that adequate cause for 2 sanction less than dismis-
sal has been established, it will so recommend, with supporting
reasons, to the University President.

The recommendation of the University President, along with that
of the heari committee should it not concur with the
President, shall be submitted to the Board for final action.

If a hearing committee fails to provide its findings and recom-
mendations within 20 work days after conclusfon of the hearing,
the University President shall submit her/his recommendation to
the Board for final action.

An employee terminated for cause shall not be entitled to
salary, severance pdy, or any other compensation beyond that
earned up to the last day of employment.

An employee served with notice of termination may be suspended
or reassigned by the University President with compensation i{f
the University President is of the opinfon that the employee's
presence in her/his appointed position-constitutes a threat of
bodily hirm or harm to property or might impede University
operations. If, following the hearing process described above,
it is determined that ro actions against the erployee will be
1")?5:(!; the employee will be restored to her/his appointed
position.

A record of any disciplinary actlon taken against an employee
shall be placed in the employee's official personnel file.

14.2 Other Sarctions

Appropriate sanctfons less than terminatfon may be imposed on an
employee for violation of employment obligations contained in Board
or University policy, rules, or regulations or in the UPI/BOG
Agreement. By January 15, 1986, the Board/University shall provide
each

epartment with a copy of applicable policies, rules, and
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C.

d‘

f‘

g.

h‘

1‘

regulations. No eﬁployee shall be sanctfoned for a violation of
these policies, rules, or regulations until they are made available
in each department.

Prior to any sanction being imposed on an employee, the University
President or her/his designee shall hold at least one meeting with
the employee to notify the employee that a sanction is Ceing con-
sidered, to present the ane?ed violation and related docum:ntation,
and to discuss possible resolution of the matter. The Union Chapter
President shall be informed of this meeting, and a Union
representative shall be present at the meeting, with the consent of
the employee,

If the matter is not resolved by the meeting, the University
President shall send the employee written notice of the sanction,
including a statement of the reasons for the sanction.

If the proposed sanction is other than a written reprimand, the
employee shall have the right, at her/his request, to a hearing
before a panel of three, selected from the groups as specified in
14.1.b.2.(a) or 14.1.b.2.(b). One member of the panel shall be
selected by the employee, one by the University President, and the
third by the two members so selected. If a panel is not selected by
this method within 10 work days of service of the notice of intent
to impose the sanction, the University President, in consultation
with the Unfon Chapter President, shall select the remaining members
of the panel,

The panel shall review the reasons for the proposed sanction and
related documentatfon. The burden of proof that a sanction is
warranted and appropriate rests with the University.

A hearing on a proposed sanction shall not exceed one month unless
extended by a majority vote of the panel, If tha panel concludes
that the University has met its burden of proof for a sanction and
that the proposed sanction is appropriate, it will so report, with
supporting reasons, tc the University President. If the panel
reaches an alternate conclusfon, it will report its conclusion to
the University President, with supporting reasons, and with
recommendations for disposing of the matter.

A record of any sanction imposed c¢a an employee shall be placed in
the employee's personnel file,

Official sanctions may be issued only by the University President or
her/his designee.

A1l sanctfons imposed upon employees are subject to Article 17,
Grievance Procedure. No sanctions shall be imposed upon employees
except in accordance with the provisions of Article 14 or Article §,
Section 5.8,
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ARTICLE 15
STAFF REDUCTION PROCEDURES

An employee may te laid off as a result of demonstrable financial
exigency or demonstrable enrollment reduction, or as a result of &
modification of curriculum or program instituted through established
program review procedures. If financial exigency is asserted as the
basis for a layoff, the financial exigency must be demonstrated to be
university-wide.

a. If the Board decides it §s necessary to lay-off teaching profes-
sionals or resource professionals, the employees in the level of
organization to which the lay-off applies shall be laid off in the
order listed below:

(1) Temporary and part-time employees;

(2) :lm-tine employees on probationary appointment, but without
enure;

(3) Tenured employees.

The factors which will be considered in light of the University's
rogram needs in determining which, if any, employees will be
retained are:  length of full-time Service at the University,
including approved leaves; length of full-time service in the
department, including approved leaves; educational qualifications;
professional training; and experience.

b. If the Board decides it is necessary to lay-off academic support
professionals described in Appendix B, employees will be laid-off in
the order listed beiow:

(1) Temporary and part-time employees;
(2) Full-time employees.

The factors which will be considered in 1ight of the University's
program needs in determining which, {f any, esployees will be
retzined are: length of full-time service at the University,
{ncluding approved leaves; langth of full-time service in the
position, including approved leaves; profsssional training relevant
to the position; and experierce.

No tenured ©/®loyee shall be 1aid off for the purpose of creating a
vacancy to be filled by an edministrator ent2ring the bargaining unit.

Each University and t!v: Board shall make a reasonable effort to locate
other equivalent erploywent within the University and within the Board
of Governors sysiem for & laid-off employee orior tc the effective date

of her/his layoff. Thz results of such effort shall be made known to
the person affected. The effort to locate other equivalent esployment
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shall include a review of the possibility of an assignment with duties
in more than one unit, part-time employment, transfer to another unit or
position pursuant to Article 12, or retraining pursuant to Article 26.
A laid-off employee who accepts such other bargaining unit employment
say, with Board approval, retein accumulated rights or benefits.

15.5. a.
0.

15.6. a.

b.

C.
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An employee with a probationary appointment shall be given the same
notice in the event of a layoff as would be given in the event of
nonrenewal of her/his appointment. A tenured employee shall be
given notice of layoff at least one academic year beyond the aca-
demic year in which she/he is given notice of layoff. The notice
requirements shall not apply in cases of extreme and immediate
financial exigency.

An academic support professional shall be given the same notice in
the event of a lay-off as would be given in the event of nonrenewal
of her/his appointment.

Prior to the effective day of her/his layoff, an employee given
notice of layoff may request a meeting with the appropriate
University Vice President to establish: (1) the description of the
employee's position at the time she/he was given notice of layoff
and (vze)' the areas of bargaining unit employment for which the
esployee is qualified on the basis of training or experience. The
sppropriate University Vice President, in consultation with the
enployee, shall establish the description of the employee's position
at the time she/he was given notice of layoff and the areas of
bargaining unit employment for which the employee is quelified on
the basis of training or experience.

Each University will maintain a 1ist of employses who are laid off
for a period of two years after the layoff. If an employee's posi-
tion at the time she/he was given notice of layoff is reinstated
during such period, the employee shall be’sent notice of that fact
at the employee's last known address and offered reemployment. It
shall be the employee's responsibility to keep the University
advised of the employee's current address. An offer made pursuant
to this section must be accepted within 30 calendar days, sich
acceptance to take effect not later than the beginning of the aca-
demic term specified in the offer. If the offer is not accepted,
the employee's name may be deleted from the 1ist and, if so deleted,
the Board and the University shall have no further obligation to the

employee.

Ouring the two-year period sjecified in Section 15.6.b. above,
notices of bargaining unit employment opportunities at the Univer-
sity for which the employee {s qualified shall be sent to the
empioyee at her/his last known address. If the employee applies for
consideratfon for any such employment opportunity, she/he shall be
granted an interview. If the employee fails to apply for the
opportunity within 15 days from the date the notice is sent to the
employee, or -if the employee is nol offered reemployment, his/ her
name shall remain on the layoff 1ist for the remainder of the period
specified in Section 15.6.b. above.
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d. An employee who held a tenured position on the date of layoff shall
resume tenure if the position is reinstated and an offer of reem-
ployment in that .position §s accepted. An employee who has been
laid off and who accepts reemployment in a bargaining unit position
at a University shall, upon reemployment, be credited with any sick
Jeave which the employee had accrued as of the effective date of
layoff, and with any annua) leave which the employee had accrued as
of the effective date of layoff and for which the employee has not
received payment. The salary of & laid-off employee who resumes
employwent in a bargaining unit position at the university shall be
adjusted to reflect non-discretfonary increases to which the
employee would have been entitled if not laid off.

15.7. An employee who is laid off may continue to contribute toward and
receive the benefits of any State or Board insurance program and may
continue to contribute toward and receive retirement credit in the State
Unfversities Retirement System {f the laws, rules, regulations,

policies, and procedures governing the administration of such insurance
programs or the State University Retirement System so permit.

ARTICLE 16
ACADEMIC PROGRAM ELIMINATION REVIEW COMMITTEE

16.1. Each Unjversity shall have an Academic Program Elimination Review
Comsittee composed of and elected by University empioyees. The sole
purpose of the Academic Program Elimination Review Committee shall be to
provide recommendations to the appropriate University Vice President
concerning academic programs being considered for elimination which
would result in the layoff of an employee.

16.2. Each University Academic Program Elimination Review Committee shall:
a. be composed of no more than seven employees;
b. have representation from each college and major academic unit;
c. have staggered three-year terms;

d. be elected in an election conducted by the Faculty Senate at each
University.

16.3. a. Each year the Academic Program £limination Review Committee shall
recefve information on each program bein? considered by the zppro-
priate University Vice President for elimination as part of the
Board of Governors Anrual Academic Program Review and which would
result in the layoff of an employee. The information shall irclude:
(1) data on enrollme.,, majors, and course offerings;

(2) data on program costs.
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b. The Academic Program Elimination Review Committee may request
addiﬂonal relevant information from the appropriate University Vice
President.

In the process of developing its recommendations, the Committee shall
review program costs and enrollment history: contributions of the
program to the general education requirements, {interdisciplinary and
service functions, graduation requirements, and the University curric-
tdlt;m: a?td contributions of the program to the mission and goals of the
niversity.

Before the University formally transmits its recommendations on program
status to the Board, the Academic Program Elimination Review Committee
shall make {ts recommendations to the appropriate University Vice Presi-
dent. The Committee's recommendations shall be included with the
University's recommendations and sent to the Board in accordance with
the Board's Annual Academic Program Review timetable.

A Board decision concerning the elimination of any academic program
which would rasult in the layoff of an employee(s) shall be communicated
to the employee(s) in the affected unit.

ARTICLE 17
GRIEVANCE PROCEDURE

Purpose

The Board and the Union encourage the informal resolution of grievances
and agree that problems should be resolved before the filing of a griev-
ance and encourage open communication so that resort to the formal
grievance protedure will not normally be necessary. The purpose of this
Article is to promote a prompt and efficient procedure for the {nvesti-
gation and resolution of grievances. The procedures hereinafter set
forth shall be the sole and exclusive method of resolving the grievances
of employees.

Resort to Other Procedures

If prior to filing a grievance hereunder, or while a grievance proceed-
ing is 1in progress, an employee seeks resolution of the matter in any
other forum, whether administrative or Jjudicial, the Board or any
University shall have no obligation to entertain or proceed further with
the matter pursuant to this grievance procedure. Further, since the
Board and the Union do not intend that this grievance procedure be a
device for appellate review, a response by the Board or its represen-
tatives, or by any University or its representatives, to a recommenda-
tion of a hearing officer or other individual or group having appro-
priate jurisdiction in any other procedure shall not give rise to a
grievance under this procedure.
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Definitions

a. The term "grievance” shall mean a dispute concerning the interpre-
tation or application of a specific term or p.-ovision of this
Agreement, subject to those exclusions appearing in other Articles
of this Agreement.

b. The term "grievant” shall mean an employee or group of employees in
2 dispute over a term or provision of this Agreement as it relates
to them, or the Union in a dispute over a term or provision of this
Agreement as it relates to the Union ¢< an organization.

Representation

The Union may, with the consent of the employee, represent an employee
in a grievance filed under this Article. An employee may also represent
himself or herself in a grievance at Step One filed under this Article.
If an employee chooses to represent himself or herself, he or she shall
so inform the Unfon and the University with which the grievance is filed
at the time of filing. No resolution of any individually processed
grievance shall be inconsistent with the terms of this Agreement and for
this purpose the Union shall have the right () have an observer present
at all meetings called for the purpose of discussing grievances. The
Union grievance officer shall be notified at least 24 hours in advance
of any such meeting.

Grievance Representatives

Within 30 days after the execution of this Agresment, the Union skall
furnish to the Board 2 list of all persons authorized to act as griev-
ance représentatives at each University and shall update the list as
changes occur. A grievance representative shall be an employee of the
University and shall have the responsibility to meet classes, office
hours, and other assigned duties and responsibiiities. [f the respon-
sibilities of a Union grievance representative require rescheduling of
the representative's University duties, the representative may, with the
approval of the appropriate University Vice President, arrange for the
rescheduling of such duties or their coverage by colleagues. Such
approval shall not be unreasonably withheld.

Appearances

If 1t is necessary for an employee to participate in a grievance or
arbitration proceeding during working hours, the employee's salary shall
neither be reduced nor {increased for time spent in such activities.
Prior to participation in any such proceeding, the employee shall make
arrangements acceptable to the appropriate University Vice President for
the performance of the mployee's duties. Approval of such arrangements
shall not be unreasonabiy withheld.

6rievance Forms

All grievances and requests for review must be submitted in writing on
forms as attached to this Agreement as Appendices C, 0, and €, and shall
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be sfgned by the grievant. Except for the initial filing of the
grievance, if there is a difficulty in meeting any time 1imit, the Union
representative may sign such documents for the grievant and later file a
copy signed by the grievant.

Compliance with Procedure

A1l grievances must be filed in accordance with the procedures in this
Article. The Board or the University with which a grievance fs filed
shall be under no obligation to process or consider a grievance which is
not filed in accordance with the procedures of this Article.

Procedure for Handling Grievances
a. System Grievances

A grievance of employees at two or more Universities which involves
the same {ssue shall be inttiated with the Board's Chancellor at
Step Two within the time 1imit for filing a grievance specified in
Section b. below.

b. Step One

(1) A grievance shall be filed with a University President within
30 days following the date of the act or omission giving rise
thereto, or the date on which the employee knew or reasonably
should have known of such act or omissfon {if that date is
jater. In the written grievance which is filed, the grievant
may, for the purpose of seeking {nformal resolution of the
grievance, request the postponement of any action in processing
the grievance formally for a period of up to 30 days. If such
a request is made, it shall be granted. Upon the grievant's
written request, additional 30 days extensfons will be granted
unless to do so would impede the resolution of the grievance.
During a postponement period, the Univeriity President shall,
upon request, arrange an informal conference between the
appropriate University representative(s) and the grievant. The
grievant may terminate the postponement period at any time by
giving written notfce to the University Presider.. that the
grievant wishes to proceed with the Step One meeting provided
for below: If the postponement period, or any extensfon
thereof, expires without such written notice, the grievance
shall be deemed i{nformally resolved to the grievant's
satisfaction and need not be processed further.

(2) The University President shall condct a meeting with the
grievant and the Union representative no later than 15 days
following (a) receipt of the grievance if no postponement is
requested or (b) receipt of written notice that the grievant
wishes to proceed with the Step One meeting.

In advance of the Step One meeting, the grievant shall have the

right upon request to a copy of any existing identifiable
documents relevant to the grievance. At the Step One meeting,
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the grievant shall have the right to present any evidence in
support of the grievance. The University President shall issue
a written decision, stating the reasons therefor, within 20
days following the conclusion of the meeting. In the event the
decision at Step One refers to documents not requested or
presented, copies of such documents shall be attached to the
decision. Only those acts or cmissions and terms or provisions
of the Agreement identified at Step One may be considered at
subsequent steps.

Step Two

If the grievance is not satisfactorily resolved at Step One, the
Union may, upon the request of the grievant, file a written request
for review with the Board's Chancellor within 20 days following
receipt of the Step One decision. The Board's Chancellor and the
representative of the grievant shall schedule a conference for the
purpose of reviewing the matter no later than 15 days following
receipt of the request for review. The Board's Chancellor shall
issue a written decision, stating the reasons therefor, within 20
days following the conclusion of the review conference.

Step Three

If the grievance s not satisfactorily resolved at Step Two, the
Union may, upon the request of the grievant, proceed to arbitration
by filing a written notice of intent to do so. HNotice of intent to
proceed to arbitration must be filed with the Board's Chancellor
within 30 days after receipt of the Step Two decision and shall be
signed by the grievant and the Union Prasident.

Withdrawal of Grievance

A grievance may be withdrawn at any time by the grievant, or by the
Union representative at any point during Step Two or Three.

Arbitration Procedure
Selection of an Arbitrator

Representatives of the Board and the Unfon shall meet within 90 days
after the execution of this Agreement for the purpose of selecting
an Arbitration Panel of no more than 15 members. Within 14 days
after receipt of a notice of intent to arbitrate, representatives of
the Board and the Union shall meet for the purpose of selecting an
arbitrator from the Panel. Selection shall be by mutual agreement
or by alternately striking names from the Arbitration Panel 1list
until one name 7vemains. The right of the first choice to strike
from the list shall be determined by the flip of a coin. If the
parties are unable to agree to & panel of arbitrators, they shall
follow the normal American Arbitration Association procedure for the
selection of an arbitrator. The parties may mutually select as the
arbitrator an individual who is not a member of the Arbitration
Panel.
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b. Authority of tic Arbitrator

(1) The arbitrator shall neither add to, subtract from, modify or
alter the terms or provisions of this Agreemeat. Arbitration
shall be confined solely to the application and/or inte-preta-
tion of this Agreement and the precise irsue(s) submitted for
arbitration. The arbitrator shall have no authority to
determine any other issue(s). The arbitrator shall refrain
from issuing any statements of opinfon or conclusions not
essential to the determination of the issue(s) submitted.

