Commentary on the FAC-FPC Tentative Agreement of 10-2-15
Article 5.  Salary

A.
Minima


The Minima for all three years increase at the same level as the ATB (Across-the-Board) increase. This rate is the same as that in the current contract, so FAC has held its ground here.

B.  Promotion Salary Adjustment


Our current contract included a significant increase for full professors and a moderate increase for Associate Professors in Year 3. In the proposed contract, all three ranks get a moderate increase in Year 2. The gains are not as great as they were in the previous contract, but they are more evenly distributed, and they come earlier in the contract.

C.  Basic Salary Package

Due to financial challenges that the administration perceives in our immediate future, the FPC negotiated hard for comparatively low salary adjustments. On the other hand, the faculty listed Salary as its top priority in the negotiations, and salary adjustments are the best way to give benefit to the maximum number of people. Therefore, FAC also negotiated hard in this area. We believe that the salary adjustments in the Tentative Agreement are favorable, considering the current economic climate. We agreed to a 2.4% ATB increase in Year 1, a 2.5% ATB increase in Year 2, and CPI-U + 0.25% (with a floor of 1.5% and a ceiling of 3.0%) Year 3. This system preserves the concept of CPI-U+ (keeping a little bit ahead of the Consumer Price Index), which is a priority for many faculty members.


In Year 3, the agreement also provides for a distinct merit pool of 0.75% of the total base salary dollars. [Some language here is still being cleaned up and will be distributed soon.]

This section of the agreement also includes an extraordinary clause by which FAC and FPC agree to include a merit pool of a minimum of 1% of the total base salary in Year 1 of our subsequent contract. Those who support merit pay will no doubt see this item as a positive feature, but the FAC officers are not pleased with any provision that obligates the union to do something beyond the term of the current contract.

D.  Equity Adjustment


The FAC officers consider the lack of equity adjustments in the Tentative Agreement to be a negative feature.
E.  Order of Distribution

 
The only change here is that the step in which equity adjustments are added has been taken out, as per the previous section.
Article 6.  Overload Teaching

A.  Overloads and Special Session Compensation

We have achieved significant increases in this area, which will benefit all faculty members, such as department chairs, who take on any extra work paid in overload units.  The per-credit overload rate goes up by $100 in Year 1 and then again by $50 in both Year 2 and Year 3. By Year 3, a three-credit overload will equal $4,500.

B.  Readers/Tutorials/ and Independent Study

We are disappointed that we were not able to make any progress in this area.

Article 8.  Chairperson Compensation


The Negotiations Steering Committee listed Chairperson Compensation as a high priority for this year’s negotiations because, although the job of department chairperson has gradually expanded, the compensation rates have not changed for many years. The language here is entirely new, and it represents a step forward in recognizing the extensive responsibilities that department chairs take on. It sets up a new, three-level system, whereby all department chairs will see an increase in compensation, either by advancing to a level that includes additional units, or by enjoying the increase in the size of the overload units that all department chairs will receive.
Our highest level chairs (Level I) will see an increase from 4 to 5 units during the regular semesters and an increase from 3 to 4 units during the summer. Those chairs who fall in the new middle level (Level II) will either remain at the same rate of compensation (if they were formerly at Level A in the current contract) or increase from 3 to 4 units during the regular semesters and an increase from 2 to 3 units during the summer (if they were formerly at Level B in the current contract). Those department chairs who now fall into Level III will see an increase of 2 to 3 units in their summer compensation.
The FPC insisted on the addition of language requiring chairs to meet annually with their dean to discuss their performance of their role. FAC was careful to include explicit statements that these meetings are “for the purposes of professional development and improved support in their role,” not for punitive purposes. This review is confidential, and it can lead to “recognition or reward” for exemplary service. This new provision is at least potentially beneficial for department chairs.
Article 10.  Health Insurance


With rising health care costs, the FAC officers have been expecting for many years that the University would attempt to make major changes to our coverage for financial reasons. That push arrived in a big way this year. However, the membership instructed us in Town Meetings and on the negotiations survey to hold the line on health care. The Tentative Agreement, therefore, represents a compromise position between the desires of the two sides: our coverage, on the whole, remains nearly unchanged, but the costs of various things will go up, though not as much as the administration wanted them to.


The FPC wanted to do away with the top-tier Traditional Indemnity Plan altogether, but we were able to negotiate for a grandfathering of anyone who currently has that coverage. No one who has the HMO Plus or the PPO will be able to switch to the Traditional Indemnity Plan in the future, and new faculty will be hired in with only two options: the HMO Plus or the PPO.


