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Changes to the Faculty Contract

Article 3.  Term of the Agreement 
This agreement shall be effective as of September 1, 2015 (except where explicitly indicated otherwise) and shall remain in force and effect to, and including, midnight August 31, 2018.

Article 5.  Salary
A.
Minima

Minima in rank for the three years of the contract will be as follows:

Rank
2015-16
2016-17
2017-18
Professor
$88,891
$91,114
increase by ATB*
Associate Professor
$71,553
$73,342
“
Assistant Professor
$51,513
$52,800
“
Instructor
$32,195
$33,000
“
Lecturer
$26,829
$27,500
“
Faculty Specialist
$26,829
$27,500
“
*ATB – Across-the-Board salary increment, described in part C below.
B.
Promotion Salary Adjustment

Promotion salary adjustments for the three (3) years of the contract will be as follows:

Rank
2015-16
2016-17
2017-18
Professor
$7,500
$8,000
$8,000
Associate Professor
4,500
5,000
5,000
Assistant Professor
2,500
3,000
3,000
Minima and promotion bonuses will be funded outside the basic salary package.

C.
Basic Salary Package
The Consumer Price Index referenced in the following section refers to the Consumer Price Index for All Urban Consumers (CPI-U), U.S. City Average, All Items, Not Seasonally Adjusted, Base Period: 1982-84 =100.

2015-16
The entire salary package will be distributed across-the-board (ATB). Bargaining unit members employed by the University on February 15, 2015 and still employed on September 1, 2015 will receive an increment equal to 2.4% of base pay, effective September 1, 2015.

2016-17
The entire salary package will be distributed ATB. Bargaining unit members employed by the University on February 15, 2016 and still employed on September 1, 2016 will receive an increment equal to 2.5% of base pay, effective September 1, 2016.
2017-18
Any raises under this Section will be effective September 1, 2017. The increases in faculty base salaries will be as follows:

1.
ATB Salary Increment– Bargaining unit members employed by the University on February 15, 2017 and still employed on September 1, 2017 will receive an ATB increment in their base salary equal to the percentage change in the CPI-U + 0.25%, with a floor of 1.5% and a ceiling of 3.0%; the percentage change in the CPI-U is measured from December 2015 to December 2016.

2.
Merit Adjustments to Base Salary – The University also will commit funds equal to 0.75% of total base salary dollars, payable as of February 15, 2017, to a merit pool, separate and distinct from the ATB Salary Increment. A faculty member is eligible for a merit adjustment if s/he can document meritorious work in any or all categories of teaching, research or service. Merit Adjustments to base salary will be distributed only to bargaining unit members employed by the University on February 15, 2017 and still employed on September 1, 2017.
a.
FAC/FPC Advisory Committee
A FAC/FPC Committee that is advisory to the Deans of the college, schools and Library (hereafter, the Deans) will be established for the purpose of evaluating and recommending refinements to the policies and procedures by which Merit Adjustments to Base Salary are awarded.

1.
Committee Composition – the committee will consist of a faculty member elected from each college and school and the Library, one representative appointed by FAC, and three representatives appointed by FPC; the Deans are excluded from being FPC representatives.

b.
Merit Advisory Process

1.
By March 15, 2016, the Deans will meet with each other, with the Advisory Committee, and with the faculty and/or chairs of their respective college, schools or the Library for the purpose of evaluating the previously employed process of awarding Merit Adjustments to Base Salary and developing uniform policies and procedures going forward. Minutes of each meeting will be kept and distributed to the attendees of each meeting.

2.
By May 15, 2016, the Deans, in coordination with the Provost/VPAA, will produce and distribute to the FAC/FPC Advisory Committee draft policies and procedure for the awarding of Merit Adjustments to Base Salary. Elements stipulated in the policies and procedure will include, but may not be confined to: the process for allocation Merit funds to each college, school and to the Library; criteria for eligibility for Merit Adjustments to Base Salary; the process for applying for such adjustments; the process for reporting out to faculty who have applied; and financial parameters for Merit Adjustments to Base Salary. The criteria developed may be distinct for each college or school, or for the Library.

3.
The FAC/FPC Advisory Committee will meet as necessary to consider the draft policies and procedures and to make recommendations for their modification. Minutes of each meeting will be kept and distributed to the attendees of each meeting.

4.
By August 1, 2016, the FAC/FPC Advisory Committee will send their final recommendations to the Deans.

5.
By September 1, 2016, the Deans, in coordination with the Provost/VPAA,  will produce the final version of the uniform policies and procedures for application for and awarding of Merit Adjustments to Base Salary. By the same date, the Deans will send to the FAC/FPC Committee a written response to the committee’s recommendations as they relate to the construction of the final version of the policies and procedures. By the same date, the Deans also will promulgate to their respective faculty the forms, guidelines and criteria for evaluating Merit Adjustments to Base Salary.

6.
By October 15, 2017, with the awarding Merit Adjustments to Base Salary complete, the Dean’s will issue a report to the FAC/FPC Advisory Committee regarding the outcomes of the process, for the purpose of evaluating and further revising as necessary, with the input of the FAC/FPC Advisory Committee, the policies and procedures for awarding Merit Adjustments to Base Salary.

3.
The Dean of each College or School with faculty (CAS, KSOM, PCPS) and the Dean of the Library shall recommend to the Provost individual determinations on merit adjustments to base salary in accordance with the following process.

a.
Prior to Implementing Merit Adjustments to Base Salary

1.
Each Dean, in collaboration with his/her department chairs and program directors, and, where appropriate, the Graduate School Dean, shall develop a single set of criteria and guidelines for evaluating applications for Merit Adjustments to Base Salary from the faculty members within that College or School, or within the Library. Such criteria and guidelines will be based on the professional standards and expectations of the academic disciplines within his/her College, School or Library, and shall conform to the University-wide norms in the three areas of teaching/librarianship, scholarship, and service as delineated in Appendix II of the Faculty Handbook. The criteria so developed also may establish a differential weighting rubric to be applied to the three professional categories of teaching/librarianship, scholarship, and service that applications for Merit Adjustments to Base Salary would address.

2.
Each Dean, in collaboration with his/her department chairs and program directors, and, where appropriate, the Graduate School Dean, also will develop a Merit Adjustment to Base Salary Application Form. The forms and guidelines are to be used by faculty applying for a Merit Adjustments to Base Salary, to document achievements in teaching/librarianship, scholarship, and service.