(2) NWhere an administrator has made an academic judgment, such as a
Judgment concerning application of evaluation criteria in deci-
sions on retention, promotion, or tenure, or a judgment
concerning the academic acceptability of a sabbatical proposal,
the arbitrator shall not substitute her/his judgment for that
of the administrator. Nor shall the arbitrator review such
decision except for the purpose of determining whether the
decision has violated this Agreement. If the arbitrator deter-
mines that the Agreement has been violated, the arbitrator
shall direct the University to take appropriate action. An
arbitrator may award back salary where the arbitrzior deter-
mines that the employee is not receiving the appropriate salary
from the University but the arbitrator may not award other
monetary damages or penalties. If notice that further employ-
ment will not be offered is not given on time, the arbitrator
may direct the University to renew the appointment only upon a
finding that no other remedy is adequate and that the notice
was given so late that (a) the employee was deprived of reason-
able opportunity to seek other employment or (b) the employee
actually rejected an offer of comparable employment which the
employee otherwise would have accepted.

An arbitrator’s decision awarding employment beyond the sixth
year shall not entitle the employee to tenura. In such case
the employee shall serve during the seventh year without
further right to notice that the employee will not be offered
employment thereafter.

Cc. Arbitrability

In any proceeding, the first matter to be decided is the arbitra-
tor's Jjurisdiction to act, which decision the arbitrator shall
announce. Upon concluding that the arbitrator has no such power,
the arbitrator shall make no decision or recommendation as to the
merits of the grievance. Upon concluding that the {ssue is
arbitrable, the arbitrator shall normally proceed with the hearing
at the time, provided that either party may seek judicial review of
the arbitrator's decision as to jurisdiction and have the hearing on
the merits of the grievance delayed until such review is completed.
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b.

Conduct of Hearing

The arbitrator shall hold the hearing in the city where the grievant
is employed unless otherwise agreed to by the parties. The hearing
shall commence within 21 days of the arbitrator's acceptance of
selection, or as soon thereafter as {s practicable, and the
arbitrator shall iscue the decision within 30 days of the close of
the hearing or the submission of briefs, whichever is later, unless
additional time is agreed to by the parties. The decision shall be
in writing and shall set forth findings o’ fact, reasoning, and
conclusions on the issue(s) submitted, Except as modified by the
provisions of this Agreement, arbitration proceedings shall be
conducted in accordance with the rules and procedures of the
American Arbitration Association,

Effect of Decision

The decision or award of the arbitrator shall be final and binding
upon the Board, the Union, and the grievant to the extent permitted
by and in accurdance with applicable law and this Agreement.

Fees and Expenses

A1l fees and expenses of the arbitrator shall be divided equally
between the parties. Each party shall bear the cost of preparing
and presenting its own case. Any party desiring a transciipt of the
proceedings shall bear the cost. The cost of any transcripts
required by the arbitrator shall be divided equally between the
parties.

Miscellaneous Provisions
Settlement Implementation

A1l formal grievance settlements shall specify a time by which the
settlement shall be implemented. The time 1imit may be extended by
mutual agreement between the Board's Chancellor and the Union
President.

Time Limits

A1l time limits contained in this Article may be extended by mutual
agreement of the parties, except that the time limits for the
initial filing of a grievance may be extended only by agreement
between the Board's Chancellor and the Union President. Upon
failure of the Board's Chancellor or a University President to
provide a decision within the time limits provided in this Article,
the Union may appeal to the next step. Upon the failure of the
Unfon to file an appeal within the time linits provided in this
Article, the grievance shall be deemed to have been resolved by the
decision at the prior step.
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Notification

A1l grievances, request for review, notices, and decisions shall be
transmitted .o person or by certified or registered mail, return
receipt requested. In the event of a question as to the timeliness
of any grievance, request for review, notice or decision, tne date
of receipt shall be determinative.

Precedent

No complaint informally resolved or grievance resolved at either
Step One or Two shall constitute a precedent for any purpose unless
agreed to in writing by the Board's Chancellor and the Union
President.

Retroactivity

An arbitrator's award may be retroactive as the equitfes of a case
may demand, but in no case shall an award, including an award of
back salary, be retroactive to a date earlier than 30 days prior to
the date the grievance was inftfally filed in accordance with this
Article or the date on which the act or omission occurred, whichever
is later.

Processing

The filing or pendency of any grievance, or of arbitration proceed-
ings, under this Article shall not operate to impede, preclude, or
delay the Board from taking the actfon complained of. Reasonable
efforts, includisg the shortening of time 1imits when practical,
shall be made to conclude the processing of a grievance prior to the
expiration of the grievant's employment. In no event shall any
employee, as a result of a pending grievance, receive compensation
following cessation of employment.

Reprisal

No reprisal of any kind will be made by the Board or Union against
any grievant, witness, or other participation in the grievance
procedure by reason of such participation.

Records

A1l written materfals pertinent to a grievance shail be filed

sepaiately from the personnel file of the grievant or witness,
except decisions resulting from arbitration or settlement.
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ARTICLE 18
UNION RIGHTS

Use of Facilities

a. Subject to and in accordance with University policies on the use and
scheduling of physical facilities, including payment of charges
established by the University for the use of such facilities, the
Unfon may usz the physical facilities of a University, except for
student residential facilities.

b. The Union may use services cf a University in accordance with Uni-
versity policies on the use of such services, including payment of
charges established by the University. .

Provision of Materials

Prior to each regular or special meeting of the Bcard, a copy of each of
the following materials will be transmitted to the Union President, the
UPI/B0G Council Executive Vice President, and to the Chapter Presidents
at each University: (a) the agenda for the meeting; (b) the report of
the Chancellor to the Board, if a written report is made; and (c) the
reports of the President of each University to the Board, if written
reports are made. The materials will be transmitted to the Union
President, the UPI/BOG Council Executive Vice President, and the Chapter
Presidents at the same time such materials are transmitted to other
recipients.

Reassigned Time

a. The UPI/BOG Council Executive Vice President, the Chapter President
at each University, the Grievance Officer at each University, the
two System Grievance Officers, the Secretary-Treasurer, the
Legislative Director, and the assistant to the UPI/BOG Council
Executive Vice President shall be granted reassigned time for the
purpese of conducting Union business related to the administration
of this Agreement. Such reassigned time shall be granted in
accordance with terms agreed upon by the 8oard and the Union.

b. Nothing in Article 5, Leave Without Salary, shall be construed to
prevent the granting of a leave without salary to three employees
designated by the Union for the purpose of conducting Union business
related to the administration of this Agreement. Application for
such leaves must be submitted at least two months prior to the
starting date of the requested leave to the President(s) of the
employing University(ies). The leaves will be granted for a period
not to exceed the term of this Agreement.

c. UDesignated employees as described above shall not be considered
representatives of their respective University for any activities on
behalf of employees or UPI.
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Bulletin Boards

a. The Union may post materials on University bulletin boards. The
Unfon must be clearly identified on the face of any posted mate-
rial. The Unfon shall assume a11 costs associated with any posted
materfal. Posted material shall bear the date of posting and may be
removed by University representatives after having been posted for a
period of 21 calendar days unless the University grants permission
for a longer posting.

b. The Unfon shall indemnify, defend, and hold the board, its agents,
and employees harmless against any claim, demand, suit or form of
1{ability arising as a result of the posting of any Unfon materials
on University builetin boards in accordance with the provisfons of
this Article. Materials which are not posted in accordance with the
provisions of this Article may be removed by University
representatives.

ARTICLE 19
FACILITIES AND EQUIPMENT

In accordance with applicable law and policy, the Board will seek to
provide adequate equipment and materials, and adequate i{nstructional,
office, and laboratory facilities.

In accordance with University policy, an employee may obtain entry to
her/his office during periods when the building in which the office is
located is closed.

ARTICLE 20
DUES CHECKOFF

In accordance with the State Salary and Annuity Withholding Act (Ch.
127, Sec. 354, I1linois Revised Statutes), and except as limited below,
the Board agrees that each University will deduct Union membership dues,
in an amount established by the Unfon and certiffed in writing by the
Union's treasurer to the Board's Chancellor, from the salary of each
employee who gives the University written authorization to make such
deduction. Deductions will b2 made in each pay period beginning with
the first full pay period commencing at least seven calendar days
following receipt by the University of the dues deduction authorization.

Ques deducted will be remitted to the Union treasurer or other official
designated in writing by the Unfon as soon as payroll warrants are pre-
parad and verified. Accompanying each remittance shall be a 1ist of the
em, layees from whose salaries such deductions were made and the amounts
deducted.
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Any authorization to withhold Unfon dues from the salary of an employee
shall terminate and such withholding shall cease upon the happening of
any of the following events: (a) tarmination of the employee's employ-
ment; (b) written notice by the employee to the appropriate University
of cancellation of the authorization; (c) expiration of the time during
which such withholding was authorized; or (d) when the total amount
authorized to be withheld has been so withheld.

Neither the Board nor any University shall be under any obligation to
make any deductions for dues {if any employee's pay within any pay
period, after deductfons for withholding tax, State Universities
Retirement System, State f{nsurance and other mandatory deductions
required by law is less than the amount of authorized deductions. In
such event, it will be the responsibflity of the Union to collect its
dues for that pay period directly from the employee.

The Unfon shall give written notice to the Board's Chancellor of any
changes in its dues at least thirty days prior'to the effective date of
any such change. If any change {n Union dues requires extensive modiff-
catfon of the computer programs used in prccessing Union dues deduc-
tions, the Unifon shall, upon request of the Board's Chancellor, pay an
amount not to exceed six hundred (600) dollars.

The Unfon shall indemnify, defend, and hold the Board, its members,
officials, agents or representatives or the Unfversities, their
employees, agents, or representatives harmless agafnst any claim,
demand, suit, or any form of 1{abi1ity (monetary or otherwise), includ-
ing attorney's fees and costs, arising from any action taken or not
taken by the Board, its members, officials, agents, or representatives
or the Universities, their employees, agents, or representatives in
complying with this Article or in relfance on any notice, letter, or
written authorization forwarded to the Board or any University pursuant
to this Article. The Union assumes full responsibility and 1iability
for the disposition of monfes deducted from the salaries of employees
for Union dues by any University once the Unifversity has remitted such
monies to the officer designated by the Unifon to recefve such remit-
tance. The Union shall promptly refund to the appropriate University
any funds received pursuant to this Article which are fn excess of the
amount of dues which the University has agreed to dciuct.

Nothing in this Article shall require any University to deduct Union
fines, penalties, or special assessments from the salary of any
employee.

Neither the Board nor any University shall be 1{able to the Union by
reason of the requirements of this Article for the remittance or payment
of any sum other than that constituting authorized deductfons for Union
dues from the salarfes of employees who authorize such deductions.
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ARTICLE 21
MINUTES, POLICIES, AND BUDGETS

The Board will have a copy of each of the following documents placed in the
reference sectfon of the main 1ibrary of each University as soon as the
documents are available:

The approved minutes of the meetings of the Board.
Published policies of the Board.

Publiched University-wide policifes of the University which affect
employees.

The internal operating budget of the University.

The University's Resource Allocation Management P\ n.

MANAGEMENT RIGHTS

22.1. The Board retains and reserves to itself all rights, powers, privileges,
duties, responsibilities and authority conferred upon and vested in it
by law, whether exercised or not, including, but not limited to, the
right to operate, manage, control, organize, and maintain each
University and {n all respects carry out the ordinary and customary
functions oi management and to adopt policies, rules, regulations, and
practices {n furtherance thereof.

22.2. The Board's exercise of fts rights, powers, privileges, duties, respon-
sibilities, and authority and the adoption by the Board of policies,
rules, regulations, and practices in furtherance thereof shall be
1imited only by the specific and express terms of this Agreement.

22.3. Neither the Union nor the Board waive the rights guaranteed them under
the I11inots Educational Labor Relations Act.

ARTICLE 23
HO STRIKE OR LOCKOUT

The Board agrees that there will be no lockout at any University during the
term of this Agreement. The Unfon agrees there will be no strike by itself

and that it will not authorize or encourage any strike by any employees during

the term of this Agreement.

LRIC

—

-61-




24.1.

24,2,

25.1.

25.2.

25.3.

25.4.

ERIC

Aruitoxt provided by Eic:

ARTICLE 24
SEVERABILITY

In the event any provision of this Agreement: (a) shall at any time be
contrary to law; or (b) i3 found to be invalid by operation of law or by
a decision of a tribunal of competent jurisdiction; or (c) 1s rendered
invalid by reason of subsequently enacted legislation; or (d) if
compiiance with or enforcement of any provision should be restrained by
a tribunal of competent jurisdiction pending a final detarmination as to
its validity, then the provision or provisions shall be of no force or
effect, but the remainder of this Agreement shall continue in full force
and effect.

If a provision of this Agreement is rendered ineffective for any of the
reasons specified above, the Board and the Unfon shall, within 30
calendar days thereafter, commence negotiations to seek resolution of
any problem caused thereby.

ARTICLE 25
MISCELLANEQUS PROVISIONS

Totality

The Board and Unfon acknowledge that during the negotiations which
resulted in this Agreement, both parties had the unlimited opportunity
to present all demands and proposals and that this Agreement shall
constitute the entire Agreement between the parties for fts duration.

Amendment and Modification

Nothing herein shall preclude the Board and Unfon from mutually agreeing
to amend or modify any of the provisions of this Agreement. In the
event the Board and Union negotiate a mutually acceptable amendment or
modification of this Agreement, the amendment or modification shall be
put in writing and become a part of this Agreement upon rati{fication by
both parties.

Conflict with Policies or Regulations

If there is a conflict tetween an existing Board or Univeristy policy or
regulation and an express term or provision of this Agreement, the term
or provision of this Agreement shall apply.

Availability of Agreement

The Board agrees to provide each employee in the bargaining unit with a

copy of the Agreement and to provide a copy to each new employee upon
hiring.
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ARTICLE 26
COMPENSABLE FRINGE BEMEFITS

The following Section shall apply only to tenured/ tenure track
esployees: 26.2, Sabbatical Leave.

The following Section shall apply only to academic support
professionals: 26.3, Administrative Educutional Leave.

The following Sections shall apply to tenured/tenur:-track employees
and academic support professionals: 26.4., Retraining Leave; 26.5,
Parental Leave; 26.6, Annual Leave, and 26.7, Military Leave.

The following Sections shall apply to all employees: 26.8, Sick
Leave (as 1imited by sub-section); 26.9, Professional Meetings and
Work-Related Travel; 26.10, Funeral Leave; 26.11, Leave for Court-
Required Service; 26.12, Educacional Benefits; 26.13, Employee
Assistance Program; 26.14, Benefits While on Compensated Leave; and
26.15, Previcusly Accrued Leave.

26.2. Sabbatical Leave

b.

Ce
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Eligibitity

A sabbatical leave 1s granted at the discretion of the University
President. An employee may receive a sabbatical leave from a
University only after completing at least five years of full-time
service at the University. A sabbatical leave shall not be awarded
to the same employee more than once every seven academic years and
sabbatical leave time shall not be cumulative.

Uses

A sabbatical leave may be used for the purpose of acquiring new
professiona? skills and updating existing professional skills as
well as for research.

Quota

The sabbatical leave quota for each University shall be determined
at the beginning of each academic year. The quoti 111 be one
sabbatical leave for each 17 employees, or major fractfon thereof.
If the number of sabbatical leaves generated for a given academic
year exceeds the number of proposals for sabbatical leave by
employees eligible for consideration for such leave, the maximum
available for award in such year shall be equal to the number of
proposals.
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Procedures

Sabbatical leave proposals shall be reviewed and processed according
to procedures establfshed at each University. The University Prest-
dent may deny a request for sabbatfcal leave because the sabbatical
proposal is academically unacceptable. In the event thut such a
denfal {is made, upon request made within ten working days after
recefpt of such denial, the Untversity President shall provide a
written explanation for the denial to the employee who submitted the
proposal.

Priority

If the number of academically acceptable sabbatfcal leave proposals
exceeds the number of avaflable sabbatical leaves at a University,
priority of award shall be determined on the basis of years of
service at the Unfversity or years since the last sabbatical. If an
employee has never had a sabbatical from the University, her/his
priority shall be determined on the basis of years of full-time
service at the University. If an employee has had a sabbatical from
the University, her/his priority shall be determined on the basis of
the numbers of years since her/his last sabbatical.

Term

(1) The term of sabbatical leave shall be efther one academic term
at full pay or two academic terms at half pay. Each academic
year, 75 percent of the total sabbatical leaves available for
award at each University shall be avatlable for award for one
academic term at full pay. If application of the 75 percent
ratfo results in a major fraction, the fraction shall be
rounded up to the next highest whol2 number.