The FPC wanted significant increases in co-pays for various services (see the chart on p.3 of the “Summary” document). FAC fought to keep those increases to a minimum. There are no co-pays in the Traditional Indemnity Plan, but the major medical deductible in that plan will go from $100 to $150. Also, no changes will be made in the cost of prescriptions.

The University pressed hard for a change to require all faculty to pay a share of their Health Insurance Premiums. As you probably know, faculty members with Individual Coverage currently pay $0 in premiums. The University originally wanted such faculty members to pay 20% of the premium cost in Year 1 of the contract; FAC was able to negotiate for a gradual phasing in of this change, so employees with Individual Coverage will pay 5% in Year 1, 10% in Year 2, and 20% in Year 3. We cannot sugarcoat this provision; it is unequivocally negative for a large number of faculty members.


FAC also conceded to the President’s announced intention to remove coverage for direct abortions from our health care plans. In return, FAC gained several concessions from the FPC, but they are not identical to those included in the Compromise Position debated and endorsed by the union membership.


First, please note that our policies will continue to cover what the University calls “indirect abortion services,” which include all of the current treatments employed to save the life of the mother. Also, the University has agreed to reimburse faculty members up to a maximum of $10,000 for “specific, documented, and itemized expenses” incurred in the healing process (for one’s self, spouse, or eligible dependents) from an act of rape or incest. The University will not reimburse costs for a direct abortion (as they formerly did), but they will reimburse costs associated with the healing process (which they formerly did not do). One hopes that this change might actually minimize the economic impact upon the survivor even more effectively than our current coverage does.

However, this provision differs from FAC’s Compromise Position in that the decision about how to use this money lies with the University rather than with the survivor. FAC argued that it was crucial that this decision rest with the affected person, but the University responded that it could not risk that funds would be used in ways that would contradict its conception of the Mission of the institution. We believe that faculty members will continue to disagree about the appropriateness of these positions, so we expect that some of our colleagues will see these changes in a positive light and others will not. Please consider, however, that FAC was able to gain further concessions in other areas (See Articles 32 and 39) in exchange for acceding to the President’s wishes in this matter.

Article 16.  Voluntary Phased Separation Plan

The main changes here, requested by the FPC, are: 1. The maximum phased period goes down from 3 years to 2 years, and 2. The minimum number of credits that a faculty member can teach on phased retirement goes up from 9 to 12. These changes are slightly negative for the individual retiree, but better for departments as a whole. Phased retirement causes problems for departments because the University will not hire a replacement for the faculty member who is teaching a reduced load until that faculty member’s phased period is over. So, departments will sometimes be able to hire replacements a sooner as a result of this change, and the impact of lost teaching credits will be reduced.

However, FAC was also able to negotiate for an extra year of medical coverage for phased retirees and their families (so that their medical coverage still lasts for a maximum of three years), plus an additional two years of dental and vision benefits for the faculty member. In this area, the positive and negative changes tend to balance each other out.

Article 26.  FAC Officers' Released Time

The Chair of FAC is compensated as a Level B chairperson (without summer stipends) in the current contract. In the Tentative Agreement, the Chair of FAC will be compensated as a Level II chair (again, without summer stipends).

Article 31.  Faculty Parking Plan

The changes in this section reflect the current status quo since the Ridge Row Lot MOU of last year. The language is simply being altered to accord with the current distribution of parking spaces; no changes are resulting from the contract negotiations.
Article 32.  Adoption Assistance Plan


Since the University’s position on abortion coverage favors carrying pregnancies resulting from rape or incest to term, FAC was able to argue for enhancements in the University’s support for the practice of adoption. Under the Tentative Agreement, the maximum amount of adoption expenses for which the University will reimburse faculty members at 80% will rise from $2000 to $3000, and the maximum lifetime benefit will rise from $4000 to $6000. Also, new language makes it clear that these funds are available both to those who are adopting a child and to those who are (or whose dependent is) putting a child up for adoption.
Article 33.  Alternative Contract Arrangements

In the current contract, this alternative contract arrangement applies to only one position in the Physical Therapy Department. The University wishes to broaden the application of the alternative contract arrangement (summer + fall, or spring + summer) to any department, at the dean’s discretion. FAC insisted upon certain safeguards: the decision to accept such a position must remain voluntary, and it may only be offered to a currently tenured faculty member or a newly hired one (who may, of course, decline to accept such a position under those conditions). Untenured faculty members may not be pressured by the dean to accept such an arrangement. Also, the department chair must be consulted and the department as a whole must be notified. With these safeguards, FAC sees no danger in this change, and it may prove beneficial to certain programs.
Article 37.  Online Course Compensation 