3.
Such College, School and Library forms and guidelines, and the criteria for evaluating applications for Merit Adjustments to Base Salary, will be developed during the 2012-13 academic year and will be announced to the faculty no later than September 1, 2013.

b.
Process for Awarding Merit Adjustments to Base Salary

1.
By February 15, 2014, all full-time faculty members will be eligible to request a Merit Adjustment to Base Salary by submitting to their Dean a completed Merit Adjustment to Base Salary Application Form, documenting relevant achievements in teaching/librarianship, scholarship, or service activities in the prior academic year.

2.
By April 15, 2014, the Dean of each College or School with faculty (CAS, KSOM, PCPS) and the Dean of the Library, using the established criteria and guidelines, will review and evaluate the Merit Adjustment to Base Salary applications submitted by full-time faculty members in his/her unit. Each application will be scored in each of the three (3) professional categories addressed in the application: teaching/librarianship; scholarship; and service. For each application, the Dean will assign a numerical score from 0 to 5 in each of the three professional categories, based upon the established criteria and guidelines. An aggregate score for each application will then be calculated, based upon the three category scores and the application of any differential weighting rubric established in Section 3.a.1 above. 

3.
Applying the aggregate application score to the portion of the annual salary pool stipulated in the Contract for Merit Adjustments to Base Salary, the Dean will recommend to the Provost a dollar Merit Adjustment to the Base Salary for each faculty applicant.

4.
By May 15, 2014, the Provost will make and promulgate the decisions regarding the recipients of Merit Adjustments to Base Salary and the amounts of those adjustments. At that time, the Provost’s office will notify each applicant of the decision made related to his/her application, and the University Administration will report all Merit Adjustments to Base Salary to the Executive Committee of FAC. The report will contain the names of all individuals receiving Merit Adjustments to Base Salary and the amount of each adjustment. The Executive Committee of FAC will report the names of the individuals receiving Merit Adjustments to Base Salary to the general membership of FAC.

5.
A faculty member who claims that the Dean has not followed the Merit Adjustment process or has acted in an arbitrary or capricious manner may appeal to a University committee consisting of one administrator appointed by the Provost/VPAA and two faculty members appointed by the FAC Executive Committee. The appeal must be made by September 30, 2014.

6.
The committee will review the appeal and render a recommendation to the Provost within thirty (30) days. The decision of the Provost regarding the appeal shall be final, binding, and, where appropriate, retroactive.

7.
The process herein described for evaluating applications for Merit Adjustments to Base Salary is not to be considered post-tenure review, nor will a faculty member be penalized for choosing not to apply for a merit adjustment.

8.
An individual merit adjustment shall not exceed $5000 or 5% of a faculty member’s base salary, whichever is greater.

9.
Nothing herein shall preclude the Provost from making additional “Special Adjustments” to faculty members’ salaries according to the provisions of Article 7 of the Faculty Contract.
3.
Merit will continue into Year 1 of the subsequent contract. In that year, a minimum of 1.0% of the base salary will be applied to the merit pool, with the actual amount subject to the negotiations that lead to that contract.
4.
Nothing herein shall preclude the Provost from making additional “Special Adjustments” to faculty members’ salaries according to the provisions of Article 7 of the Faculty Contract.
D.
Equity Adjustment

Equity Adjustment will not be a part of the 2015-2018 contract. 

E.
Order of Distribution

The distribution will be made in the following order:

1.
Each faculty member’s salary will first be increased by the across-the-board increment.

2.
Members of the bargaining unit who are promoted in rank will then receive the promotion bonus described in B above.

3.
After application of the across-the-board and the promotion bonus provisions, any faculty member whose salary is below minimum for her/his rank will have her/his salary increased to the minimum of her/his rank as indicated in A. above.

4.
Merit Adjustments to Base Salary, when applicable, will be added after application of all the above provisions.

Article 6.  Overload Teaching

A.
Overloads and Special Session Compensation

Compensation for teaching special sessions and overload teaching during the spring and fall semesters will be paid in accordance with the dollar per credit hour amount shown below. For special sessions, courses may be cancelled by the administration when the enrollment does not meet a minimum of six students; in every case, however, such cancellations will occur in accordance with the procedures specified in Section 8.1.c of the Faculty Handbook. If, on the other hand, the Dean determines that a class must be offered even if it does not meet the minimum of six, then it will be offered at full pay.

Session
2015-16
2016-17
2017-18
Fall/Spring Semester 
$1,400
$1450
$1500
Special Session
$1,400
$1450
$1500
B.
Readers/Tutorials/ and Independent Study

Compensation rates will remain the same as they were in the 2012-2015 contract.
Article 8.  Chairperson Compensation
(all language up to and including the Table below is new)
Departments are divided into levels based upon scores generated by the formula summarized below and detailed in Handbook Section 4.5. The score is meant to quantify chair workload. Variables of the formula include: 1) total number of sections of courses delivered by a department (Sections); 2) the number of majors within a department (Majors); 3) the number of academic programs within a department (Programs); 4) the departmental budget, calculated from specific 700 and 800 budget lines (Resource Management); and 5) Additional Responsibilities. The first four variables are translated into a scale of 0 to 10, scaled by maximum values, as described in Handbook Section 4.5. The fifth variable is given a value of 0 or 5, based upon whether or not a department has any of the stipulated additional responsibilities (Handbook Section 4.5). The score for each department is calculated as the sum of the values of the five variables listed above, with the values of the first two variables (Sections, Majors) doubled, thus enabling a possible maximum score of 65. The score for each department will be recalculated every three years by a FAC/FPC subcommittee drawn from the negotiating teams, based upon data from the three years of the expiring contract. The number of different levels into which departments are divided, based upon the range and distribution of departmental scores, will be determined upon evaluation of the data at the time of contract renewal.

For the current contract, the departments have been divided into three levels, I, II and III, as detailed below.

Level I:
Biology 

Chemistry

Counseling & Human Services

Economics/Finance

Education

Exercise Science & Sport

Health Administration / Human Resources
Management / Marketing

Nursing

Level II:
Accounting 

Communications

Computing Sciences

English & Theatre

History

Operations / Information Management

Occupational Therapy

Physical Therapy

Physics/Electrical Engineering

Psychology


Level III:

Latin American & Women’s Studies

Mathematics

Philosophy

Political Science 

Sociology/Criminal Justice

Theology/Religious Studies

World Languages & Culture

The compensation plan for department chairs will be as follows:

	Level
	Compensation during Academic Year
	Summer Compensation

	I
	5 units †
	4 credits

	II
	4 units *
	3 credits

	III
	3 units *
	3 credits


† At least one unit must be released time and at least one unit must be direct payment.