(2) If an academic employee receives a grant in connection with a
sabbatical leave, the duration of the sabbatical may be
adjusted by the University President to cuincide with the
provisions of the grant.

Conditinzns

(1) Each employee who fs granted 2 sabbatical leave shall agree to
serve at the University for at least one academic year after
the completion of the sabbatical and shall give a judgment note
to tha University for the amount of the sabbatfcal leave, said
Judgment note to be cancelled at the end of the required year
of service or at the death or permanent disability of the
employee.

(2) Each employee who is granted a sabbatical leave shall inform
the University of other salaries, grants, fellowships, or

financial support which the employee anticipates receiving or
does receive for the period of the leave.
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h. Report of Sabbatical Leave

By the end of the first academic term following return to the
University from sabbatical leave, an academic employee shall file a
written account of sabbatical activities and accomplishments with
the appropriate University Vice Presidat.

{. Miscellaneous
(1) Time spent by an eomployee on a sabbatical leave will be

credited for the purpose of determining eligibility for
promotion.

(2) Time spent by an employee on a sabbatical leave will be
credited for the purpose of determining eligibilfty for tenure
only if approved by the University President. An employee may
elect not to credit such time for the purpose of determining
eligibility for tenure. By the end of the first academic term
following return to the University from sabbatical leave, an
employee must indicate in writing to the appropriate University
Vice President whether the employee wishes time spent on sabba-
tical leave to be credited for the purpose of determining
eligibility for tenure.

26.3. Administrative Educatfonal Leave
a. Eligibility

An Administrative Educational Leave {s granted at the discretion of
the University President. An employee may reccive an Administrative
Educational Leave only after completing at least five years of full-
time service at the University. An administrative educational leave
shall not be awarded te the same empioyee more than once in every
seven academic years and administrative educational leave time shall
not be cumulative.

b. Uses

Administrative Educational Leave may be used for the following
purposes:

(1) study and research;

(2) professional growth related to the academic staff profes-
sfonal's responsibilities as described in the official Jjob
description.

c. Availability

The number of Administrative Educational Leaves shall be determined

at the beginning of each academic year. The number shall be one

Administrative Educational Leave for each 25 employees, or major

fraction thereof, provided that at each University there shall be at
least one Administrative Educational Leave every tvo years.
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Procedures

Administrative Educational Leave proposals shall be reviewed
according to procedures established at each University. The Uni-
versity President may deny a request for an Administrative Educa-
tional Leave on the grounds that the proposal does not advance the
goals of the University or the professional development of the
applicant. Within ten working days of a notice of denial, the
University President, upon written request of the applicant, shall
provide a written explanation for the denial to the employee who
submitted the proposal.

Priority

If the number of acceptable Administrative Educational Leave pro-
posals exceeds the number of available Administrative Educational
Leaves at a University, priority of award shall be determined on the
basis of years of service at the University or years of service
since the last Administrative Educational Lnave. If an employee has
never had an Adminfstrative Educatfonal Leave from the University,
her/his priority shall be determined on the basis of years of full-
time service at the University. If an employee has had an
Adninistrative Educational Leave from the University, her/ his
priority shall be determined on the basis of the number of years
since her/his last Administrative Educational Leave.

Terms

Salary payments during Administrative Educational Leave shall be:
one-half pay if leave {s granted for & full year; full pay if leave
is grarted for one-half year.

Condécions

The academic support professional 11, prior to the jranting of
Administrative Educational Leave, enter into & written agreement
with the Board that upon terminatfon of such leava» the acadex'c
support professional will return to the University for & full year
and that, in default of completing such service, will refund to the
University, unless excused therefrom by the Board for reasons
satisfactory to it, an amount equal to such proportion of salary
received while on leave as agreed bears to the whole amounrt of
service agreed to be rendered. Such written agreement will bLe
cancelled at the end of the required year of service, or upon the
non-retention, death, or permanent disability of the exployee.

26.4. Retraining Leave

O
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The University President, at her/his discretion, may grant a
retraining leave to an eligible employee for the purpose of
acquiring new skills for the benefit of the University.

Each University will establish procedures for submission of appli-
cations for retraining leaves., Appiications shall specify the
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purpose, method, and timetable of the retraining leave, Applica-
tions submitted pursuant to Article 15, Staff Reducticn Procedures,
shall be considered at any time. If successful completion of a
retraining leave might lead to transfer of the applicant to a
specific department in the University, the University President will
provide that department an opportunity to discuss the retraining
12ave proposal.

The term of a retraining leave may be for a period of up to 12
months. Retraining leaves may be renewed at the discretion of the
Unfversity President. Compensation for retraining leaves shall be
at no less than half pay.

Each employee who is granted a retraining leave shall agree to serve
at a University for at least one academic year after the completion
of the leave and shall give a judgment note to the Board of
Governors for the amount of the retraining leave, said judgment note
to be cancelled at the end cf the required period of service or at
the death or permanent disability of the employee.

Upon completion of a retraining leave an employee shall file a
written account of retraining activitiss and accomplishments with
the appropriate University Vice Presidont. If after successful
completion of a retraining leave, an ewn oyee is transferred to
another department, her/his transfer shall be made in accordance
with the provisions of Article 12, Transfer.

There shall be no evaluatfon of an employee for the purpose of
retention during the period of a retraining leave.

Time spent by an employee described in Appendix A on a retrafning
leave will be credited for the purpose of determining eligibility
for promotion.

Time spent by an emplovee described in Appendix A on a retrafning
leave will pe credited for the purpose of determining eligibility
for teiure only {f approved by the University President. At the
time of application, an employee must indicate in writing to the
University President whether the employee wishes the time spent on a
retraining leave to be credited for the purpose of dotermining
eligibility for tenure. Upon request, the University President will
provide a written explanatfon within ten working days to an employee
whose request to credit the time spent on a retraining leave for the
purpose of determining eligibility for tenure has been denfed. If
the employee believes such a request has been arbitrartly and
capriciously denied, she/he may file a grievance under Article 17,
Grievance Procedure. The sole question to be decided in any such
grievance shall be whether the denial was arbitrary and capricious.

26.5. Parental Leave

A tenured/tenure-track employee, or academic support professional may
use “ to 20 days of earned s'ck leave per academic year for parental
leave upon the birth or adoption of a child of the employee. Requests
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for parental leave of more than ten days shall be submitted to the
appropriate University Vice President 30 days in advance, except 1in
cases of emergency. Non-emergency requests for parental leave of more
than ten days shall be subject to the consideratfon of maintaining
efficiency of operations. Such requests shall not be unreasonably
denfed.

Annual Leave

a.

k.

Ce

d.

Any employee who is employed on a 12-month contract shall earn
annual leave at the rate of two days per month during each month or
major fractfon thereof of service in full-pay status. HNo other
employee shall earn or recefve annual leave. An employee who {s
employed on a 12-month contract may accrue annual leave during the
term of employment at a University up to a maximum of 48 days. An
empioyee who has accrued the maximum will earn no further annual
leave until the employee's use of annual leave reduces the accrual
below the maximum. An employee w.o is required to work on a special
assignwent may, at the discretion of the University President, or
her/his designes, be permitted to earn up to 12 days of annual leave
beyond the maximum of 48 days. Such additional annual leave must be
used within 12 months after the employee completes work on the
special assignment. Upon cessation of employment with the Board, an
exployee, or such employee's estate, shall be entitled to a lump sum
payment for accrtied annuai leave. Annual leave days eligible for
lump sum payment shall be computed by determining the number of
days, or fractions thereof, accrued by the employee and subtracting
any days, or fractions thereof, used by the employee.

Annual leave shall be earned before being taken. All requests for
annual leave in excess of three days shall be submitted to the
employee's department head at least 30 days in advance of the date
on which the employee wishes to begin leave.

A response shall be given within seven days to a request for annual
leave in excess of three days. Approval of the dates on which an
employee wishes to take annual leave shall be at the discretion of
the appropriate University Vice President and shall be subject to
the consideration of maintaining efficiency of operations. A
request for annual leave shall not be unreasonably denfed.

Deductions of annual leave shall not be made for any Board-approved

holiday. Days when a University is offictally closed for business

may be used for unscheduled professional activities by tenured/
tenure-track employees with 12-month periods of appointment.

Military Leave

a.

A tenured/tenure-track employee, or an academic support professiona}
who is a member of any reserve component of the United States Armed
forces or of any reserve component of the Illinois State M{litia,
shall be granted leave for any period actively spent in such
military service, while under contract, including:
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b.

C.

(1) basic training;

(2) special or advanced training, whether or not within the State,
and whether or not voluntary; and

(3) annual tratning.

Ouring leaves for annual training, the employee while under contract
shall contfrue to receive his or her regular compensation. Ouring
leaves for basic training and up to 60 calendar days of special or
advanced training, 1f such employee's compensation for military
activities is less than his or her compensation as an employee, he
or she shall recefve his or her regular compensation as an employee
minus the amount of hfs or her base pay for military activities.
The deduction of military pay from the salary of an employee shall
be reflected in the first payroll prepared after verification of the
amount of the employee's military pay.

A member of the Mational Guard (or other State military component)
who 1s called to temporary active duty in case of civil disturbance
or natural disaster declared to be an emergency by the Governor may
recefve a compbined salary from the Univercity and the military
equal to, but not exceeding the employee's pro rata daily rate for
work days absent. If the daily rate received for temporary active
duty exceeds the dafly rate of the employee from the University, the
employee ray elect to accept the higher rate in which instance the
employee shall receive no compensatfon from the University. The
amount of compensation received for temporary active duty shall be
reported to the University within 30 days after release from
temporary active duty. Appropriate adjustment to offset the amount
recefved shall be made on the next regular payroll. Time used for
temporary active duty shall not be deducted from the time allowed
for ;egu!ar military training perfods fn accordance with Sections a.
and b.

26.8. Sick Leave

a.

Aruitoxt provided by Eic:

(1) An employee who has accrued sick leave at a University shall,
for purposes of this Agreement, be credfted with such accrual
as or the effective date of this Agreement. If the accrual
exceeds 300 work days, the employee shall earn no further sick
leave until the employee's use of sick leave reduces the
employee's accrual below the maximum of 300 work days specified
{n Subsection a.(2) below.

(2) An employee may accrue sick leave during the teras of employ-
ment at a University up to a maximum of 300 work days. An
employee who accrues the maximum will earn no further sick
leave until the employee's use of sick leave reduces the
accrual below the maximum.

(1) This paragraph shall apply to tenured/tenure-track employees.
During the first three years of employment in the Board of
Governors system, an 2mployee shall earn sick leave at the rate
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C.

g.

of 20 work days per academic year or 1.75 work days for each
month, or major fraction thereof, of service under the
employee's contract, whichever 1is greater. Thereafter, the
employee shall earn sick leave at the rate of 1.75 work days
for each month, or major fraction thereof, of service under the
zmployee's contract, irrespective of the term of the employee's
contract. Ouring the first three years of employment in the
Board of Governors system, sick leave will be credited to
employees at the beginning of each academic year. Thereafter,
sick leave shall be earned on a monthly basis.

(2) This paragraph shall apply to academiz support professionals.
An academic support professional, while in pay status, shall
earn non-cumulative sick leave at the rate of 10 days per year
of employment, which shall be credited to the employee at the
beginning of the employment year, starting with the first year
of employment. An academic support professional, while in pay
status, shall earn cumulative sick leave at the rate of 1.5
days per month. An employee on a part-time appointment shall
earn sick leave on a pro rata basis.

(3) This paragraph shall apply to employees or. temporiry appoint-
ments. A full-time employee on a temporary appointment shall
earn sick leave equivalent to one day of sick leave per month
of appointment. Yhe employee shall be credited at the begin-
ning of her/his appointment with the appropriate number of sick
days. Part-time temporary employees shall earn sick leave on a
pro rata basis. Temporary employees shall not receive any
benefit for unused sick leave at the end of the academic year
or at the end of their appointment, whichever is earlier.

Sick leave may be used for injury or illness of an employece, includ-
ing temporary disabilities caused or contributed to by pregnancy.
An employee may use up to five days of earned sick leave per acade-
mic year for absences resulting from the illness or injury of a
parent, spouse, or child. Upon approval of the appropriate
University Vice President, an employee may use additional accrued
sick leave for such absences.

Sick leave must be taken in units of no less than one-half day.

Sick leave may be used only during the term of an employee's period
of appointment.

Oeductions of sick leave shall not be made during any Board approved
holiday. One day of sick leave shall be deducted for each day the
employee is absent because of injury cr illness. No more than five
days of sick leave shall be deducted in any one calendar week.

An employee of one University who accepts employment at another
University shall, if the employee's break in service does not exceed
two years, be allowed to transfer any accrued sick leave from one
University to the other if the employee has not received a lump sum
payment for accrued sick leave. If the empioyee has received a lump
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h.

1.

sum payment for accrued sick leave, only accrued stck leave which
was earned before January 1, 1984 may be transferred; restoration of
accrued sick leave which was earned after December 31, 1983 shall be
governed by Sectfon 26.8.h.(3.) of this Agreement.

(1) Upon cessation of employment with the Board, an employee, or
such employee's estate, shall be entitled to a lump sum payment.
for accrued sick leave earned on or after January 1, 1984.

(2) The lump sum payment for accrued sick leave shall be computed
as the product of the employee's dafly rate of compensation and
one-half of the lesser of the following: (1) the number of
days, or fractions thereof, of accrued sick leave earned by the
employee in accordance with Section 26.8.b. above minus any
days, or fractions thereof, of accrued sick leave used by the
employee; or (2) the number of days, or fractions thereof, of
accrued sick leave earned by the employee in accordance with
Section 26.8.b. above after December 31, 1983. Accrued sick
leave days shall be used in the order in which they have been
accrued.

(3) An employee vho has received a lump sum payment for accrued
sick leave in atcordance with this Section and who, within two
years of the cnssation of his or her employment with the Board
is reemployed by the Board, may have his or her accrued sick
leave restored if, within 30 days after the commencement of
such reemplo:ment, the employee repays said lump sum payment to
the Board fc. the benefit of the University at which accrued
sick leave 1s restored. For each day of sick leave to be
restored, the erployee shall repay the gross amount he or she
was paid for one day of accrued sick leave. An employee may
have part or all of his or her accrued sick leave restored in
this manner; however, if the employee does not make any such
repayment to the Board, he or she shall not be entitled to have
any such sick leave so restored.

Upon recommendation of the appropriate University vice President, a
University Presidenl may grant a tenured or tenure track employee,
or acadenfc support professional a leave with full pay for a period
not to exceed 60 calendar days, if the employee: (1) has completed
at least three full academic years of service at the University, (2)
has exhausted all sick leave benefits under the terms of this
Agreement; (3) is a participant in the State Universities Retirement
System; and f4) s entitled to and has applied for disability
benefits under the State Universities Retirement System.

Nothing herein shall be construed to prevent or 1imit a University
from requiring appropriate verification, or from taking action on
the results of such verification, of the legitimacy of the use of
sick leave by an employee where the University has reason to doubt
the legitimacy of such use.
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Professional Meetings and Work-Related Travel

a. An employee's expenses in connection with approved professional
meetings or activities may be reimbursed in accordance with
University policy.

b. An employee shall receive a reimbursement for authorized travel
required by the employee's work assignment 1in accordance with
Unive-sity policy.

Funeral Leave

Leave with pay of up to five days per occurrence will be granted to an
employee for the purpose of attending a funeral or memorisl service for
a deceased member of the employee's immediate family o* . deceased rela-
tive. Funeral leave may only be used during the tern of an employee's
contract. Funeral leave may not be accrued. Upon approval of the
appropriate University Vice President, an employee may use accrued sick
leave for funeral leave requirements in ¢ ~o3s of five days.

Leave for Court-Required Service

An employee who is summoned for Jury duty or subpoenaed as a witness
before a cour® of competent jurisdiction or as a witness in a proceeding
before any federal or state administrative agency shall be granted leave
with pay and any Jury or witness fees may be retained by the employee
piovided that no employee shall be given leave with pay for (a) appear-
ing as a party in a non-Job related proceeding involving such employee,
(b) appearing as an expert witness when the employee is compensated for
such appearance, or (c) appearing as a plaintiff or complainant in a
proceeding in which the Board or any University is a defendant or
respondent.

Educational Benefits

a. A full-time teaching, reiource, or academic support professional may
enroll for credit at any University for a maximum of two courses, or
six credit hours, whichever is greater, in any one academic term
with exemption from the payment of tuition and fees.

b. A part-time temporary teaching or resource professional, or a part-
time academic support professional, may enroll for credit at any
University for a maximum of one course, or three credit hours,
whichever is greater, in any academic term during which she/ he is
employed, with exemption from the payment of tuition and fees.

c. The natural, adopted, foster, or step-children, or the.spouse of any
employee who dies while in service shall be entitled to a waiver of
tuition and fees up to and including the baccalaureate degree at any
University. Should both parents be employees, the death of one
parent makes the child eligible for a wajver. Children of divorced
employees are eligible if the deceated employee had been contribut-
ing to their support.
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In accordance with the Letter of Agreement between the Board and the
Unfon, a task force will be constituted for the purpose of examining
the feasidility of providing that in any academic term in which an
employee chooses not to enroll for courses pursuant to paragraphs a.
and b, above, the natural, adopted, foster, or step-child or the
spouse of the employee may enroll for credit at any University for
courses to which the employee would be entitled under the provisions
of this Agreement. The task force will be composed of faculty and
administrative personnel and will complete its study in time to make
a report to the Unifon and Board negotiating teams prior to the
beginning of 1986 negotiations. The report of the task force will
be a subject of negotiations in 1986.