Formerly, faculty members only received royalties or extra compensation for developing and/or re-designing an online course if that course was part of an online program. Under the Tentative Agreement, these funds would be extended to all faculty members teaching online courses, whether they are part of an online program or not. Incentives, however, still apply only to online programs. This change represents an improvement for faculty members teaching stand-alone online courses.
Article 38.  Reimbursement of Faculty Expenses Related to Maintenance of Program Certification or Accreditation 

The administration wished to add the following statement: “Each faculty member is required to maintain the necessary standards required by their academic program and any professional accreditation standards.” We see no danger in this declaration.
(New) Article 39  Early Childhood Learning


As an additional concession in exchange for the alteration in our abortion coverage, the administration has agreed to offer priority placement and a 100% discount at any early childhood learning center affiliated with the University for a child conceived by an act of rape or incest. We would have liked to have extended such a benefit to the dependents of all faculty members, but the University was not willing to consider such an enhancement.

(New) Article 40  Faculty Window Retirement Program for Faculty 


The new program is available to faculty members who have at least 20 years of service and were born before Sept. 1, 1950. Incentives include: 1. A cash payment equal to one year of the faculty member’s annual base salary or $5,000 per year of service, whichever is lower; 2. The University will pay 80% of the faculty member’s Medicare wraparound, dental, and vision coverage for the first three years of retirement and 50% for the next five years. After that time, the faculty member may remain on the University’s group plan, but must pay 100% of the premiums.


Open enrollment in this plan will take place September 1, 2016 to November 30, 2016, and faculty members have their choice of commencing retirement on September 1, 2017 or September 1, 2018. Although this program is not as generous as the Window Retirement Program that appeared in the 2006-2009 contract, we still believe that it is a good deal for eligible faculty members who are considering retirement.
Proposed Changes to the Faculty Handbook 

Section 4.5  Rubric and Schedule for the Determination of Chairperson Compensation


Until now, the rubric for determining Chairperson Compensation (the level at which a  particular department’s chairperson would be categorized) was a closely guarded secret. In the Tentative Agreement, this rubric, in all its complexity, will be contained in the Faculty Handbook for all to see.

Section 5.4 General Responsibilities of Full-time Faculty Members

The FPC insisted upon adding language that would make “Participation in the University’s assessment efforts” part of the duties of all faculty members. Depending upon one’s view of assessment, this provision may be taken as a positive or a negative step. If this language is inserted, we will no longer be able to claim, for the purposes of Minimal Compliance, that “assessment” is not part of our contractual responsibilities.

Section 5.10  Outside Employment


As you may recall, the University wanted to limit outside employment to one day per week, but FAC’s Table Team successfully argued against that change. Both sides eventually settled for the insertion of a new passage that prohibits full-time faculty members from working at competing institutions during the regular semesters (summers excluded). This provision seems reasonable.

Section 9.0  Faculty Travel Fund


This change deletes the provision forbidding deans from funding travel that falls within the purview of the Faculty Travel Committee. For those who seek additional travel funds beyond the annual allocated limit, this change may be seen as beneficial. However, those who value the process of peer review may object to this change as a potential end run around the Travel Committee and a shift of economic power to the deans.

Appendix IV: Composition of Search Committees for President and Other Academic Administrators

Search committees for Deans and Associate Deans currently have two administrators on them, but search committees for Provosts and Associate Provosts only have one. This change adds a second administrator to the search committees for Provosts and Associate Provosts. The administration was not willing to consider changes proposed by FAC that would restore language guaranteeing a specific number of faculty representatives to the section concerned with Presidential Search Committees.

Addendum


In order to provide additional context for the Tentative Agreement, this section will list a series of administrative proposals that did not make it into the final agreement:

1. The University’s original salary proposal called for a 1% increase ATB and a 1% merit pool in all three years.


2. The University proposed that, if the ACA (Obamacare) cadillac tax were to be imposed, the cost would be passed on to employees.


3. The University proposed that the Handbook Committee would only meet when both FAC and FPC agreed to do so.


4. The University proposed doing away with contract Article 34, which establishes the 1:1 ratio for lab and clinical equivalencies.


5. The University proposed changing the minimum compensation of program directors from three credits of released time and a three-credit stipend to three credits of released time or a three-credit stipend.

6. The University proposed inserting online teaching as a responsibility of all faculty members in Handbook Section 5.4.


7. The University proposed changes to Appendix X (Distance Learning) that would have given the deans the prerogative to make decisions about incentive pay, course development stipends, re-design stipends, and royalties rather than guaranteeing them at specific levels for all faculty members.
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