* At least one unit must be released time.

A "unit of compensation" in the plan is defined as either a 3-credit release or direct payment of a 3-credit overload stipend (using the Fall/Spring rate). The per credit payment for summer compensation will be at the current overload rate.

For purposes of determining released time, all chairs are defined as being on a 21-credit load. The Chair of FAC will be treated as being a level II chair, except that he/she does not participate in the summer compensation plan. The Chair of the Department of Faculty Librarians will receive a stipend equal to three units of compensation per academic year and will not participate in the summer compensation plan. The plan assumes and affirms that duties of department chairs are as defined currently in the Faculty Handbook.
Chairs will meet with their Dean annually to discuss their performance in leading their department for the purposes of professional development and improved support in their role. During this discussion, the department’s peer review results will be discussed with the chair. This review by the Dean will remain confidential. This review does not preclude the Dean from extending, in his/her discretion any recognition or reward for exemplary service.
A department chairperson will receive, upon successful application for a sabbatical leave, two summer research stipends in lieu of summer teaching if said chairperson has served at least two consecutive terms immediately prior to the start of the sabbatical.
Article 10.  Health Insurance

A.
Health Insurance plans will remain unchanged from the 2012-15 contract, with the following exceptions: 
· The University will offer HMO Plus, PPO and Traditional Indemnity Plan; the Traditional Indemnity Plan will only be available to those who elected Traditional Indemnity Coverage as of January 1, 2015. The parties will include language that extends grandfathering rights for as long as such a plan is available in the geographic market.
· Effective January 1, 2016, Insurance Plan Co-pays for PPO and HMO healthcare plans will be as follows:
· Primary Office Visit Copay
$20

· Specialist Office Visit Copay
$30

· Emergency Room Copay
$50

· Urgent Care Copay
$25

· High-tech Imaging Copay
$25

· Outpatient PT/OT/Speech Therapy Copay
$20

· Chiropractic Copay
$20

· Effective January 1, 2016, the major medical deductible for the Traditional Indemnity Plan will increase from $100 to $150.
C.
Health Insurance Premiums will remain unchanged from the 2012-15 contract, with the following exceptions:
· Effective January 1, 2016, employees electing Individual Coverage under any of these plans will pay 5% of total premium cost through payroll deduction.
· Effective January 1, 2017, employees electing Individual Coverage under any of these plans will pay 10% of total premium cost through payroll deduction; employees electing any other Level of Coverage will pay 20% of total premium cost through payroll deduction.
· Effective January 1, 2018, employees electing any level of coverage will pay 20% of total premium cost through payroll deduction.
F.
Abortion coverage in all University health insurance plans is limited to abortion coverage services which are necessary to avert the death of the woman and services to terminate pregnancies caused by rape or incest.  The University’s policies will retain coverage for illness or injury caused by complications from any abortion.  Such coverage will be within the parameters of the applicable policy.
University health insurance plans will cover only indirect abortion services which are necessary to avert the death of a woman. The University’s policies will retain coverage for illness or injury caused by complications from any abortion. Such coverage will be within the parameters of the applicable policy.

The University will reimburse a faculty member 100% of specific, documented and itemized expenses, consistent with its abortion coverage policy outlined in the prior paragraph, incurred in the healing process (for self, spouse and/or eligible dependents) from an act of rape or incest (committed on self, spouse and/or eligible dependents), up to a maximum of $10,000. Any such reimbursement would be secondary to, and require the exhaustion of, any applicable University or government benefit.

In addition, any untenured faculty member who has survived an act of rape or incest will have the option to postpone the date of his or her tenure review by one year, in accordance with the timeline for notification specified in the Faculty Handbook, Section 21.3.C. Such an opportunity for postponement of the tenure review date will also be extended to faculty members whose immediate family member has endured an act of rape or incest. Additionally, any faculty member who has survived an act of rape or incest and who applies for short term disability benefits but is denied coverage will be permitted to use of a future entitlement to a six month sabbatical.

There will be no deadline to report an act of rape or incest, but eligibility for reimbursement as outlined in paragraph two of this article and postponement of tenure review as outlined in paragraph three of this article subsection will be limited to survivors of rape or incest incidents that occur after the ratification of the 2015-18 contract.

In reporting acts of rape or incest under paragraphs two and three of this article subsection, a faculty member will provide to the University’s Human Resources Department a signed affirmation from his/her primary care physician or other appropriate health care provider that the act occurred. The Human Resources Department will insure the confidentiality of reporting, reimbursement and/or postponement of tenure review covered in this article.
Article 16.  Voluntary Phased Separation Plan
Revise as indicated below:

Available to faculty from September 1, 2015 to May 31, 2018

A.
Prologue

1.
This is a voluntary program and application into it must be initiated by the faculty member.

2.
Unless replaced by an alternative early separation plan mutually agreed upon by FAC and the University of Scranton, this program of voluntary phased separation becomes effective on September 1, 2015 and continues in force as part of the collective bargaining agreement that expires on August 31, 2018.

3.
If another early separation plan choice becomes available during the phasing period of this plan, the faculty member may opt for the other plan, but the full retirement date will remain in force.

B.
Eligibility

1.
To be eligible for the voluntary separation plan, the faculty member must be at least 62 years of age before the first semester when phased separation begins.

2.
An eligible faculty member must have completed no fewer than 15 years of service as a full-time faculty member at the University of Scranton before phased separation begins.

3.
For purposes of this voluntary phased separation plan, “base salary” refers to the last regular contract salary of the faculty member plus all negotiated increments.

4.
Entrance into the plan commences with the first regular semester in phased retirement.

C.
Phased Separation Plan

1.
A faculty member’s phased retirement plan must include no more than 15 but no fewer than nine twelve credits per academic year (fall and spring semester). 

2.
The given period of time which is selected in C.1 shall be no more than three (3) two (2) academic years but no fewer than one academic year. Faculty who initially opt for fewer than three two academic years may petition the Provost/VPAA for a one-time extension of the phased retirement period up to the maximum of three two academic years.