Employee Assistance Program

The Board shall study the feasibility of providing an Employee Assis-
tance Program referral service. The Union shall be consulted during the
study in a manner to be agresd upon by the Board of Governors Chancellor
and the Union President. The study shall be completed no later than
March 1, 1986.

26.14.

a.

b.

26.15.

a.

ERIC
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Benef{ts While on Compensated Leave

An employee on corr:nsated leave may continue to contribute toward
and receive the benefits of any state or Board insurance program and
may cuntinue to contribute toward and recefve retirement credit in
the State Universities Retirement System {f the laws, rules, regu-
lations, policies, and procedures governing the administration of
such 1n:urance programs or the State Unfversities Retirement System
so permit.

Upon return to the University from a compensated 1leave, an
employee's salary shall be adjusted to reflect nondiscretionary
increases which the employee would have received if not on leave.

Previously Accrued Leave

If an employee who has accrued annual leave mives into a position in
which annual leave is not earned, the employee will be paid for the
unused accrued annual leave at the employee's currenc rate of
compensation at the time the employee moves fnto the new position.

If an employee has accrued cumulative sick leave and moves into
a position in which sick leave is not accrued, that employee's
accrued cumulative sick leave will be maintained on the University's
records until the employee moves into a position in which sick leave
may be accriued, at which point the employee shall be credited with
previously accrued sick leave days, or until the employee leaves the
employment of the University, at which pofnt the employee shzll be
entitled to a lump sum pzyment in accordance with Section 26.8.h.

3
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ARTICLE 27
SALARY

27.1. Basic Increase
This Section applies to all employees.

a. Effective September 1, 1985 the Bca~d will grant each eligible
tenured/terure-track employee and each eligible temporary employee a
salary increase equal to 8 percent of the employee's 1984-85 basic
monthly salary.

b. Effective July 1, 1985, the Board will grant cach eligible academic
support professional a salary increase equal to 8 percent of the
employee's 1984-85 basic monthly salary.

c. Tie amount of any merit increase awarded to an employee between
September 1, 1984 and August 31, 1985, pursuant to Article 26,
Section 26.5., of the 1984-85 collective bargaining agreement by and
between the Board and Union shall not be included as part of the
employee's 1984-85 basic monthly salary for purposes of this
section.
l
|
|
1

27.2. Promotional Increase
This Section applies to tenured/tenure-track employees.

In addition to the salary increase specified in Section 27.1., the Board
will grant a salary increase of $100 per month, effective September 1,
1985 to each eligible employee who has been promoted from one academic
rank to another during the 1984-35 academic year and whose promotion is
to become effective with the beginning of the 1985-86 academic year.

27.3. Completion of Degree
This Section applies to tenured/tenure-track employees.

a. In addition to the salary increases specified in Section 27.1. and
27.2., the Board will grant a salary increase of $90 per month,
effective September 1, 1985, to each eligible employee: (1) who
completes all requirements for her/his first terminal degree from an
accredited graduate school during the period of September 1, 1984 to
August 31, 1985; (2) who presents satisfactory evidence thereof to
the appropriate University Vice President by November 1, 1985; and
(3) who has not previously received a salary increase for completion
of the degree. ‘

b. In addition to the salary increases specified in Section 27.1. and
27.2., the Board will grant a salary increase of $90 per month,
effective January 1, 1986, to each eligible employee: (1) who
completes all requirements for her/his first terminal degree from an
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d.

fo

accredited graduate school during the period of September 1, 1985 to
December 31, 1985; (2) who presents satisfactory evidence thereof to
the appropriate University Vice President by March 1, 1986; and (3)
who has not previously received a salary increase for completion of
the degree.

The terminal degrees for which the increases specified in paragraphs
a. and b. above will be granted are the Doctoral degree, MFA degree,
or the MLS degree with an additfonal Master's degree. A degree in
Fine Aris or Library Science from an accredited graduate school
which is recognized by the granting institution and the major
professional assocfatfon in the relevant field or discipline as the
acddemic equivalent of an MFA degree or MLS degree will be treated
as the equivalent for che purpose of the increases specified 1in
paragraphs a. and b. above.

The increase speciffed in paragraphs a. and b. above will also be
granted to each employee who, during the specified period, completes
a1l of the raquirements for the MSW degree. A degree in social work
from an accredited graduate school which 1is recognized by the
granting finstitution and the major professional association in the
field of social worl. as the academic equivalent of the MSW degree
will be treated as the aquivalent for the purposes of the {increase
specified in paragraphs a. and b. above.

The increases specified in paragraphs a. and b. above will also be
granted to each teaching professional whose primary assignment at
the University is to teach courses in an academic degree program of
the University in which there was no Doctoral degree offered in the
United States as of September 1, 1980, and: (1) who at the begin-
ning of the period speciffed in paragraphs a. and b. above has
completed at least 30 semester hours, or the equivalent, of graduate
study in an appropriate discipline and who during the period
completes a Master's degree from an accredited program in the
discipline of her/his primary assignment or in a related disciplire
in additfon to the 30 hours or equivalent; or (2) who at the
beginning of the period specified in paragraphs a. and b. above has
a Master's degree from an accredited program in the discipline of
her/his primary assignment or in a related discipline and who during
the period completes 30 semester hours, or the equivalent, of
graduate study in (an) appropriate discipline(s) beyond the Master's
degree. The question cf whether a Doctoral degree was offered in
the Unfted States as of September 1, 1980 shall be determined by
reference to the College Blue Book, Yolume 3, Degrees Offered by
College and Subject. Any questfion concerning whether a Master's
degree is in a related discipline or whether the 30 semester hours,
or equivalent, are in (an) appropriate discipline(s) shall be
determined by the appropriate University Vice President, whose
acceptance shall not be unreasonably withheld.

The increases specified in paragraphs a. and b. above will also be
granted to each eligible employee who, during one of the specified

periods, completes all requirements for a secund terminal degree or
an additional graduate or professional degree from an accredited
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graduate or professional school {f the appropriate University Vice
President has agreed in writing that the employee should undertake

the degree program for the purpose of increasing her/his academic
skills or to develop expertise in additfonal areas directly related
to her/his professional asstgnment.

Ouring the term of this salary agreement, the degrees specified in
paragraphs c. and d. above will be recognized as terminal degrees
only for purposes of the fncrease specified in paragraphs a. and b.
above and for no other purpose.

27.4. Salary Minima

a. Sub-sections a., b., c., and d. apply to tenured/tenure-track
employees.

b. Effective September 1, 1985, each University shall adjust tha salary
of an employee whose salary is less than the applicable minimum.

c. The procedure for making a minimum adjustment shall be as follows:

(1) If, after receipt of the basfc increase specified fn Section
27.1. above, an employee is eligible for a minimum adjustment
regardless of any promotion or regardless of receipt of one of
the degrees specified in Sectfon 27.3. above, the employee
shall recefve the basic increase and minfmum adjustment prior
to application of any increase under Section 27.2. and 27.3.
above.

(2) If an employee becomes eligible for a minimum adjustment as a
result of her/uiz promotion or receipt of one of the degrees
speciffed in Section 27.3. above, she/he shall receive her/his
increases in the following order: basic increase, promotion/
degree {ncrease, and, if sti111 applicable after recefpt of the
basic {increase and promotion/degree {ncrease, the minimum
ad justment.

d. The minimum salarfes shall be as follows:
(1) A minimum salary of $1,975 per month shall be paid to an

employee who, as of September 1, 1985, holds the rank of
Instructor.

(2) A mintmum salary of $2,095 per month shall be pafd to an
employee who, as of September 1, 1985, holds the rank of
Instructor and has completed il jeast three years of service at
the University.

(3) A mintmum salary of $2,195 per month shall oe paid to an
employee who, as of September 1, 1985, meets one of the
following conditions:
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(a) holds the rank of Assistant Professor; or

(b} possesses a Doctoral degree, an MFA degree, an MLS degree
and an additional Master's degree, an MSH degree, or a
Master's degree plus at least 30 semester hours, or the
equivalent, toward a graduate degiee; or

(c) who is a teusching professional whose Drimary assignment
at the University 1s to teach courses in an academfc
degree program of the Unfversity in which there was no
Doctoral degree offered in the United States as of
September 1, 1980 and who, fn the judgment of the appro-
priate University vice President, possesses the combina-
tion of degrees and hours referred to in 27.3.e. above.
T?e Vi?e President’'s acceptance shall not be unreasonably
withheld.

The degrees and hours 1isted above must be from an accredited
{nstitution.

(4) A mintmum salary of $2,345 per month shall be paid to an
employee who, as of September 1, 1985, meets one of the
following conditions:

(2) holds the rank of Assistant Professor and has been
employed at the University for at least three years; or

(b} possesses a Doctoral degree, an MFA degree, an MLS degree
and an additional Master's degree, an MSW degree, or a
Master's degree plus at least 30 semester hours, or the
equivalent, toward a graduate degree and has been
employed at the University for at least three years; or

(c) who is a teaching professional whose primary assignment
at the University is to teach courses in an academic
degree program of the University in which there was no
Doctoral degree offered in the Unfted States as of
September 1, 1980 and who, in the Jjudgment of the
appropriate University Vice President, possesses the
combination of degrees and hours referred to fn 27.3.e.
above, and who has been employed at the University for at
least threc years. The Vice Presfdent's acceptance shall
not be unreasonably withheld.

The degrees a~d hours 1isted above must be from an accredited
institution.

(5) A nmintoum salary of $2,460 per month skall be paid to an
employee who, as of September 1, 1985, mcats one of the
following condftions:

(2) holds the rank of Associate Professor; or
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(b) possesses a Doctoral degree, an MFA degree, an MLS degree
and an additfonal Master's degree, an MSW degree, or 2
Master's degree plus at least 45 semester hours, or the
equivalent, toward a graduate degree and has been
employed at the University for at least six years; or

(c) who fs a teaching professional whose primary assignment
at the University {is to teach courses in an academic
degree program of the University in which there was no
Coctoral degree offered in the United States as of
Septemper 1, 1980 and who, in the judgment of the appro-
priate University Vice President, possesses one of the
degrees referred to in 27.3.e. above plus at least 45
semester hours, or the equivalent, of graduate study in
(an) appropriate discipline(s) beyond the Master's degree
and has been employed at the University for at least six
years. The Vice President's acceptance shail not be
unreasonably withheld.

The degrees and hours 1isted above must be from an accredited
institution.

A minimum salary of $2,580 per month shail be paid to an
employee who, as of Sepiember 1, 1985, meets one of the
following conditions:

(a) holds the rank of Associate Professor and has been
eaployed at the University for at least three years;

(b) possesses a Doctoral degree, an MFA degree, an MLS degree
and an additfonal Master's degree, an MSW degree, or a
Master's degree plus at least 45 semester hours, or the
equivalent, toward a graduate degree and has been
employed at tue University for at least nine years; or

(c) who {s a teaching professional whose primary assignment
at the University 1s to teach courses in an academic
degree program of the University in which there was no
Doctoral degree offered in the United States as of
September 1, 1980 and who, in the Judgmeat of the appro-
priate University Vice President, possesses one of the
degrees referred to in 27.3.e. above plus at least 45
semester hours, or the equivalent, of graduate study in
(an) appropriate discipline{s) beyond the Master's degree
and has been employed at the Untversity for at least nine
yeai s, The Vice President's acceptance sihall not be
unreasonably withheld.

The degrees and hours 1isted above must be from an accredited
institution.

A minioum salary of $2,760 per month shall be paid to an
erployee who, as of September 1, 1985, meets one of the
following conditions:
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(a) holds the rank of Professor; or

(b) possesses a Doctoral degree, an MFA degree, an MLS degree
and an additfonal Master's degree, an MSW degree, or a
Master's degree plus at least 60 semester hours, or the
equivalent, toward a Doctoral degree and has been
emploved at the University for at least 12 years; or

(c) who is a teaching professional whose primary assignment
at the University s to teach courses in an academic
degree program of the Unfversity in which there was no
Doctoral degree offered in the United States as of
September 1, 1980 and who, in th: judgment of the
apprupriate University Vice President, possesses one of
the degrees referred to in 27.3.e. above plus at least 60
semaster hours, or the equivalent, of graduate study in
(2n) eppropriate discipline(s) bayond the Haster's degree
and has been employed at the University for at least 12
years. The Vice President's acceptance shall not be
unreasonably withheld.

The degrees ana hours listed above must he from an accredited
institution.

(8) A minimum salary of $2,940 per month shall be paid to an
employee who, as of September 1, 1985, meets one of the
following conditions:

(a) holds the rank of Professor and has been employed at the
University for at least three years; or

(b) possesses a Doctoral degree, an MFA degree, an HLS degree
and an additional Master's degree, an MSW degree, or a
Master's degree plus at least 60 semester hours, or the
equivalent, toward a Doctoral degree and has been
employed at the University for at least 15 years; or

(c) who {s a teaching professional whose primary assignment
at the University is to teach courses fn an academic
degree program of the Unfversity in which there was no
Doctoral degree offered in the United States as of
September 1, 1980 and who, in the judgment of th: appro-
priate University Vice President, possesses one of the
degrees referred to in 27.3.e. above plus at least 60
semester hours, or the equivalent, of graduate study in
(an) appropriate discipline(s) beyond the Master's degree
and has been employed at the University for at least 15
years. The Vice President's acceptance shall not be
unreasonably withheld.

(d) - ~overnors State University, the perfod of employment
apuired in (b) and (c) above shall be at least 14 yrars
as of September 1, 1985.
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The degrees and hours listed above must be from an accredited
institution.

(9) A aminimum salary of $3,120 per month shall be paid tc an
employee who, as of September 1, 1985, meets one of the
following conditions:

(a) has held the rank of Professor at the University for at
least three years and has been employed at the University
for at least 15 years; or

(b) at Governurs 'State University only, holds the vank of
University Professor, has been employed at the University
Yor at least 15 years, and has possessed the appropriate
terminal degree for at lcast three years.

alary Minime for Teaching Professionals and Resource Professionals
n Temporary ~ppointments

1f, after receipt of the basic fncrease specified in Section 27.1.
above, 1 temporary employee {s eligible for a minimum adjustment,
the employee shall recefve the iasic fncrease and then the minimua
adjustment. The minimum salary shall be o5 follcws:

(1) A winimum salary of $1,300 per month shall be paid to a full-
time employee on a temporéry aprointment who, as of September
1, 1985, possesses a bachelor's degree.

(2) A mimmua salary of $1,450 per moath shail be paid to a full-
time ewpluvee cn a temporary &ppointment who, as of Swptember
1, 1985, possesses a master's cegree.

138 A winimum salary of $2,550 per month shall be paid to a full-
iine emplcyes on a temporary :zppointment who, as of September
1, 1985, possesses & master's degree plus at least 30 semester
hours, or the equivalent, toward an advanced degree.

(48) A minimum salary of $1,700 per month shall be paid to a full-
time employee on a temporary appointment who, as of September
1, 1985, possesses a terminal degree.

These minimum salarfes shall apply pro rata to employees on
temporary appointments less than full-time.

27.5 a. Faculty Excellence Awards
This subsection shall apply to tenured/tenure-track employees.
Each year Fuculty Excellence Awards, recognizing outstanding
achievement in the areas of teaching/performance of primary duties,
research/creative activity, and service will be awarded to tenured/

tenure-track faculty. The dollar amount to be used for these cwards
shall be generated at each University on the basis of a formulu of

-80-
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b.

one award of $500 for each 10 employees eligible for the salary
increase specified in Section 27.1. The maximum award to an {ndivi-
dual shall be $1,000.

Recipients of Faculty Excellence Awards shall be dotermined by the
following processs

(1) By November 15, 1985, each University President shall request
of the Faculty Senate, the University curriculum committee. and
the Unfon recommendations of faculty to serve on the Faculty
Excellence Awards Committee. From these recommendations and by
December 15, the University President shall appoint seven
faculty members who are members of the bargaining unft. The
President's selection shall guarantee proportional representa-
tion among teaching and resource professionals, and among the
Colleges/Schools at the University. The President shall inform
the committee of the number and amount of awards available.

(2) By February 1, 1986, the committee shall develop procedures for
the nomination of eligible employees and the process by which
they will make thejr award recommendations. This {nformation
will be distributed to all employees by February 15.

(3) A1l comittee recommendations wils . forwarded to the
President by April 15, 1986.