3.
Full retirement and the cessation of tenure begin with the completion of the last academic year of the phased retirement. 

D.
Salary

1.
A faculty member who participates in the phased separation plan shall be paid according to the following scale throughout the entire phased retirement period, plus pro rata annual increments as negotiated by FAC. The faculty member’s actual salary will be calculated by taking the full-load salary and multiplying by the factor x/18 where x is the credits to be taught according to the approved plan. For example, if a faculty member’s phased load is 12 credits per academic year, then the actual salary will be the full-load salary multiplied by 12/18.

E.
Benefits

1.
During the period of phased separation, the health, dental, and vision benefits and the cost-share formula in force for full-time faculty shall continue for the faculty member, spouse, and eligible dependents. For the maximum period of phased separation and continuing for one additional year, the health, dental, and vision benefits and the cost-share formula set forth in this Agreement for full-time faculty shall continue for the faculty member, spouse, and eligible dependents, provided however, that if the faculty member or spouse is Medicare eligible at the end of the actual phased separation period, the University will provide and pay for Medicare wraparound health insurance (e.g., Senior Blue) through the University’s Medicare wraparound program. Such retired faculty member/spouse is responsible for paying his/her own Medicare Part B premiums. 

2.
During the phased separation period, the faculty member and the University will continue to contribute to the faculty member’s pension plan in accordance with the faculty member’s actual salary and the schedule contained in applicable collective bargaining agreements.

3.
Full tuition-remission benefits for the faculty member, spouse, and eligible dependents shall remain in force during and after the phased separation period.

4.
Disability insurance and life insurance shall remain in force during the phased separation period within the limits imposed by the contracts with the insurers. STD and LTD benefits will be based upon actual salary paid.

5.
Worker’s compensation based on actual salary received shall remain in force during the phased separation period.

6.
The University will provide the faculty member with opportunities for pre-retirement financial counseling.

F.
Special Provisions

1.
A faculty member in phased separation is still considered a full-time faculty member with the rights, privileges, and duties pertaining to same.

G.
Other Benefits After Separation

1.
Other benefits after separation and retirement include: library privileges; athletic passes; invitations to faculty events; invitations to participate in all academic functions; visitor parking; use of available academic facilities, including shared office space, mail drop, laboratories (the use of laboratories is controlled by the appropriate dean in consultation with the chairs of the applicable departments); secretarial services as available; emeritus ID card; and email account; being listed in the University catalog; receiving a University phone directory; discounts provided for faculty including but not limited to discounts in the Bookstore and for Theater productions; and the use of the Byron Center under arrangements for the faculty in general. The faculty member shall be moved to Emeritus in accordance with the applicable provisions in of Section 7.0.B. of the Faculty Handbook.

2.
Health Insurance for the retiree: For faculty who are Medicare-eligible at the end of their phased retirement plan, the University will provide and pay for Medicare wraparound health insurance (e.g., 65-Special) through the University’s Medicare wraparound program for the retiree for the first three years in full retirement. Following the period set forth in Section E.1, and for a maximum of two years thereafter, the dental and vision benefits set forth in this Agreement for full-time faculty shall continue, and for faculty who are Medicare-eligible, the University will provide and pay for Medicare wraparound health insurance (e.g., Senior Blue) through the University’s Medicare wraparound program. The retired faculty member is responsible for paying his/her own Medicare Part B premiums. For faculty who are not Medicare-eligible during this period, the University will contribute the amount equal to the Medicare-wrap around costs to the University health insurance plan premium for each plan year until the faculty member becomes Medicare-eligible. The faculty member is responsible for contributing the balance of the premium costs. Beyond the two year period specified here, the retiree may continue to participate in the University’s wraparound health insurance plan, and dental and vision plans, provided the retiree pays 100% of the applicable health, dental and vision coverage premiums.
3.
Health Insurance for the retiree’s spouse and/or eligible dependents: Following the periods set forth in Section E.1, the retiree’s spouse and/or eligible dependents may continue to participate in the University’s health insurance plans, provided the retiree pays 100% of the applicable health insurance premium. If the retiree dies, the eligible spouse and/or dependents may continue to participate in the University’s health insurance plan as long as the spouse and/or eligible dependents pay 100% of the health insurance premium. 

4.
Dental and Vision Coverage for the retiree’s spouse and/or eligible dependents: Following the periods set forth in Section E.1, the retiree’s spouse and/or eligible dependents may continue to participate in the University’s dental and vision plans, provided the retiree pays 100% of the applicable dental and vision coverage premiums. If the retiree dies, the eligible spouse and dependents may continue to participate in the University’s dental and vision plans as long as the spouse and/or eligible dependents pay 100% of the applicable dental and vision coverage premiums. 

H.
Application for Entrance into the Plan

1.
The faculty member must notify the Provost/VPAA by February 1 of the preceding academic year of his/her intention to apply for the phased retirement program in the subsequent fall semester. 

2.
The Provost must acknowledge receipt of such notification with a written agreement of the terms, copied to the Chair of FAC, to be signed by the faculty member and the University. The Provost may require the faculty member to delay the beginning of phased retirement for one year due to programmatic exigencies.

I.
Limits on Faculty Options

1.
After entering into a phased separation agreement, a faculty member may choose to reduce the period of the phased separation by one academic year, provided that the faculty member provides notice to the Provost/VPAA by February 1 of the preceding academic year.

2.
A faculty member may not take a sabbatical leave once the phased retirement plan has begun.

Article 26.  FAC Officers' Released Time

The Chair of FAC will be treated as being a level B II chairperson, except that he/she does not participate in the summer compensation plan.  Twelve additional hours of released time will be allocated among the other four officers in a manner determined by the officers of FAC. 

Article 31.  Faculty Parking Plan

B.
Parking Agreement

1.
Initial Numbers and Locations:

The number and location of designated faculty parking spaces will be based on an optimal utilization ratio to be determined through experience.  Adjustments to the distribution or number of designated faculty spaces indicated below, if necessary, will be made as utilization data is gathered and evaluated by officers of FAC and FPC.