(4) After a review of the committee's recommendations, the Presi-
dent shall determine which nominees will receive Faculty
Excellence Awards. The President's dJecision shall not be
subject to Article 17, Grievance Procedure.

(5) Notice of receint of a Faculty Excellence Award shall be placed
in the employee's perscnnel <i1le,

(6) Faculty Excellence Awards are 1in recognition of achievement
during an academic year. Therefore, they are not awarded on a
recurring basis.

Academic Support Professional Merit Increases
This Subsection shall apply to academic support professionals.

(1) At each University an amount of money equal to one half of one
percent of the combined monthly salary bace of the academic
support professional members of the bargaining unit at that
University chall be awarded to the dcademic support profes-
sional members of the bargaining unit as merit increases.

(2) No later than October 1, 1985, supervisors shall make merit
recommendations based on the evaluations completed in the
spring of 1985, These recommendations shall be forwirded
through the appropriate vean/Director, and/or Un,versity Vice
President, as applicable, to the President.

-gl-
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(3) The President shall determine the number of {increases, the
amount of the increases, and the academic suppert professionals
who are to receive them. By no later than Hovember 1, 1985,
the employees who are to receive these increases shall be
notified, and a copy of the notice of the increase from the
President shall be placed in the employee's personnel file.

(4) These increases shall take effect no later than December 1,
1985, retroactive to July 1, 1985. These increases shall be
recurring.

27.6. General Eligibility

a. In addition to any special conditions provided in Sections 27.1.,
27.2., 27.3., 27.5., and 27.11. of this A ticle regarding eligibil-
ity for the salary increases specified in such sections, and except
as provided in paragraph b. below, an employee of a University shall
be eligible for the salary increases specified in Sections 27.1.,
27.2., 27.3., 27.5., and 27.11. only if she/he (1) was employed in a
position deszribed in Appendices A and B at the same University for
at least one cademic term during the 1984-85 academic year; and (2)
is employed fr a position in the bargaining unit as of the date of
the ratificativn of this agreement by the Board and the Union or
September 1, 1985, whichever is later. Temporary teaching and
resource rrofessionals shall be eligible to receive the salary
increases specified in 27.1. and 27.4.d. upon their employment in a
position described in Appendix B.

b. An employee shall not be eligible for the salary increases specified
in Sections 27.1, 27.2., 27.3., 27.5., and 27.11. of thic Article if
prior to her/his employment in a position in the bargaining unit the
employee has received a salary increase from a University for
FY1986. An employee shall not be eligible for thc salary increases
specified in Sections 27.2. or 27.3. of this Article if pirior to
her/his employment in a position in the bargaining unit the employee
has received a salary fincrease from a University for FY1986 for a
promotion in academic rank or for completion of a degree.

27.7. Initial Appointment

This Section applies to tenured/tenure-track employees and temporary
teaching and resource professional employees.

A person who receives an initial appointment to a position in the

bargaining unit for or during the 1985-86 academic year at a University

shall be appointed at a salary at least equal to the applicable minimum

salary for her/his qualifications specified in Sec:ion 27.4. above.
27.8. Sumxir Session Salaries

This Section applies to tenured/tenure-track and temporary teaching and
resource professionals.
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A summer sessfon assignment shali be compensated on the basis of the
ezployee's salary for the {mmediately preceding academic ysar. An
employee shall receive one month’s salary for an assignment of three
credit units and two month's salary for an assignment of six credit
units. Assignments of other than three or six credit units but nu more
than six credit units shall be compensated on a pro rata basis. Assign-
ments in excess of six credit units shall be compensated in accordance
with Section 27.13. Resource prciessionals shall receive one month's
salary for each month's summer session assignment.

Erant/Contract Salartes
This Section applies to all employees.

If an employee {is performing work on an externally funded grant or
contract, and if the work has been excluded from her/his assigned obii-
gatfon by the appropriate University Yice President, the employee's
compensatfon for such work shall be no more than 30 percent of the
salary which she/he will receive from the University during the term of
the grant or contract, except that, during any month in which an
empioyee {s receiving less than her/his basic monthly salary, her/his
total compensation for all work shall be no more than 130 percent of
her/his basic monthly salary. This section shall not apply tc grant or
contract work performed during sabbatical leave.

Counteroffer

This Sectifon applies to tenurad/tenure-track employees and academic
support professionals.

a. A University President may grant a salary increase to retain an
employee who has recefved a bonafide written offer of other
employment which the University President has veriffed with an
appropriate official. The employee's monthly salary following the
granting of an {increase under this paragraph shall not exceed the
amount of the monthly starting salary offered to the employee by the
other employer.

b. The effective date of the {ncrease provided in paragraph a. above
shall be no sooner than the first day of the academic term which
{mmediately succeeds the grant by the President.

c. An employee shall not be eligible to receive a salary increase under
paragraph a. above until her/his third year of full-time employment
at a Universi’y. An employee who receives an increase under
paragraph a. ahove will not be eligible to receive another such
increase until the third year after the increase..

d. An employee who recefves an fncrease under paragraph a. above shall
be elfgible for the increases specified in Sections 27.2., 27.3.,
27.4., and 27.5. if the employee is otherwise eligicie for the in-
crease under the terms of the Section and under the terms of Section
27.6. An employee who receives an increase under paragraph a. above
shall not be eligible for the increase specified in Section 27.11.

-83-
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An employee who recefves an increase under paragraph a. above shall
be eligible to receive the difference between the increase under
paragraph a. above and the increase specified in Section 27.1. if:
(1) the increase under paragraph a. above is less than the increase
specified in Section 27.1.; and (2) the employee 1s otherwise
eligible for the increase specified in Section 27.1. under the terms
of Section 27.6.

Each employee who is granted a salary increas2 under paragraph a.
above shail agree to serve at a University for at least cne academic
year subsequent to the academic year in which the increase fis
granted and shall give a judgment note to the Board of Governors for
the amount of the increase, said Judgment note to be cancelled at
the end of the required period of service or at the death or
permanent disability of the employee.

Hithin 30 days after the granting of an increase under paragraph a.
above a report shall be suimitted to the Union President and the
Board's Chancellor. The report shall contain the name of the
cmployee granted such an increase, a copy'of the offer received by
the employee and the amount of the increase.

The grant of or failure to grant an increase under paragraph a.
above shall not be subject to the grievance procedure specified in
Article 17. The Union may file a grievance cuncerning any other
aspect of Section 27.10. The grievance must be filed within the
time Vimit for filing a grievance specified in Section 17.9.b.

Other Adjustments
Tenured Faculty Service Increase

In addition to the salary increases specified in Sections 27.1.,
27.2., 27.3., and 27.4., the Board will grant each tenured employee
the following increases, as applicable:

(1) An employee who holds the rank of Assistant Professor shall
recefve a monthly salary {increase equal to her/his years of
service at the University (to a maximum of 20 years) multiplied
by 1.0.

(2) An employee who holds the rank of Associate Professor shall
receive a monthly salary increase equal to her/his years of
ser;ice at the University (to a maximum of 20 yezrs) multiplied
by 1.5.

(3} An employee who holds the rank of Professor, or of University
Professor at Governors State University, shall receive a
nwonthly salary increase equal to her/his years of service at
the University (to a maximum of 20 years) multiplied by 2.
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One-time Adjustment for Academic Support Professfonals

In 1985, the Board will make a one-time adjustment, retroactive to
July 1, 1985, to the salaries of eligible academic support profes-
sionals, as follows:

(1) Academic support profassionals who are in their first through
third years of service at the Univaersity, as specified in
ziction 9.2.d., shall receive a mcnthly salary no less than

»400.

(2) Academic support professionals who are in their fourth through
ninth years of service at the University, &s specified in
§¢\ac§(i)8n 9.2.d., shall receive a monthly salary no less than

,600.

(3) Academic support professionals who are in thefr tenth or sub-
sequent years of service at the University, as specified in
gtlaction 9.2.d., shall receive a monthly salary no less than

»,800.

Transfer and Reassignment Adjustments

The salary of an academic support professional who assumes a
position with a different title and with expanded responsibilities
may be increased to a level comparable to the salaries of other
employees with comparable titles and comparable responsibilities.

The salary of a teaching professional or a resource professional who
assumes a position with a different title and with expanded respon-
sibilities preponderantly outside of her/his department may be
increased to a2 level comparable to the salaries of other employees
with comparable titles and a comparchble level of responsibilities.

The salary of 2 teaching professfonal or a resource professional who
{s transferred, pursuant to Article 12, from one department or unit
of the University to another may be increased to a level comparable
to the salaries of other employees with similar qualifications and
experience in the receiving department.

Overload

A teaching professional or a resource professional who {s assigned
duties in excess of the top of the relevant credit unit range
specified in Sectfons 6.3.a. and 6.3.b., or in excess of six credit

units in a summer session, shall be compensated for excess units at
the rate »f $400 per credit unit.
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ARTICLE 28
SURAT™ON AND IMPLEMENTATION

28.1. Duration

Unless otherwise specified, the terms of this Agreement shall become
effective upon execution of this Agreement by the Board and the Union
and shall remain in effect through August 31, 1988. Renegotiation of
Article 27 st-11 be requested by either party giving written notice to
the other at least 90 days prior to August 31, 1986. If the Board and
Union fail to renegotiate an agreement concerning Article 27 prior to
August 31, 1986, they may agree in writing to extend Article 27.

2C.2 Implementation

The economic terms of this Agreement shall not be implemented until the
amount required therefor is appropriated and made available to the Bnard
for expenditure for such purposes. If less than the amount needed to
implement the Agreement is appropriated and made available to the Board
for expenditure, the Board and Unfon shall meet and negotiate regarding
allocation of the amount appropriated.

IN WITNESS WHEREOF, the parties hereto b, their authorized representatives,
have executed this Agreement :n Octcber 2,1985.

BOARD OF GOVERNORS OF STATE ROARD OF GOVERNORS CGUNCIL,
COLLEGES AND UNIVERSITIES UPI, LOCAL 4100
Cnai rwogan ;Lhiet Negotiator

thanceiior ;resiéune

Academic Employee Relations
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APPENDIX A

CERTIFICATION OF REPRESENTATIVE

ELECTION ADMINISTRATOR
525 West Jefferson, Suite 200
Springfield, Illinois 62702

——— e A 2 kit vt

.the Mattar of:

AFT Faculty Federation - BOG
Petitioner,
and

American Association of University Board of Governors

e 40 00 40 40 S0 40 a0 ar Ge ¢0 00 00 o0 o0 o0

Professors, Boaid of Governors g‘;gz‘:i‘g;‘“““
Universitics, (AAUP),

Intervencr,

and

Board of Governors of Stats Colleges
and Universities,

Emplovyer.

RTIFICA REPRESENTATIVE

An election by secret ballot having been conducted in the above matter under
2 supervision of the undersigned; and it appearing from the Tally of Ballots thata
ollective bargaining representative has been selected; and no objection having been
ed to the Tally of Ballot3 furnished to the parties, or to the conduct of the election,
thin the tims provided in the Bcard of Governcrs Regulations for Collective Bargain-
g by Academic Employees, IT IS HEREBY CERTIFIED that a majority of the valid
llots have been cast for AFT FACULTY FEDERATION - BOG and that, pursuant to
ction 4.14 of Board of Governcrs Regulations for Collective Bargaining by Academic
ployess, the said employee organization i{s the axclusive representative of 21l
e smployees in the unit set forth below.

:Nt‘r: Shall include all ac~demic employees employed as of September 1S, 3976

\ at Chicago State University, Eastern Illlinois University, Governors State

\ University, Northeastern Illinois University and Western Illinols Unlversity,

: the universities under the jurisdiction of the Board holding full-time apcoint~

, ments ag faculty, librarians, counselors, and learning services staff, at the

| ranks ol instructor, assistant professcr, associate professor, professor and
at Governor Stata University only, University Professcr.

]

i The voting unit shall not include: (1) employees who hoid visiting, slinica!l

! adjunct, affiliate, emeritus, or less than full-time faculty appointments,

! (2) employ=es who are employed on 2 temporary cuntract or whose positions
are primarily funded from sources othe: than State appropriations to the
Beard of Governors universities, (3) students holding appointments as
undergraduate or graduate azsistants, (4) residence 4a!l counselors and
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staff, intercollegiate athletic coaches whose princip2l duty as determined
by the Board 13 coaching intercollegiate athletics, s:iudent personnel
acministrators, deparment chairpersons, or any person employed in an
administrative capacity, and (5) confideutial, managenal or sugervisory
emgloyees as defined in the Board of Governiors Reguiations for Collective
Bargaining by Academic Employees and all other employees.

St S W) nlog . -
AV g :
R 1918 C oppes A f J&ru%?

NVA s B /E;é'ction Administrator
up v WAEENC e /
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APPENDIX B

STATE OF ILLINOIS
ILLINOIS EDUCATIONAL LABOR RELATIONS BOARD

In the Matter of

Board of Governors of State Colleges
and Universities,

Employer,

and

University Professionals of llinois,
BOG Council, Local 4100, American
Federation of Teachers,

Case No. 85-VR-0004-C

Fetitioner.

B A

CERTIFICATION OF REPRESENTATIVE
PURSUANT TO NOTIFICATION CF VOLUNTARY RECOGNITION

The employee organization, named below, having established its majority
in a unit appropriate for the purpose of collective bargaining, and the
employer, having met all the requrements of Section VIIB) of the Illinois
Educational Labor Relations Act, and no other interested employce
orgamzation having timely petitioned the “Minows Educational Labor Relations
Board (the "IELRB} to scck recogmition as the exclusive representative
of employees in the following unit:

. . - aty t 1 lorsi 1
NOw, THEREFQRE, pupsuant to RS Uio B8 (burch, Yoear 180, AT, aFL-cio

the IELRB,

an employre orgamzation, is certified as the exclusive representative of
the employces in the umit sct forth bLalow, found to be appropriate for the
purpose of collective bargaining unit:

See attached.

on the _3rd day of _April , 1985 .

ILLINOIS EDUCATIONAL LABOR
RELAZIONS BOARD

Robert Perkovich, Executive Dircctor

IL,548-0045
114
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Case No. 85-YR-0004-C

ATTACHMENT

I. A1l presently unrepresented full-time academic employees employed for
more than one consecutive academic year and all presently unrepresented
regular part-time academic employees, defined as appointments of .50 or
more, employed for more than two consecutive academic ycars, employed as
faculty, librarians, counselors, and learning service staff.

II. A1l full-time academic support employees and all regular part-time aca-
demic support employees, part-time being defined as having appointments
of .50 or more and having been employed for more than two consecutive
academic years, as follows:

SUBGROUP A: Academic advising, personal and career
counseling, and career flacement.

SUBGROUP A.1. Academic advisement and counseling
and related testing:

Chicago State University: Evaluation and
Advisement Specialist; Coordinator of Examina-
tions; Director of Course Scheduling

Eastern I11inois University: Academic Advisor;
Coordinator Academic Test Administration

Governors State University: Counselor

Wortheastern 111inois University: ‘Educational
Program Associate, Title III; Counselor

Aestern I11inois University: Academic Advisor;
Counselor

SUBGROUP A.2. Entrance, placement, and career counsel-
ing and advisement:

Chicago State University: Undergraduate Admissions
Specialist; Admissions Counselor; Supervisor of
Career Planning; Supervisor of Student Activities;
Certification Counselor

Eastern I11inois University: Admissions Counselor;
Transfer Coordirator Academic Advisor; Assistant
Director Career Planning and Placement; International
Student Advisor

Governors State University: Admissions Counselor

iv
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SUBGROUP B:

Hortheastern I11inois University: Admissions
Counselor; Coordinator, International and
Veteran Student Services

Western I11inois University: Admissions Counse-
lor; Assistant to Dean, Graduate Studies; Assist-
ant to Dean, College of Business; Occupational
Information and Placement Counselor; Assistant

to Director, international Programs; Director,
Foreign Student Admissions; Foreign Student Ad-
visor; Certification Officer

Specialized academic programs.

SUBGROUP B.1. Non-traditional academic programs involv-
ing specialized segments of the student population:

Chicago State University: Coordinator, Univer-
sity Without Walls; Evening Student Counselor

Goverrors State University: Program Associate,
Center for Learning Assistance; Coordinator of
Tutorial

iortheastern I1linois ‘niversity: Assistant
Director, BOG Prcgra., Program Associate, BOG
Program; Coordinator, Program for Interdisci-
plinary Education; Assistant Coordinator, Uni-
versity Without Walls; Coordinator, Women's
Studies Program; Coordinator (Director) Women's
Services; Center Coordinator, Chicago Teachers
Center; Outreach Coordinator, Chicago Teachers
Center; Program Associate, Center for Inner City
Studies; Proqgram Associate, Project Success;
Program Asscciate, Proyecto Pa'lLante; Counselor/
Coordinator, Special Services; Program Associate,
Human Resource Development; Coordinator, El1 Centro

Western I1linois University: Director of Inde-
pendent Studies; Coordinator, Academic Services;
Administrative Assistant, Academic Services;
Lecturer, WESL Institute; Assistant Director of
Credit Extension; Assistant to the Director of the
Library

SUBGROUP B.2. Continuing education:

ERIC
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Eastern I1linois University: Assistant Director
of Continuing Education

Hortheastern Ilfinois University: Assistant Co-

ordinator, Field and Continuing Education; Assist-
ant Coordinator, Motorcycle Safety

33



Western I11inois University: Assistant to Dean,
Continuing Education

SUBGROUP C: Inter and intradepariment resource, research and
program support.

SUBGROUF C.1. Research and resource support including
internships:

Chicago State University: Coordinator, Allied Health;
Cocrdinator, Premedical Program; Director of Voca-
tional Education Liaison

gastern J11inois University: Curator, Exhibitions
and Education

Western I1linois University: Geologic Museum Curato. ;
Associate Sponsored Project Administrator; Assistant
Sponsored Project Administrator

SUBGROUP C.2. Program support:
Eastern I11inois University: Faculty Assistant

tiortheastern I1linois University: Intra-mural
Director

Western I11inois University: Radio Operations Mana-
ger; Director, Casa Latina; Director, Gwendolyn
Brooks Cultural Center

Excluding. Supervisory, managerial employees aid confidential employees as
defined in the Act.
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No.
BOARO OF GOVERNORS/UPI 4100
GRIEVANCE FORM
1. Date:
~ (month) (day) {year)
2. GRIEVANT:
(phone)

3. Address:

4. UNIVERSITY (check one) ( ) CSU) () EW ()aGSu ()unl ()Wl

5. College and Dep rtment/Unit:

6. Mailing Address (If grievant is represented by the Union, all communications should
go to the Union Grievance Representative):

7. Provisions of Agreement allegedly violated: ARTICLE(s)/SECTIONS:

8. STATEMENT OF GRIEVANCE (be specific, inciude dates of acts or omissions complained of):

9, REMEOY SOUGHT

10. 1 will be represented in this grievance by (check one): ( JUPI ( )myself
Union Grievance Representative's signature:

(If Unfon is representing grievant, the Union Grievance Representasive should sign here.)

1. 1do () donot () (check one) want a postponement for 30 days to seek informal
resolution of this grievance.

12. In accordance with Article 17.2, I understand that this grievance may not be processed
if the acts or omissions complained of herein are or become the subject of any other
administrative or judicial proceeding.

This grievance was filed with the President's office on: . ;
date
Received by: (check one) ( ) Certified registered mail, return receipt requested
{ )Personal Delivery--Acknowledgement:
13.

APPENDIX C

Signature of Grievant
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APPENDIX D
BOARD OF GOVERKORS/UPI 4100

REQUEST FOR RFVIEW OF
STEP ONE GRIEVANCE DECISION FORM

Date: Grievance No.:
{montn) (day (year}

1 hereby request that the Chancellor review the attached decision made in con-
nectfon with the attached grievance because: (flease be specific)

1 recetved the Stey une decision on:

{month) (day) {year}
and filed this reque * for review with the Board of Governors System Office on

by

Tmonth) {day) {year)

[ ] Certified Registered mail, return receipt requested

(check one):
[ ] Personal Delfvery

SIGNATURE OF GRIEVANI DATE: (month) — (day) (year)

STGHATURE OF UNTON GRIEVARCE REPRESENTATIVE DATE. (month] ~ (dayJ (year)

viti
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APPENDIX E

BOARD OF GOVERNORS/UPI 4100

NOTICE OF INTENT TO ARBITRATE

DATE:
{month) (day) ({year)
The UPI B.0.G. Council, Local 4100, hereby gives notice of its intent to proceed
to arbitration with the decision issued by the Chaicellor, dated:
{(month)
and received by the Union on:

{day) {year) “(month) {day}  (year)

in the grievance of:

Name of Grievant: of

Name of University:

This notice waes filed with the Chancellor's office on:
{month) (day) (year)

by (check one): E % Certified Registered mail, return receipt requested; or
Personal Delivery

SIGNATURE OF UNION PRESIDENT {month]  (day}]  (year)

1 hereby authorize the UPI B.0.G. Council, Local 4100, to proceed to arbitration
with my grievance. I hereby also authorize the Union and the Board of Governors
or its representatives to use, during the arbitration proceeding, copies of any
materials in my personnel evaluation file and any files at any other University
or College which are pertinent to this grievance and to furnish copies ¢f same
to the arbitrator.

STGNATURE OF GRIEVANT {month) {day) (year)

ix
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E

LETTER OF AGREEMENT

The Unfon and Board Share a common commitment to academic-quality at each
of the five Board of Governors Universities. The Board agrees to conduct a
study of incentives for faculty excellence for the system of five universities
during 1945-86.

The Board of Governors Chancellor in consultation with the Union
President shall develop a charge to and appoint the members of an Incentives
for Faculty Excellence Task Force composed of 12 faculty and administrators to
conduct the study. The appointments shall be made by October 15, 1985.

The Incentives for Faculty Excellence Task Force shall develop a plan,
conduct any studies and make recommendations to the Board of Governors
Chancellor no 1later than September 30, 1986. The Unfon President shall
recefve copies of these recommendations.

The Unfon and Board agree to encourage participation and contributions to
the work c¢f the Task Force and to emphasize the importance of enhancing
academic quality at each of the five Board of Governors Universities.

)
o

O
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Annual Leave Art. 26.6.; 26.15.a

Appointments, Temporary Faculty Art. 1.6; 4.2

Appropriate University Vice President Def. 4

Arbitration Art. 17.10

Assigned Duties Qutside Department, Evaluation of Art. 8.5.k
Assignment of Duties Art. 6

Bargaining Ageat Art. 1.1; 22.3

Bargaining Unit Art. 1.2-1.4; Appx. A & B

Bargaining Unit Status, Changes in Art. 1.4

Benefits
see Compensible Fringe Benefits

Benefits While on Compensated Leave Art. 26.14
Board Def. 5

Budgets Art. 21

Bulletin Boards Art. 18.4

Academic Calendar, CSU Art. 6.11

Academic Program Elimination Review Committee Art. 16

Academiz Support Professional Def. 1

Academic Support Professional Merit Increase Art. 27.5.b

Academic Support Professional Salary Adjustment Art. 27.11.b

Academic Term Def. 2

Accrued Leave, Retention of Art. 26.15

Adequate Cause Der. 3

see also Art. 14

Administrative Educational Leave Art. 26.3
|
1
|
\
|
|
|
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Chapter President Def. 6

Compensible Fringe Benefits Art. 26
completion of Degree Increase Art. 27.3
Consultation Art. 2

Contract, Amendment or Modification of Art. 25.2
Counteroffer Art. 27.10

Court-Required Service, Leave for Art. 26.10
Credit Unit Guidelines Art. 6.4

Credit Units Art. 6.3; 6.4

Days Def. 7

Department Def. 8

Department Head Def. 9

Department Evaluation Criteria
see Departmental Application of Criteria

Department Personnel Committee Art. 8.5.h; 8.5.j; 9.1.c; 10.3.b-10.3.c;
10.5; 11.6.b-11.6.e; 11.3

Department Rotation Plan
see Summer Session appointments

Departmental Application of Criteria Art. 8.4.b
Designee, Performance by (see Defs.)

Disability, Compulsory Art. 5.8

Disability Leave Art. 26.8.1

Disciplinary Action
sae Sanctions

Dues Deduction Art. 20

Duration of Contract Art. 28.1
Educational Benefits Art. 26.12
Educational fontract Def. 10

xit




Employee Def. 11

Employment Opportunities Art. 4.2.c-4.2.e

Employee Assistance Program Art. 26.13

Employment Status Statement Art. 4.1

Equipment Art. 19

Evaluation Art. 8

Evaluation Criteria Art. 8.4.a

Exception, Consideration for Promotion on Basis of Art. 10.3
Exception, Consideration for Tenure on Basis of Art. 11.5
Facilities Art. 19

Faculty Accessibility Art. 6.8

Faculty Excellence Awards Art. 27.5

Funeral Leave Art. 26.10

Grant/Contract Assignment of Duties Art. 6.4.b(5)

Grant/Contract, Retention of Academic Support Professionals
in Positions Funded Predominantly by Art. 9.3

Grant/Contract Salaries Art. 27.9
Grievance Art. 17

Immediate Family, Menber of Def. 12
Implementation of Contract Art. 28.2

Incentives for Faculty Excellence Study
Letter of Agreement

Initial Appointment Salary Art. 27.7
Interview, Opportunity for Art. 4.2.e, Art. 10.11

dury Duty
see Court-Required Service

Layoff
see Staff Reduction

Leave Without Salary Art. 5; 18.3.b

Lockout, Prohibition against Art. 23

xiii
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Management Rights Art. 22

Merit Awards
see Faculty Excellence Awards;
Academic Support Professional Merit Increaser
Military Leave Art. 26.7

Minima
see Salary Minima

Minutes Art. 21
Nondiscrimination Art. 3
Office, Access to Art. 19.2

0ffice Hours
see Faculty Accessibility

Overload Art. 6.5; 6.7.¢; 27.13
Parental Leave Art. 26.5
Performance by Designee (sce Defs.)
Period of Appointment, CSU Art. 6.11
Personnel Files Art. 7

Policies Art. 21

Professional Degree Def. 13
Professional Meetings Art. 26.9.a

Program Elimination
see Academic Program Elimination Review Committee

Program Reorganization Art. 13

Promotion Art. 10

Promotional Increase Art. 27.2

Reassigned Time for Union Activity Art. 18.3
Reassignment Def. 14 )
Reassignment Outside of Bargaining Unit Art. 1.2
Reassignment Salary Adjustment Art. 27.12.a-27.12.b
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Reemployment Opportunities Roster Art. 4.2.c-4.2.d

Relative Def. 15

Resource Professional Def. 16
Retention Art. 9

Retraining Leave Art. 26.4
Sabbatical Leave Art. 26.2

Salary Art. 27

sanctions Art. 14.2

Severability of Contract Art. 24
Sick Leave Art. 26.3; 26.15.b

Staff Reduction Art. 15

State Universities Retirement System Def. 26
Strike, Prohibition Against Art. 23

Summer Rotation Plan
see Summer Session Appointments

Summer Session Def. 17

Summer Session Appointments Art. 6.9
Summer Session Salaries Art. 27.8
Teaching Professionals Def. 18

Temporary Faculty
see Appointments, Temporary Faculty

Tenure Art. 11

Tenured faculty, Evaluation of Art. 8.5.c
Terminal Degree Def. 19

Termination Art. 14.1

Transfer Def. 20; Art. 12

Xv
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Trans fer Salary Adjustment Art. 27.12.c
Travel Money
see Professional Meetings;
Work-Related Travel

Tuition Waiver
see Educational Benefits

Union Def, 21

Union President Def. 22

Union Rights Art. 2; 18

Universities Def. 24

University Def. 23

Univesity Personnel Committee Art. 8.5.1-8.5.j; 9.1.f3 10.8; 11.11
University President Def. 25

Hork-Related Travel Art. 26.9.b

xvi
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RESOURCE PROFESSIONALS:

Art. 1. Recognition
1.1.a; 1.2

art. 3. Nondiscrimination
Entire article

Art. 4. Appointment
4.1

Art. 5. Leave Without Salary
Entire article

. 6. Assignment of Duties

,1.a3 c{1); 6.2
6.2.d(3)-6.2.d(4); 6.2.e (resource
professionals only); 6.3.a (teaching
professionz:s only); 6.3.b (resource
professionals only); 6.3.c-8.3.d;
6.3.e (GSU teaching professicnals
only); 6.3.f-6.5; 6.6 (resource
professionals only); 6.8-6.10; 6.11
(Csu only)

Art. 8. Evaluation and Evaluation Criteria

.d(1);

e following pro.isions of the Agreement apply to TENURED/TENURE TRACK TEACHING AND

8.2-8.5

Art. 9. Retention
9.1

Art. 10. Promotion
10.2-10.10

Art. 11. Tenure
Entire article

Art. 12, Transfer
Entire article

Art. 13. Program Reorganization
13.1-13.2; 13.3.a; 13.4

Art. 14. Termination and Other Sanctions
Entire article

Art. 15. Staff Reduction Procedures

15.1-15.2; 15.3 (tenured only);
15.4-15.5.a; 15.6-15.7

Art. 16. Academic Program Elimination
Review Comm ttee

Entire article

xvii
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Art. 17. Grievance Procedure
Entire article

Art. 19. Facilities and Equipment
Entire article

Art. 21. Minutes, Policies, and Budgets
Entire article

Art. 25. Miscellaneous Provisions
25.4

Art. 26. Compensible Fringe Benefits

Sabbatical Leave: 26.2

Retraining Leave: 26.4

Parental Leave: 26.5

Annual Leave (12-month appointments

only) 26.6

Military Leave: 26.7

Sick Leave: 26.8.2-26.8.b(1);
26.8.¢-26.8.f; 26.8.h-26.8.]

Professional Meetings and Work-
Related Travel: 26.9

Funeral Leave: 26.10

Leavezgo;ICourt-Required Service:

Educational Benefits: 26.12

Employee Assistance Program: 26.13

Benefits While on Compensated Leave:
26.14

Previously Accrued Leave: 26.15

Art. 27. Salary

Basic Increase: 27.1.a; 27.1.c

Promotional Increase:; 27.2

Completion of Degree: 27.3

Salary Minima: 27.4.a2-27.4.d

Faculty Excellence Awards: 27.5.a

General Eligibility: 27.6

Inizial Appointment: 27.7

Summer Session Salaries: 27.8

Grant/Contract Salaries: 27.9

Counteroffer: 27.10

Tenured Faculty Service Increase:
27.11.a

Transfer and Reassignment Adjustment

27.12.b-27.12.¢c
Overload: 27.13

Letter of Agreement
Entire letter
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following provisions of the Agreement apply to ACADEMIC SUPPORT PROFESSIONALS:

. 1. Recognition

1.1.b; 1.2

. 3. Nondiscrimination

Entire Article

. 4. Appointment

4.1

. 5. Leave Without Salary

Art.

Entire article (full-time only)
6. Assignment of Duties

Art.

6.1.c.; 6.3.f3 6.7; 6.10

7. Personnel Files

Art.

Entire article

8. Evaluation and Evaluation Criteria

Art

8.2-8.3; 8.7

. 9. Retention

Art

9.2; 9.3 (on grant/contrac. only)

. 10. Promotion

Art

10.1

. 12. Transfer

Art.

Entire article

13. Program Reorganization

Art.

13.1-13.2; 13.3.b.

14. Termination and Other Sanctions

Art.

Entire article

15, Staff Reduction Procedures

Art.

15.1; 15.2.b; 15.4; 15.5.b-15.7

17. Grievance Procedure

Art.

Entire article

19. Facilities and Equipment

Entire article
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Art. 21. Minutes, Policies, and Budgets
Entire article

Art. 25. Misceilaneous Provisions
25.4

Art. 26. Compensible Fringe Benefits

Administrative Educational Leave:
26.3 (full-time only)

Retraining Leave: 26.4

Parental Leave: 26.5

Annual Leave: 26.6

Military Leave: 26.7

Sick Leave: 26.8.a; 26.8.b(2);

26.8.¢-26.8.J

Professional Meetings and Hork-
Related Travel: 26.9

Funeral Leave: 26.10

Leavezgo;]Court-Required Service:

Educational Benefits: 26.12

Employee Assistance Program: 26.13

Benefits While on Compensated Leave
26.14

Previously Accrued Leave: 26.15

Art. 27. Salary
Basic Increase: 27.1.b
Merit Increases: 27.5.b
General Eligibility 27.6
Initial Appointment: 27.7
Grant/Contract Salaries:
Counteroffer: 27.10
One-Time Adjustment: 27.11.b
Transfg; ?gd Reassignemnt Adjustmen

12,2

27.9

xviii
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following provisions of the Agreement apply to TEMPORARY TEACHING AND RESOURCE

ROFESSIONALS:
Art. 1. Recoqnition Art. 26. Compensible Fringe Benefits
o 1.1.b-1.2; 1.6 Sick Leave: 26.8.b.(3); 26.8.c-26.8.f;
26.8.J

. 3. Nondiscrimination Professional Meeiings and Work-Related

}rt
I

Art

Travel: 26.9

Entire article Funeral Leave: 26.10

Leave for Court-Required Service:
. 4. Appointment 26.11
4.2 Educational Benefits: 26.12.a (full-
time only); 26.12.b(part-
Art. 6. Assignment of Duties time only
{/ Program: 26.13

6.2.2; 6.2.c(2); 6.2.d(2)-6.2.d(4); Employee Rssistance Prog .

§.2.¢ {resource professionals only;; Benefits Hhi;g ?n Compensated Leave:

6.3.2 (teac*"ng professionals only); : .