Lot

Reserved Faculty Spaces

K
(O’Hara)
10

S
(O’Hara)
40

F
(Behind Long Center)
16 13 

Girl Scout House South
10

Parking Structure
98 96
B Lot (Alumni Memorial Hall)
3




174 172
In addition, the five faculty-reserved spaces formerly in the Ridge Row Lot will be converted to general use spaces. Full-time faculty members with a current parking sticker whose offices are adjacent to the Ridge Row Lot may park in any space in that lot at any time. Full-time faculty members whose offices are in other parts of the campus may park in the Ridge Row Lot only if they cannot locate a faculty-reserved parking space in the other designated areas on campus. Faculty members will not be required to notify the Parking Office that they are parking their vehicles in the Ridge Row Lot.

Article 32  (Adoption Assistance Plan)
The University will reimburse the faculty member 80% of specific, documented and itemized adoption expenses up to a maximum of $2000 $3,000 in total reimbursement. Such expenses include licensed adoption agency fees, legal expenses, state-required home study fees, travel expenses, fees for authentication of documents, translation and immigration fees, uninsured medical expenses of the birth mother and charges for temporary foster care before placement.

Reimbursement will occur after the adoption is finalized. Itemized expenses must be presented for reimbursement. The maximum reimbursement to a University employee during his/her total employment with the University is $4000 $6,000.

Ordinarily, the University will provide two weeks of paid leave to any faculty member during any semester in which the faculty member adopts a child. During this two-week period, department members are called upon to cover the classes with no additional compensation.

In cases where the adopting parents are both University employees, the reimbursement is paid only once to the family unit per adoption, not to each University employee individually. In these cases, both parents will be provided with paid leave as described above.

The reimbursements described in this article will be available to faculty members who are adopting a child and to faculty members and dependents who are placing a child for adoption.

In reporting acts of rape or incest under this article, a faculty member will provide to the University’s Human Resources Department a signed affirmation from his/her primary care physician or other appropriate health care provider that the act occurred. The Human Resources Department will insure the confidentiality of this information.

Article 33.  Alternative Contract Arrangements with Physical Therapy Department
Revise Title of the Article as indicated above; revise language as indicated below:
This article describes the agreed upon alternative contract arrangement for one full-time tenure-track position in the University’s Physical Therapy Department. In some cases the dean may approve a position constituted in such a way that a faculty member’s contract rule refers to the summer and fall semesters or spring and summer semesters rather than the customary fall and spring semesters. In addition to all of the terms and conditions of the Collective Bargaining agreement (containing the Faculty Contract and the Faculty Handbook) this alternative arrangement is defined by and subject to the following conditions.

A. Acceptance of this alternative contract by a faculty member, either upon hiring or later in the faculty member’s service to the University, must be voluntary in nature. Except for situations in which an individual is specifically hired into a position that would constitute an alternative contract arrangement, only tenured faculty members will be asked on an individual basis to consider accepting such arrangements.
B. If a current faculty member on a regular contract makes the transition to this alternative contract arrangement, he or she will receive a check on May 1st of the last year of the standard contract, which will represent his or her salary for May and the deferred payments for the remainder of the academic year. 
C. During subsequent academic years for faculty members transitioning to the alternative contract, or for faculty members hired under the alternative contract, the contract period will run from June 1st until February 28th (February 29th in leap years).

D. The faculty member currently holding this position will be paid over a period of twelve months beginning June 1st and ending May 31st. 
E. For the faculty member holding this alternative contract, teaching during the spring semester, as well as the Intersession, will be considered special session teaching and will be compensated accordingly. Additionally, should the faculty member holding this contract become the chairperson of the Physical Therapy department, he or she will receive what is usually called “summer compensation” for services rendered during the spring semester.

F. Notice of non-reappointment, or of an intent to recommend to the President non-reappointment, of a probationary faculty member holding this alternative contract will be given in writing to the candidate at least three months prior to the expiration of the contract in the first academic year of service, at least six months prior to the expiration of the contract in the second academic year of service, and at least twelve months prior to the expiration of the contract in the third and subsequent academic years of service at the University.

G. In the event that the faculty member holding this alternative contract elects to return to a regular fall and spring semester schedule, he or she must notify the chair of the department and the Dean of PCPS of this intention by September 15 of the year prior to the academic year in which the faculty member wishes to return to a standard contract.

H. A faculty member wishing to return to a standard contract will not be paid during June, July and August of the year before he or she begins his or her new regular contract.

I. In the event that the faculty member holding this alternative contract elects to terminate his or her service to the University, he or she shall offer written notice of this intention to resign to the Provost/AVP at least 120 days before the date of contract expiration. The effective date of departure shall not fall within the summer or fall semesters. No resignation will be permitted to become effective during the first 30 days after the starting date or renewal date of a contract, except by mutual consent.

J. If the faculty member holding this alternative contract is not serving as a department chairperson, he or she shall be exempt from the responsibility to participate in University and department faculty meetings as stipulated in Section 5.4.H of the Faculty Handbook during the spring semester only regular semester that he/she is not teaching. However, the faculty member does retain the right to participate voluntarily in any or all spring “off” semester meetings. The faculty member shall also be informed of the agenda and supplied with the minutes of all such meetings. The faculty member maintains responsibility for all other general responsibilities as listed in Section 5.4 of the Faculty Handbook.

K. The arrangement of this alternative contract provides for a different, but no more or less legitimate, way for a faculty member to fulfill the responsibilities outlined in Sections 5.4 and 5.5 of the Faculty Handbook. No member of the faculty or administration may use the alternative nature of this contract or its provisions, in and of themselves, as a basis for assessment during the annual evaluation and/or rank and tenure process.

L. The terms and conditions agreed to herein shall not form a precedent in determining the rights, responsibilities, or employment status of any current or future faculty member.

M. The exceptional stipulations contained within this individual agreement do not in any way modify or replace the general provisions of the Faculty Handbook or any other component of the collective bargaining agreement. Changes to any part of the collective bargaining agreement that do not conflict with the terms of this agreement will immediately apply to the faculty member holding this alternative contract.

N. The members of the Physical Therapy Department shall be fully informed of the terms and conditions of this agreement. Applicable Department Chairs will be consulted whenever an alternative contract arrangement is being considered and the faculty members of the affected departments shall be fully informed of the terms and conditions of this agreement.
Article 37.  Online Course Compensation 
Faculty compensation for participation in an online program will be paid to all faculty members in consistent amounts within the online program.
Faculty compensation for teaching online courses will be as follows:
The Stipend for developing, redesigning, or delivering a three or more credit hour online course will be as follows:

1. Initial development
$5,000

2. Re-design
$3,000

3. Incentive
$1850†

4. Royalty
$300

† The $1850 incentive will be paid when the online course in an online program is taught as an overload during the Spring or Fall semester, or when it is taught as part of a special session (such as January Intersession or summer sessions).

The Stipend for developing, redesigning or delivering less than a three credit hour online course will be as follows:

1. Initial development
$2,500

2. Re-design
$1,500

3. Incentive
$925††

4. Royalty
$150

†† The $925 incentive will be paid when the online course in an online program is taught as an overload during the Spring or Fall semester, or when it is taught as part of a special session (such as January Intersession or summer sessions).
Article 38.  Reimbursement of Faculty Expenses Related to Maintenance of Program Certification or Accreditation 
Revise as indicated below:

Each faculty member is required to maintain the necessary standards required by their academic program and any professional accreditation standards. The Dean will determine and provide resources needed to maintain an academic program’s accreditation or certification within a particular college. To determine such needs, the Dean will review the accreditation standards and processes for continuous programmatic improvement within the college. Faculty will be reimbursed for incurred expenses that, in the judgment of the Dean, are necessary for maintaining academic program accreditation or certification. In order to receive reimbursement, the faculty member must receive prior approval by the Dean. The Dean’s determination of necessity will be based on the official standards and requirements of the relevant accreditation or certification body and in consultation with program faculty.
(New) Article 39  Early Childhood Learning
Children of faculty members, or the children of their eligible dependents, who are conceived in rape or incest will receive priority placement and a 100% discount at any early childhood learning center affiliated with the University of Scranton.

In reporting acts of rape or incest under this article, a faculty member will provide to the University’s Human Resources Department a signed affirmation from his/her primary care physician or other appropriate health care provider that the act occurred. The Human Resources Department will insure the confidentiality of this information.
(New) Article 40  Faculty Window Retirement Program for Faculty 

A.
Program Definition And Eligibility Criteria

1. The University will provide a Window Retirement Program for full-time faculty. Since this is a window program, this means entry into the program is limited to a specified period of time. 

2. This is a voluntary window retirement program and it must be requested in writing by the eligible faculty member.

3. The open enrollment period for an eligible faculty member to submit an irrevocable written declaration to the Provost/VPAA regarding his/her desire to retire is from September 1, 2016 to November 30, 2016. The written declaration must specify the date (as specified below) when retirement will commence. This single open window period applies to faculty who want to retire on any of the two dates listed below. 

4. Faculty members who are eligible to participate in this Window Retirement Program for Faculty must:

a.
have completed at least 20 years of full-time service with this University by August 31st of the calendar year in which the faculty member wants to retire; and

b.
have a date of birth that is before September 1, 1950.

5.
Faculty members who had full-time service in an administrative capacity at the University will have that time counted towards the 20 years of full-time service criteria.

6.
Eligible faculty members who meet the above criteria may elect to commence retirement on:

a.
September 1, 2017; or

b.
September 1, 2018;

7.
Upon retirement, the faculty member’s employment and tenure with the University is officially terminated.

B.
Program Structure

1.
Cash Payment:  A cash payment equal to the lesser of the following two items will be paid to the retiree:

a.
The retiree’s annual base salary for the academic year immediately preceding retirement, e.g., the retiree’s annual base salary for academic year 2016-17 if retiring on September 1, 2017 or;

b.
A payment of $5,000 per year for each year of full-time service.
2.
Payment Options:  The retiree may elect to have the cash payment specified above received based on one of the following options. The faculty member must specify the payment option elected in the initial written declaration to the Provost/VPAA indicating the faculty member’s desire to participate in the Window Retirement Program for Faculty.

a.
One lump sum payment payable to the retiree in September in the calendar year in which the faculty member retires.

b.
Twelve equal payments payable on the first day of the month beginning in September in the calendar year in which the faculty member retires.

c.
Two equal lump sum payments: the first payment in September in the calendar year in w
hich the faculty member retires; the second payment in January immediately following the calendar year in which the faculty member retires.

d.
In the event the retiree elects a payment option other than a single lump sum payment, and the retiree subsequently dies before all payments are made, all remaining payments shall be paid to retiree’s estate in a single lump sum payment.
3.
Taxes:  All applicable taxes will be deducted from the above cash payment.
4.
Pension Contributions:  The cash payment is not eligible for University or employee pension contributions.
5.
Health Insurance for the retiree:  The University will provide and pay 80% of the premium for Medicare wraparound health insurance (e.g., Senior Blue) through the University’s Medicare wraparound program for the retiree only for the first three years of retirement; the University will provide the same and pay 50% of the premium for the next five years of retirement. The retired faculty member is responsible for paying his/her own Medicare Part B premiums. Beyond the eight year period specified here, the retiree may continue to participate in the University’s wraparound health insurance plan, provided the retiree pays 100% of the applicable health coverage premiums.
6.
Health Insurance for the retiree’s spouse and/or eligible dependents:  The retiree’s spouse and/or eligible dependents may continue to participate in the University’s health insurance plans after the faculty member retires, provided the retiree pays 100% of the applicable health insurance premium. If the retiree dies, the eligible spouse and/or dependents may continue to participate in the University’s health insurance plan as long as the spouse and/or eligible dependents pay 100% of the health insurance premium. If the University no longer offers health insurance coverage to full-time faculty, the University’s obligation to allow the spouse and/or eligible dependents of the retiree to participate in the University’s health insurance plan ceases at the same time. If after consultation with FAC it is agreed that a vendor can no longer be contracted with to provide Medicare wraparound health insurance for retirees, the University’s obligation to allow the retiree’s spouse to participate in the Medicare wraparound health insurance ceases at that time.
7.
Dental and Vision Coverage for the retiree:  The University will provide and pay 80% of the premium for dental and vision coverage through the University’s dental and vision plans for the retiree only for the for the first three years of retirement; the University will provide the same and pay 50% of the premium for the next five years of retirement. Beyond the eight year period specified here, the retiree may continue to participate in the University’s dental and vision plans, provided the retiree pays 100% of the applicable dental and vision coverage premiums. If the University no longer offers dental and/or vision coverage to full-time faculty, the University’s obligation to provide dental and/or vision coverage to the retiree ceases at the same time. If after consultation with FAC it is agreed that a vendor can no longer be contracted with to provide dental and/or vision plans for retirees, the University’s obligation to provide such coverage to the retiree ceases at that time.  In no situation is the University obligated to a dental or vision plan premium greater than the full dental or vision premium the University pays for full-time faculty at that time.
8.
Dental and Vision Coverage for the retiree’s eligible spouse and/or dependents:  The retiree’s spouse and/or eligible dependents may continue to participate in the University’s dental and vision plans after the faculty member retires, provided the retiree pays 100% of the applicable dental and vision coverage premiums. If the retiree dies, the eligible spouse and dependents may continue to participate in the University’s dental and vision plans as long as the spouse and/or eligible dependents pay 100% of the applicable dental and vision coverage premiums. If the University no longer offers dental and/or vision coverage to full-time faculty, the University’s obligation to allow the spouse and/or eligible dependents of the retiree to participate in the University’s dental and/or vision plans ceases at the same time.  If after consultation with FAC it is agreed that a vendor can no longer be contracted with to provide dental and/or vision plans for retirees, the University’s obligation to provide such coverage to the retiree’s spouse ceases at that time.
9.
Life Insurance:  Conversion privileges as defined by the carrier are available after August 31st in the calendar year in which the faculty member retires. Conversion must occur within 30 days of retirement.
10.
Tuition Remission Benefits:  Tuition remission benefits for the faculty member, spouse, and eligible dependents as defined in applicable bargaining agreements will remain in force after the faculty member retires. 
11.
Disability Insurance:  Disability insurance coverage ends on August 31st in the calendar year in which the faculty member retires.
12.
Workers’ Compensation:  Workers’ Compensation coverage ends on August 31st in the calendar year in which the faculty member retires.
13.
Other Benefits After Retirement: - Participants in this window program are eligible for all other benefits provided to regular faculty retirees.