2'3'” (resourfe gyof?ssiona1§ only); Previously A. .ued Leave: 26.15

.3.¢; 6.3.d (full-time only);

6.3.£-6.5; 6.6 (resource profes- Art. 27. Salar

sfonals only); 6.8 {teaching pro- Basic Increase: 27.1.a

fessionals only); 6.9.b(3)-6.9.b(4) Salary Minima: 27.4.e

(full-time teaching professiopals General Eligibility: 27.6

and resource professionals on less Initial Appointment: 27.7

than 12-month appointment only); Summer Session Salaries: 27.8

6.10; 6.11 (CSU only) Grant/Contract Salaries: 27.9

Overload: 27.13

. 1. Personnel Files

Entire article

. 8. Evaluation and Evaluation Criteria

8.2-8.3; 8.6

. 13. Program Reorganization

13.1

._15. Staff Reduction Procedures

15.1-15.2

. 17. Grievance Procedure

Entire article

. 19. Facilities and Equipment

Entire article

. 21. Minutes, Policies, and Budgets

Entire article

. 25. Miscellaneous Provisions

25.4

xix
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The following provisiens of the Agreement apply to UNION/MANAGEUENT RELATIONS:

Art. 1. Recognition
1.3-1.5

Art. 2. Consultation
Entire article

Art. 17. Grievance
Entire article

Art, 18. Union Rights
Entire article

Art. 20. Dues Checkoff
Entire article

Art. 22, Management Rights
Entire article

Art. 23. No Strike or Lockout
Entire article

Art. 24. Severability
fntire article

Art. 25. Miscellaneous Provisions
Entire article

Art. 28. Duration and Implementation
Entire article

Letter of Agreement
Entire article
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NEGOTIATING TEAMS

FOR THE BOARD OF FOR THE B.0.G. COUNCIL,
GOVERHORS OF STATE UPI, LOCAL 4100:
COLLEGES AND UNIVERSITIES:

Elisabath Murray Carol Elder
Assistant Vice Chancellor UP1/B0G Council Executive
For Academic Employee Relations Vice President, Chief Negotiator
Esthel Allen Katherine Hobgood
Assistant Vice Chancellor Eleanor Sullivan
For Local and Student Affairs
csu
Walter Heinzel Donald Dolton
¢su Susan lorris
Margaret Soderberg Elv
EIl Helen Hughes
David Sparks
Suzanne Prescott GsU
GSU
Richard Higgenbotham
Kenneth Stetson BarBara Scott
UNI UNI
David Beveridge JoAnn Hummer
WIU dJames Conger
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1986-87 AMENDMENTS
TO THE AGREEMENT
BETWEEN THE
BOARD OF GOVERNORS OF gTATE
COLLEGES AND UNIVERSITIES

and the
BOARD OF GOVERNORS COUNCIL,

UNIVERSITY PROFESSIONALS OF ILLINOIS
Local 4100




ARTICLE 6
ASSIGNMENT OF DUTIES

6.7 Assignment of Duties for Academic Support Professionals

a.

C.

Definftion of Assigned Gbligation

The professional obligation of academic support professionals as
described in their official job descriptions includes a diversity
of duties and responsibilities. The assigned duties of an
academic support professional shall be reflected in an annual work
plan. During the 1986-87 academic year each academic support
professional shall receive a tentative vwork plan for the following
year by April 15, 1987 and a finalized work plan by June 1, 1987.
This work plan shall become effective July 1, 1987. Thereafter,
each academic support professional shall receive a work plan which
becomes effective April 15. Each assigned duty will receive a
full-time effort (FTE) percentage value.

{1) For academic support professionals, excluding the lecturers
at WESL, full-time effort shall be defined as a flexible
work week averaging 37.5 hours per week over the academic
support professional's period of appointment, as approved by
the supervisor.

{2) For lecturers at WESL, full-time effort shall be defined as
the time and effort required to perform the duties reflected
in the academic support professional's 1987 work plan. For
these employees, their 1987 work plan shall serve as a bench
mark against which subsequent changes in duties shall be
measured.

(3) The assigned obligation of a part-time academic support
professional shall be proportionate to her/his appointment.

The established work week far each academic support professional
shall remain unchanged during the period from June 30, 1986, to
Jdune 30, 1987, except that it shall not exceed 37.5 hours as
described in G.7.a.(l§

.

Annual Work Plans

(1) Each academic support professional and his/her supervisor
shall meet annually at the time of the employee's annual
evaluation to review the employee's official job description
and, on the basis of the job description, to discuss a
written work plan for the employee. This work plan shall
identify priorities among the duties and respensibilities
listed on the job description. When appropriate, it shall
provide specification of assigned duties, shall state
expectations about scheduling, and shall identify any
specific goals or deadlines which the employee is expected to
meet. After consultation with the employee, the supervisor
shall develop the written work plan and shall submit it to
the appropriate University Vice President for approval. Each
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academic support professional shall receive a copy of his/her
approved work plan for the coming year by April 15.

(2) In an academic support professional's annual evaluation, the
employee's work plan for the year under evaluation shall be
the guideline for evaluating the employee's performance of
the duties and responsibilities 1isted on his/her official
job description.

Modification of Official Job Descriptions

(1) If the appropriate University Vice President wishes to modify
an employee's official job description, the supervisor shaill
consult with the employee about the proposed modification,
providing the employee with a copy of the proposed
modification. The academic support professional may attach a
statement reacting to the proposed modification and forward
it to the University Vice President. The academic support
professional shall receive a copy of any modification of
his/her official job description.

(2) Modifications of official job descriptions shall become
effective on the date the employee receives her/his copy of
the approved modification.

Modification of Annual Work Plans

If during the period to which a work plan applies, a significant
change occurs in the assigned duties specified on an academic
support professional’s annual work plan, this change shall be
reflected in a written modification of the work plan. If such a
change constitutes an increase in workload, the work plan shall be
modified either to reduce other duties proportionate to the
increase or to identify the increase as a special overload project
in accordance with 6.7.e.

(1) An academic support professional may request modification of
his/her work plan. Such a request shall be made in writing
to the employee's supervisor.

(2) If an academic support professional's supervisor wishes to
modify the employee's work plan in mid-year, she/he shall
consult with the employee about the proposed modification,
providing the employee with a copy of the proposed
modification. The academic support professional may attach a
statement to the supervisor's recommendation of the proposed
modification to the University Vice President. The academic
support professional shall receive a copy of any modification
of her/his work plan.

(3) The date upon which any modification of an annual work plan

becomes effective shall ba specified in the written
modification of the work plan.

113

f.

Scheduling

Scheduling shall be flexible to accommodate the exercise of
discretion necessary for the performance of professional duties,
shall bear_ a reasonable relationship to the academic support
professional's total assignment of duties, and shall be subject to
the consideration of maintaining the effective operation of the
department/unit.

Overiload

(1) With the approval of the appropriate University Vice
President, a special overload project may be assigned to an
academic support professional which requires the performance
of duties 1in excess of the employee's full-time effort
(FTE). 1% must be identified as a special project and must
have a specific beginning and ead.

(2) An employee given a special overload project/assignment shall
be compensated by a salary stipend for the period of the
special assignment. A salary stipend granted for a special
assignment shall be pro rata, but may not exceed thirty
percent of the base salary the employee will receive during
the special assignment period. An academic support
professional on a special assignment may also have her/his
normal work schedule adjusted by the appropriate University
Vice President to reflect work on the special assignment.

6.11. Change in Academic Calendar and Period of Appointment and
Special Transition-Period Procedures at Chicago State University

c. (1) Effective Fall, 1986, Chicago State University will
adopt an academic calendar composed of two eighteen-week
.semesters, two five-week Summer terms, and one
eight-week summer term. A1l assignments in the
eight-week summer term shall be made in accordance
with Sections 6.3.d., 6.5., 6.9., 27.8 and 27.13.

(2) The progress of implementation of Section 6.11 shall be
reviewed during 1987 negotiations.

1i4
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ARTICLE 27
SALARY

27.1. 8asic Increase

This Section applies to all employees.

a.

c.

Effective September 1, 1986 the Board will arant each eligible
tenured/tenure-track employee and each eligible temporary employee
a salary increase equal to 5.6 percent of the employee's 1986-86
basic monthly saiary.

Effective July 1, 1986, the 8oard will grant each eligible academic
support professional a salary increase equal to 5.6 percent of the
employee’s 1986-86 basic monthly salary.

The amount of any merit increase awarded to an emplovee between
September 1, 1985 and August 31, 1986, pursuant to Article 27,
Section 27.5.a. of the 1985-86 collective bargaining agreement by
and between the Board and Union shall not be included as part of the
employee's 1986-86 basic monthly salary for purposes of this section.

Promotional increase

This Section applies to tenured/tenure-track employees.

In addition to the salary increase specified in Section 27.1., the

Board will grant a salary increase of $105 per month,

effective

September 1, 1986 to each eligible employee who has been promoted from
one academic rank to another during the 1985-86 academic year and whose
promotion is to become effective with the beginning of the 1986-87
academic year.

Completion of Degree

This Section applies to tenured/tenure-track employees.

a.

In addition to the salary increases specified in Section 27.1. and
27.2., the Board will grant a salary {increase of $95 per month,
effective September 1, 1986, to each eligible employee: (1} who
completes all requirements for her/his first terminal degree from an
accredited graduate school during the period of September 1, 1985 to
August 31, 1986; (2) who presents satisfactory evidence thereof to
the appropriate University Vice President by November 1, 1986; and
(3) who has not previously received a salary increase for completion
of the degree.

In addition to the salary increases specified in Section 27.1. and
27.2., the Board will grant a salary increase of $95 per month,
effective January 1, 1987, to each eligible employee: (1) who
completes all requirements for her/his first terminal degree from an

[}
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accredited graduate schoo! during the period of September 1, 1986 to
December 31, 1986; (2) wiic presents satisfactory evidence thereof to
the appropriate University Vice President by Marca 1, 1387; and (3)
who has not previously receivaed a salary increase for completion of
the degree.

The terminal degrees for which the increases specified in paragraphs
a. and b. above will be granted are the Doctoral degree, MFA
degree or the MLS degree with an additional Master's degree.
degree in Fine Arts or Library Science from an accredited araduate
schoel which is recognized by the grantino institution and the major
professional association in the relevant field or discipline as the
academic equivalent of the MWFA degree or MLS degree will be
treated as the equivalent for the purpose of the increases specified
in paragraphs a. and b. above.

The increase specified in paragraphs a. and b. ahove will also be
granted to each employee who, during the specified period, completes
all of the requirements for the MSW degree. A degree in social
work from an accredited graduate school which is recognized by the
granting institution and the major professional association in the
field of social work as the academic equivalent of the MSW degree
will be treated as the equivalent for the purposes of the increase
specified in paragraphs a. and b. above.

The increases specified in paragraphs a., and b, above will also be
granted to each teaching professional whose primary assignment at
the University is to teach courses in an academic degrae program of
the University in which there was no Doctoral degree offered in the
United States as of September 1, 1980, and: (1) who at the
beginning of the period specified in paragraphs a. and b. above has
completed at least 30 semester hours, or the equivalent, of graduate
study 1in an appropriate discipline and who during the period
completes a Master's degree from an accredited program in the
discipline of her/his primary assignment or in a related discipline
in addition ~to the 30 hours or equivalent; or (2) who at the
beginning of the period specified in paragraphs a. and b. above has
a Master's degree from an accredited program in the discipline of
her/his primary assignment or in a related discipline and who during
the period completes 30 <emester hours, or the equivalent, of
graduate study in (an) appropriate discipline(s) heyond the Master's
degree. The question of whether a Doctoral degree was offered in
the United States as of September 1, 1980 shall be determined by
referenze to the College 8lue 8ook, Volume 3, Degrees Offered by
College and Subject. Any question concerning whether a Master's
degree is in a related discipline or whether the 30 semester hours,
or equivalent, are in (ang appropriate discipline(s) shall be
determined by the appropriate University Vice President,
acceptance shall not be unreasonably withheld.

whose

The increases specified in paragraphs a, and b, above will also be
granted to each eligible employee who, during one of the specified
periods, completes all requirements for a second terminal degree or
an additional graduate or professional degree from an accredited
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graduate or professfonal school if the appropriate University Vice
President has agreed in writing that the emplcyee should undertake
the degree program for the purpose of {ncreasing her/his academic
skills or te develop expertise in addftfonal areas directly related
to her/his professional assignment.

g. During the term of this salary agreement, the degrees specified in
paragraphs c. and d. above will be recognized as terminal degrees
only for purposes of the increase speciffed in paragraphs a. and b.
above and for no other purpose.

Salary Minima

a. Subsections a., b.,, c., and d. apply to tenured/tenure-track
employees.

b. Effective September 1, 1986, each Universfty shall adjust the salary
of an employee whose salary fs less than the applicable minimum.

c. The procedure for making a minfmum adjustment shall be as follows:

(1)

(2)

d. The
(1)

(2)

If, after receipt of the basic increase specified in Section
27.1, above, an employee is eligible for a minimum adjustment
regardless of any promotfon or regardiess of receipt of one of
the degrees specified {n Section 27.3. above, the employee shall
receive the basfc {ncrease and minimum adjustment prior to
application of any increase under Section 27.2. and 27.3. above.

If an employee becomes elfgfble for a minimum adjustment as a
result of her/his promotion or receipt of one of the degrees
specified in Section 27.3. above, she/he shall recefve her/his
increases in the following order: Basfc  {ncrease,
promotion/degree {ncrease, and, {f stfil applicable after
recefpt of the basic increase and promotion/degree fncrease, the
minimum adjustment.

minimum salaries shall be as follows:

A minimum salary of $2,095 per month shall be paid te an
employee who, as of September 1, 1986, holds the rank of
Instructor.

A minimum salary of $2,220 per month shall be paid to an
employee who, as of September 1, 1986, holds the rank of
Instructor and has completed at least three years of service at
the University.

(3) A mintmum salary of $2,325 per month shall be paid to an
employee who, as of September 1, 1986, meets one of the
following conditfons:

(4)

(5)

(a) holds the rank of Assistant Professor; or

(b) possesses a Ductoral degree, an MFA degree, 3an ‘LS
degree and an additional Master's dearee, an MSW dogree,
or a Mastar's degree plus at least 30 secmester hours, or
the equivalent, toward a graduate deqree; or

{c) who is a teazhing professional whose primary assignment at
the University is to teach courses in an academic degree
program of the University in which there was no Doctoral
degree offered in the United States as of September 1, 1980
and who, in the judgment of the appropriate University Vice
President, possesses the combination of degrees and hours
referred to in 27.3.e. above. The Vice President's
acceptance shall not be unreasonably withheld.

The degrees and hours listed above must be from an accredited
institution.

A minimum salary of $2,485 per month shall be paid to an
employee who, as of September 1, 1986, meets one of the
following conditions:

(a) holds the rank of Assistant Professor and has been employed
at the University for at least three years; or

(b) possesses a Doctoral degree, an MFA degree, an MLS
degree and an additional Master's degree, an MSW degree,
or a Master's degree plus at least 30 semester hours, or
the equivalent, toward a graduate degree and has been
emplosed at the University for at least three years; or

(c) who is a teaching professional whose primary assignment at
the University is to teach courses in an academic degree
program of the Univeirsity in which there was no Doctoral
degree offered in the United States as of September 1, 1980
and who, in the judgment of the appropriate University Vice
President, possesses the combination of degrees and hours
referred to in 27.3.e. above, and who has been employed at
the University for at 1least three years. The Vice
President's acceptance shall not be unreasonably withheld.

The degrees and hours listed above must be from an accredited
institution.

A minimum salary of $2,610 per month shall be paid to an
emplioyee who, as of September 1, 1986, meets cne of the
fsilowing conditions:

fa) holds the rank of Associate Professor; or
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(b) possesses a Doctoral degree, an MFA degree, an MLS
degree and an additional Master's degree, an MSH degree,
or a Master's degree plus at least 45 semester hours, or
the equivalent, toward a graduate degree and has been
employed at the University for at least six yeers; or

(c) who s a teaching professional whose primary assignment at
the Unfversfty is to teach courses in an academic dzgree
program of the University in which there was no Doctoral
degree offered in the Unfted States as of September 1, 1980
and who, in the judgment of the appropriate University Vice
President, possesses one of the degrees referred to in
27.3.e. above plus at least 45 semester hours, or the
equivalent of graduate study in (an) appropriate
disciplinels) beyond the Master's degree and has been
employed at the University for at least sfx years. The
V:Cﬁh fresident's acceptance shall not be unreasonably
withheld.

The degrees and hours listed above must be from an accredited
institution.

(6) A minimum salary of $2,735 per month shall be paid to an

employee who, as of September 1, 1986, meets one of the
following conditions:

(2) holds the rank of Associate Professor and has been employed
at the Unfversity for at lTeast three years;

(b) possesses a ODoctoral degree, an MFA degree, an MLS
degree and an addftional Master's degree, an HSW degree,
or a Master's degree plus at least 45 semester hours, or
the equfyalent, toward a graduate degree and has been
employed at the Unfversity for at least nine years; or

(c) who is a teaching professfonal whose primary assfgnment at
the Universfty 1s to teach courses in an academic degree
program of the Universfty in which there was no Doctoral
degree offered in the United States as of September 1, 1980
and who, fn the judgment of the appropriate University Vice
President, possesses one of the degrees referred ot in
27.3.e. above plus at 1least 45 semester hours, or the
equivalent of graduate study 4in (an) appropriate
discipline(s) beyond the Master's degree and has been
employed at the University for at least nine years. The
Vice President's acceptance shall not be unreasonably
withheld.

The degrees and hours listed above must be from an accredited
institution.

(7) A mintmum salary of $2,925 per month shall be paid to an

employee who, as of September 1, 1986, meets one of the
following conditions:

(a) holds the rank of Professor; or

(b) possesses a Doctoral degree, an MFA degree, an MLS
degree and an additional Master's degree, an MSW degree,
or a Master's degree plus at least 60 semester hours, or
the equivalent, toward a Doctoral degree and has been
employed at the University for at least 12 years; or

(c) who is a teaching professional whose primary assignment at
the University is to teach courses in ar academic dearee
program of <he University in which there was no Doctoral
degree offered in the United States as of September 1, 1980
and who, in the judgement of the appropriate University
Vice President, possesses one of the degrees referred to in
27.3.e. above plus at least 60 semester hours, or the
equivalent, or graduate study 1in (an) appropriate
discipline(S) beyond the Master's degree and has been
employed at the University for at least 12 years. The Vice
President's acceptance shall not be unreasonably withheld.

The degrees and hours listed above must be from an accredited
fnstitution.

(8) A minfmum salary of $3,115 per month shail be paid to an

employee who, as of September 1, 1986, meets one of the
following conditions:

(a) holds the rank of Professor and has been employed at the
Unfversity for at least three years; or

(b) possesses a Doctoral degree, an MFA degree, an WLS
degree and an additional Master's degree, an MSY degree,
or a Master's degree plus at least 60 semester hours, or
the equivalent, toward a Doctoral degree and has been
employed at the Unfversity for at least 15 years; or

(c) who is a teachine professional whose primary assignment at
the Unfversity is to teach courses in an academic degree
program of the University in which there was no Doctoial
degree offered in the Unfted States as of September 1, 1980
and who, in the judgment of the appropriate University Vice
President, possesses one of the degrees referred to in
27.3.e. above plus at Tleast 60 semester hours, or the
equivalent, of graduate study in (an) appropriate
discipline(s) beyond the Master's degree and has been
employeed at the University for at least 15 years. The
Vice President's acceptance shall not be unreasonably
withheld.

(d) At Governors State University, the period of employment

required in (b} and (c) above shail be at least 14 years as
of September 1, 1986.
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27.4.f.

The degrees and hours listed above m:st be from an accredited
fnstitution.

(9) A minimum salary of $3,310 per wonth shall be paid to an

employee who, as of September 1, 1986, meets one of the
following condftions:

(&) has held the rank of Professor at the Unfversity for at least
three years and has been employed at the Unfversity for at
least 15 years; or

(b) at Governors State Unfversity only, holds the rank of
University Professor, has been employed at the University for
at least 15 years, and has possessed the appropriate terminal
degree for at least three years.

e. Salary Minime for Teaching Professfonals and Rescirce Prafessionals

on Temporary Appointments

If, after ireceipt of the basic increase specified in Section 27.1.
above, a temporary employee fs eligible for a minimum adjustment,
the employee shall recefve the basic increase and then the minimum
adjustment. The minimum salary shall £2 as follows:

(1) A minfmum salary of $1,375 per month shall be paid to a
full-time employee on a temporary appointment who, as of
September 1, 1986, possesses a bachelor's degree,

(2) A minfoum salary of $1,535 per month shall be paid to a
full-time employee on a temporary appointment who, as of
September 1, 1986, possesses a master's degree.

(3) A minimum salary of $1,640 per month shall be paid to a
full-time employee on a temporary appointment whe, as of
September 1, 1986, possesses a master's degree plus at least
30 semester hours, or the equivalent, toward an advanced
degree.

(4) A minimum salary of $1,800 per month shall be paid to a
full-time employee on a temporary appointment who, as of
September 1, 1986, possesses a terminal degree.

These minimum salarfes shall apply pro rata to employees on
temporary appointments less than full-time,

Salary Minima for Academic Support Professionals

If, after receipt of the basic increase specified fn Sectfon 27.1.
above, an academic support professional {s eligible for a minimum
adjustment, the employee shall receive the basfc {increase and
minimum adjustment prior to application of any merit increase under
Section 27.5.b.

(1)  Academic support professionals who, as of July 1, 1986, hold

a bachelor degree as their highest earned degree or serve in
a position designated by the appropriate Unfversity Vice
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President as a position requiring the Bachelor's degree or
its equivalent; and

(2) are in their first through third yearc of service at the
Unfversity, shall receive a monthly salary of no less
than $1400.

(b) are in their fourth through sixth year of service at the
University, shall receive a monthly salary of no less
than $1525.

{c) are in their seventh thrcugh ninth year of service at
the University, shall receive a monthly salary of no
less than $1650.

(d) are in their tenth or subsequent year of service at the
Unfversity, shall receive a monthly salary of no less
than $1775.

(2) Academic support professionals who, as of July 1, 1986,

hold a Master's degree as their highest earned degree and
serve in a position designated by the appropriate
University Vice Prasident as a position requiring the
Master's degree or its equivalent; and

(4) are in their first through third year of service at
the University, shall receive a monthly salary of no
less than $1500.

(b) are in thefr fourth through sixth year of service at
the University, shall receive a monthly salary of no
less than $1625.

(c} are in thefr seventh through ninth year of service
at the University, shall receive a monthly salary of
“no lzss than $1750.

(d) arc in their tenth or subsequent year of service at
the University, shall receive a monthly salary of no
less than $1875.

(3) Acaderic support professionals who. as of July 1, 1983,
hold a terminal degree as their hiahest earned degree
and serve in a position designated by the appropriate
University Vica President as a position requiring the
termin:1 degre¢ or fts equivalent; and

(2) are in their first through third year of service at
the University, shall rcceive a monthly salary of no
less than $1600.

(b) are in their fourth through sixth year of service at

the University, shall receive a monthly salary of no
less than $1725.
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(c) are in their seventh through ninth year of service
at the University, shall receive a monthly salary of
no less $1850.

(d) are in their tenth or subsequent year of service at
the University, shall receive a monthly salary of no
less than $1975.

This subsectfon shall apply to tenured/tenure-track employees.

Each year Faculty Excellence Awards, recognizing outstanding
achievement in the areas of teaching/performance of primary duties,
research/creative activity, and service will ba awarded to
tenured/tenure-track faculty. The dollar amount to be used for
these awards shall be generated at each University on the basis of
a formula of one award of $500 for each 10 employees eligible for
the salary increase specififed in Section 27.1. The maximum award
to an individual shall be $1,000. Awards shall be of equal dollar
amounts at a given Unfversity.

Recipients of Faculty Excellence Awards shall be determined by the
following process:

(1) By November 15, 1986, each Unfversity President shall request
of the Faculty Senate, the University curriculum committee,
and the Unfon recommendations of faculty to serve on the
Faculty Excellence Awards Comittee. From these
recommendations and by December 15, the University President
shall appoint seven faculty members who are members of the
bargatning unft. The President's selection shall guarantee
proportional representation among teaching and resource
professfonals, and among the Colleges/Schools at the
University. The President shall inform the committee of the
number and amount of awards available.

(2) By February 1, 1987, the committee shall develop procedures
for the nominatior. of eligible employees and the process by
which they will make their award recommendations.  This
information along with the number and dollar amount of awards
avaflable will be dfstributed to all employees vy February 15,

(3) AV commfttee recommendations will be forwarded to the
President by April 15, 1987.

(4) After a review of the committee's recommendations, the
President shail determine which nominees will receive Faculty
Excellence Awards. The President's decision shall not be
subject to Article 17, Grievance -Procedure.

(5) Notice of receipt of a Faculty Excellence Award shall be
placed in the employee's personnel file.

(6) Faculty Excellence Awards are in recognition of achievement
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during an academic year. Therefore, they are not awarded on
a recurring basis.

b. Academic Support Professional Merit Increases

This Subsection shall apply to academic support professionals.

(1) At each University an amount of money equal to one half of
one percent of the combined monthly salary base of the
academic support professional members of the bargaining unit
at that University shall be awarded to the academic support
professional members of the bargaining. unit as merit
increases.

(2}  No later than October 1, 1986, supervisors shall make merit
recommendations based on the evaluations completed in the
spring of 1985. These recommendations shall be forwarded
through the appropriate Dean/Director, and/or University Vice
President, as applicable. to the President.

(3) The President shall determine the number of increases, the
amount of the increases, and the academic support
professionals who are to receive them. B8y no later than
November 1, 1986, the employees who are to receive these
increases shall be notified, and a copy of the notice of the
increase from the President shall be placed in the employee's
personnel file. 8y no later than November 1, 1986, the Union
chapter president shall receive the names of employees
receiving -he increase and the amount of the increase.

(4) These increases shall take etfect no later than December 1,
1986, retroactive to July 1, 1986. These increases shall be
recurring.

27.6 General Eligibility

a. in addition to any special conditions provided in Sections 27.1.,

27.2., 27.3., 27.5., and 27.11. of this Article regarding
eligibility for the salary increases specified in such sections,
and except as provided in paragraph b. below, an employee of a
University shall be eligible for the salary increases specified in
Sections 27.1., 27.2., 27.3., 27.5., and 27.11, only if she/he

is employed in a position in the bargaining unit as of the date of
the ratification of this Agreement by the 8ocard and the Union or
September 1, 1986, whichever is later, and one of the following
additional conditions:

(1) was employed in a position described in Appendix A at the
same University for at least one academic term during the
1985-86 academic year, or

(2) is an academic support professional who was employed prior to
March 1, 1986 in either a position described in Appendix 8 or
in a position which has been newly classified as a bargaining
unit position effective in fiscal year 1987, or




21.1.

4 218

IR N e Y

(3) s a temporary teaching or resource professional employed in
a position described in Appendix B, or

(4) 1is returning to a previously held bargaining unit position
following employment fn a permanent full-time position at the
same unfversity for at least one academic term during the
1985-86 academic year.

b. An employee shall not be eligible for the salary increases

specified in Sectfons 27.1., 27.2., 27.3., 27.5., and 27.11. of
this Article if prior to her/his employment in a position in the
bargaining unit the employee has received a salary increase from a
University for FY1987. An employee shall not be eligible for the
salary f{ncreases specified in Sections 27.2. or 27.3 of this
Article if prior to her/his employment in a positfon in the
bargaining unit the employee has recefved a salary increase from 2
Unfversity for FY1987 for a promotion fn academic rank or for
completion of a degree.

Inftial Appointment
This Section applies to all employees.

A persen who receives an inftial appointment to a position in the
bargatning unit for or during the 1985-86 academic year at a
University shall be appointed at a salary at least equal to the
applicable minimum salary for her/his qualifications specified in
Sectfons 27.4. above.

Summer Session Salaries

This Section applifes to tenured/tenure-track and temporary
teaching and resource professionals.

A summer sessfon assfgnment shall be compensated on the basfs of
the employee's salary for the immediately preceding academic year.
An employee shall recefve one wonth's salary for an assignment of
three credit units and two month's salary for an assignment of six
credft unfts. Assignments of other than three or six credit units
but no more than six credit units shall be compensated on a pro
rata basfs. Assignments in excess of sfx credit units shall be

shall not apply to grant or contract work performed during
sabbatical leave.

Counteroffer

This Section applies to tenured/tenure-track employees and
academic support professionals.

a. A University President may grant a salary increase to retain an
employee who has received a bonafide written offer of other
employment which the University President has verified with an
appropriate official. The employee's monthly salary following
the granting of an increase under this paragraph shall not
exceed the amount of the monthly starting salary offered to the
employee by the other employer.

b. The effective date of the increase provided in paragraph a.
above shall be no sooner than the first day of the academic term
which immediately succeeds the grant by the President.

c. An employee shall not be eligible to receive a salary increase
under paragraph a. above until her/his third year of full-time
employment at a University. An employee who receives an
increase under paragraph a. above will not be eligible to
receive another such increase until the third year after the
increase.

d. An employee who receives an increase under paragraph a. above
shall be eligible for the increases specified in Sections 27.2.,
27.3., 27.4., and 27.5. if the employee is otherwise eligible
for the increase under the terms of the Section and under the
terms of Section 27.6. An employee who receives an increase
+ .Jer paragraph a. above shall not be eligible for the increase
specified in Section 27.11.

e. An employee who receives an increase under paragraph a. above
shall be eligible to receive the difference between the increase
under paragraph a. above and the increase specified in Section
27.1. if: (1) the increase under paragraph a. above is less
than the increase specified in Section 27.1.; and (2) the

.13. employee is otherwise eligible for the increase specified in
compensated fn accordance with Section 27.13 Section 27.1. under the terms of Section 27.6.

i 27.9. Grant/Contract Salaries f. Each employee who is granted a salary increase under paragraph
g This sectfon applies to all employees. Seademtc yeaF subsequent Lo the “acadentc. year in which the
. g If an employee is performing work on an externally funded grant or increase is granted and shall give a judgment note to the Board
L8 contract, and if the work has been excluded from her/his assigned of Governors for the amount of the increase, said judgment note
4% obligation by the appropriate University Vice President, the to be cancelled at the end of the required period of service or
8 employee's compensation for such work shall be no more than 30 at the death or permanent disability of the employee.

g percent of the salary which she/he will receive from the University . . .

= during the term of the grant or contract, except that, during an“ g. Within 30 days after the granting of an increase under paragraph
3? month in which an employee is receiving less than her/his basis a., above a report shall be submitted to the Union President and
% salary, her/his total compensation for all work shall be no more the Board's Chancellor. The report shall ccntain the name of
% than 130 percent of her/his basic monthly salary. This section the employee granted such an increase, a copy of the offer
o received by the employee and the amount of the increase.
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h. The grant of or failure to grant an increase under paragraph a,
above shall not be subject to the grievanca procedure specified
in Article 17. The Union may file a grievance concerning any
other aspect of Section 27.10. The grievance must be filed
within the time 1imit for filing a grievance specified in
Section 17.9.b.

Tenured Faculty Service Increase

In addition to the salary increases specified in Sections 27.1.,
27.2., 27.3., and 27.4., the Board will grant each tenured employee
the following increases, as applicable:

(1)  An employee who holds the rank of Assistant Professor shall
receive a monthly salary increase equal to her/his years of
service at the University (to a maximum of 20 years)
multiplied by 1.0.

(2)  An employee who holds the rank of Associate Professor shall
receive a monthly salary increase equal to her/his years of
service at the University (to a maximum of 20 years)
multiplied by 1.5.

(3) An employee who holds the rank of Professor, or of University
Professor at Governors State University, shall receive a
monthly salary increase equal to her/his years of service at
the University (to a maximum of 20 years) multiplied by 2.

TrQnsfer and Reassignment Adjustments

The salary of an academic support professional who aZsumes a
position with expanded responsibilities may be increased to a level
comparable to the salaries of other employees with comparable
responsibilities.

The salary of a teaching professional or a resource professional
who assumes a position with a different title and with expanded
responsibilities preponderantly outside of her/his department may
be increased to a level comparable to the salaries of other
employees with comparable titles and a comparable level of
responsibilities.

The salary of a teaching professional or a resource professional
who 1s transferred, pursuant to Article 12, from one department or
unit of the University to another may be increased to a level
comparable to the salaries of other employees with similar
qualifications and experience in the receiving department.

Within 30 days after the granting of an increase under this
Section, the Union President and the Board's Chancellor shall be
notified of the name of the employee granted the increase, the
reason for the increase, and the amount of the increase.

27.13.

Overload

A teaching professional or a resource professional who is assigned
duties in excess of the top of the relevant credit unit range
specified in Sections 6.3.a. and 6.3.b., or in excess of six credit
units in a summer session, shall be compensated for excess units at
the rate of $400 per credit unit.
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28.2.

ARTICLE 28
DURATION AND IMPLEMENTATION
Duration

Unless otherwise specified, the terms of this Agriement shall
become effective upon execution of this Agreement by the Board and
the Union and shall remain in effect through August 31, 1988.
Renegotiation of Article 27 shall be requested by either party
giving written notice to the other at least 90 days prior to August
31, 1987. If the Board and Union fail to renegotiate an agreement
concerning Article 27 prior to August 31, 1987, they may agree in
writing to extend Article 27.

Implementation

The economic terms of this Agreement shall not be implemented until
the amount required therefor is appropriated and made available to
the Board for expenditure for such purposes. If less than the
amount needed to implement the Agreement is appropriated and made
available to the Board for expenditure, the Board and Union shall
meet and negotiate regarding allocation of the amount appropriated.

IN WITNESS WHEREOF, the parties hereto by their authorized representatives,
have executed this Agreement on September 29, 1986.

BOARD OF GOVERNORS OF STATE BOARD OF GGVERNORS COUNCIL,
COLLEGES AND UNIVERSITIES UPI,
LOCAL 4100

rh/i%‘g M— m@%{i{at?’?j[/"/
Ontanep it Aty L4l

Chancellor ‘(\3§ President v

129