Proposed Changes to the Faculty Handbook
Section 4.5
Compensation of the Chairperson Rubric and Schedule for the Determination of Chairperson Compensation
The compensation scale for the full-time faculty who serve as chairpersons is a matter for the collective bargaining agreement between the Faculty Affairs Council (FAC) and the Faculty Personnel Committee (FPC). In general, the chairpersons are compensated with reduced teaching loads and/or monetary remuneration for service over the twelve month calendar. The current provisions for chairperson compensation may be obtained from a FAC officer or the Provost/VPAA.
All language below pertaining to Section 4.5 is new.

A.
Determination of Departmental Level. To determine the departmental chair compensation scale, departments are divided into levels based upon a score calculated for each department, utilizing a formula incorporating the five variables described below. The score is meant to quantify chair workload. The score for each department will be recalculated every three years by a FAC/FPC subcommittee drawn from the negotiating teams, based upon data from the three years of the expiring contract. The number of different levels into which departments are divided, based upon the range and distribution of departmental scores, will be determined upon evaluation of the data at the time of contract renewal.
B.
Score Formula Variables. Variables of the formula include: 1) total number of sections of courses delivered by a department (Sections; see E.1 below); 2) the number of students who are pursuing a major within a department (Majors; see E.2 below); 3) the number of academic programs within a department (Programs; see E.3 below); 4) the departmental budget, calculated from specific 700 and 800 budget lines (Resource Management; see E.4 below); and 5) Additional Responsibilities (see E.5 below).

C.
Scaling of Score Formula Variables. With the exception of the Additional Responsibilities variable, which is assigned a value of 0 or 5 for each year of the expiring contract (see E.5 below), departmental values for each variable are scaled on a 0-10 scale, without rounding, by dividing each department’s total, as determined by each rubric (Section E), by the greatest departmental total for each rubric, then multiplying each quotient by 10.
D.
Departmental Score Formula. Utilizing the variables defined in B above, the formula for calculating each department’s score is

Score = 2 x (Sections + Majors) + Programs +Resource Management + Additional Responsibilities,

resulting in department scores that may range from near 0 to 65.
E.
Rubrics for Determination of Score Formula Variables. The rubric for determining the value of each score variable, the source data used, and any variable adjustments that may be required due to shared programs, is detailed below. 
1.
Sections Variable. The Sections variable replaces the FTEF variable used in past contracts and is designed to reflect aspects of chair workload related to such tasks as course scheduling; guidance and evaluation of full-time faculty; hiring, assignment, training and evaluation of part-time faculty; and acquisition, assignment and evaluation of graduate teaching assistants.

Banner data will be used to determine the total number of course sections scheduled by each department throughout the three years of the expiring contract. Those data are complete and static by February of the last contract year, at which point the data may be pulled. The following semester codes will be used, which capture all courses offered: 10 (Fall); 15 (Special Fall); 20 (Intersession); 30 (Spring); 35 (Special Spring); 40 (Summer); and 45 (Special Summer). Only “active” courses will be included, which omits cancelled courses. Schedule Types to be included are: travel load; intership load; HAHR special internship; lecture; practicum; on-line web based; activities; lab; clinical; and telecourse. This eliminates from the data such courses as independent studies, readers and tutorials. The spreadsheet code to pull the Banner data for each department is “SCBCRS_DEPT_CODE”, which shows the courses scheduled by each department chair.

The three year’s worth of data are totaled for each department. The totals are then translated to a Sections variable value in the range of 0-10, as described in Section C above. In the final formula, the value of this variable is doubled, as shown in Section D above.
2.
Majors Variable. The Majors variable reflects the number of students for whom a department is primarily responsible. Data for the Majors variable are pulled from IPEDS data collected by Institutional Research. Annual data are frozen September 1 and are available October 1.

For each major associated with a department, the number of students in the major are totaled. Each year’s total includes all cohorts (i.e., freshman, sophomores, etc.). Both undergraduate and graduate programs are counted, as are majors in online programs. (Through the end of  the 2014-15 academic year, BISK program students are not counted, as BISK students were not managed by the department chair.) The total number of majors for each of the three years of the expiring contract are summed to arrive at a grand total.


For interdisciplinary programs, the number of majors is split between the departments responsible for those majors (see table below). In addition, IPEDS data were adjusted to ensure that Nurse Anesthetist majors were attributed to the Nursing department and undergraduate International Business majors were attibuted to the Economics/Finance department.

	Major
	Algorithm for attributing majors to Depts

	Neuroscience
	Split equally between Biology and Psychology

	BCMB
	Split equally between Biology and Chemistry

	Environmental Science
	Split equally between Biology and Chemistry

	Media & Inform. Tech
	Split majors equally between CS, Physics/EE and Comm

	Business Administration
	Divide MBA majors 4 ways between Econ/Fin, Mgmt/Mkt, Accounting and OIM; except divide MBA Healthcare Mgmnt track 5 ways, with 4 depts above and HA/HR

	Computer Engineering
	Split majors equally between CS and Physics/EE



Three-year majors totals are translated into a Majors variable value in the range of 0-10, as described in Section C above. In the final formula, the value of this variable is doubled, as shown in Section D above.
3.
Programs Variable. The Programs variable is designed to reflect the number of programs for which a department is responsible. Data for the Programs variable is the same data from which the Majors variable is determined. The following rules are used in determining the total number of programs:

· only programs that have at least seven (7) majors (across all cohorts) in a given academic year are counted as a program;

· undergraduate and graduate programs are counted separately;

· interdisciplinary programs are split between departments (i.e., for a program split between two departments, each department would get credit of 0.5 for that program), the split is the same as that described in the table in Section E.2 above; and
· a program that has no Program Director is counted twice;


Three-year program totals are translated into a Program variable value in the range of 0-10, as described in Section C above.

4.
Resource Management Variable. The Resource Management variable is meant to reflect the workload associated with the department chair’s management of the department’s budget. This variable replaces the Facilities variable that was employed in previous contracts. Data for the Resource Management variable is Banner data obtained by the Treasurer’s office and includes the budget numbers for the three years of the expiring contract. “Budgeted” rather “Actual” values are used for each departmental budget.

The budget data is comprised of the following budget lines for each department: 710713 (Equip Maintenance); 710743 (Transportation); 710791 (Lab Supplies); 710795 (General Consumables); 710798 (Micro Supplies); 730800 (New Equipment); 730805 (Replacement Equipment).

Three-year budget totals are translated into a Resource Management variable value in the range of 0-10, as described in Section C above.

5.
Additional Responsibilities Variable. The Additional Responsibilities variable is meant to reflect the departmental chair workload related to such duties as accreditation, governmental regulations and organization of internships and clinical rotations. For a given year, a department is given a variable value of either 0 or 5 depending upon whether the department fulfills any of the following criteria:
· it runs an accredited program;

· it must fulfill state regulation or approval for one of more of its programs; or
· it must contract with internship or clinical sites that are off-campus (with documentation provided upon request).


If a department’s situation with respect to fulfilling any of these criteria changes within the span of the contract, then the variable value for the three contract years will be averaged.
Section 5.4 General Responsibilities of Full-time Faculty Members
Revise as indicated below:

The general responsibilities of full-time faculty members include the following: 

A. Satisfactory fulfillment of teaching/librarianship duties and other assigned responsibilities; 

B. Observance of promulgated academic regulations concerning class attendance, cancellation of classes, examinations, and grades; 

C. Preparation, proctoring, and grading of student examinations; direction, reading, and evaluation of student papers, reports, theses, and dissertations where such are part of departmental programs; 

D. The regular academic advising and guidance of students. Each faculty member is expected to maintain scheduled office hours and be familiar with academic regulations and the curriculum of his or her department. Office hours, which are to be distinct from actual teaching hours, shall be subject to the approval of the chairperson and Dean and shall be posted on the office door of the faculty member. Three hours a week, allocated on at least two different days, will be considered the minimum requirement for office hours; 

E. Involvement in the development and improvement of the academic program and curriculum of the department; 

F. Participation in the University’s assessment efforts, particularly as they relate to regional or national accreditation requirements;

G. Involvement in scholarly research with a view to publication; 

H. Participation in learned societies and educational organizations and in community service; 

I. Participation in University and department faculty meetings and in committee work; 

J. Preparation of course syllabi that include student learning outcomes for the course, current copies of which are to be submitted to the department and distributed to students; 

K. Cooperation with the chairperson and deans in enforcing academic regulations; 

L. Maintenance of a high standard of conduct, integrity, trust, and professionalism when dealing with students, other faculty, staff, administrators, and the public; 
M. Compliance with all federally mandated policies, such as the Affirmative Action Plan and the Drug-Free Workplace Policy. Such policies are available in the Human Resources Office

Section 5.10  Outside Employment
Revise as indicated below:

A full-time faculty contract obligates the faculty member to devote the major portion of his or her energies to meeting faculty responsibilities. Accordingly, a faculty member wishing to engage in outside employment (for example teaching or coaching at other educational institutions or regular or continued employment in a business or professional enterprise) will provide the Provost/VPAA, in writing, with the non-financial details of the employment. The Provost/VPAA, after consulting with the appropriate chairperson and Dean, will grant or refuse approval, in writing. If the request is refused, the reasons for the refusal must be given. An approval, once granted, is to be renewed annually if the employment is continuing. Upon the request of FAC, a list of all those who have sought such approval, and the decisions rendered, will be given. During the individual faculty member’s annual contract period, employment with institutions in competition with the University constitute an inherent conflict of interest and are not permitted.
In those cases where individuals with specialized skills can only be obtained by hiring persons already employed, an exception to the above regulation should be explicitly included as part of the faculty member's contract, and FAC should be notified. 

Short term employment (e.g., a consulting assignment) that does not conflict with the faculty member's responsibilities to the University does not need approval.
Section 9.0  Faculty Travel Fund

Revise as indicated below:

University funds will be budgeted each year to support faculty travel to professional meetings for the following purposes: 

A. To enable faculty to present papers, chair sessions, or serve as discussants; 

B. To provide for professional development of faculty. 

Priority is given to those presenting papers. Detailed guidelines and deadlines for applications will be announced by the Provost/VPAA within the first month of each academic year. Applications are reviewed by the Faculty Travel Committee. Travel policies, including such matters as rates for mileage, meals, etc., are administered within the University's travel policy. 

Travel for programmatic purposes, e.g. for training sessions, continuing education, licensure, or programs for credit is not funded through the Faculty Travel Committee. Faculty should process requests for such travel through their Dean, who shall have the discretion to allocate or not allocate funding. The Dean may not, however, allocate funds for any travel that falls under the purview of the Faculty Travel Committee. 

Section 9.0 shall not be read to limit the capacity of the Provost/VPAA to pursue special faculty enhancement initiatives requiring the allocation and disbursement of funds. Nothing in this section shall be construed to limit the right of the Provost/VPAA to pursue special faculty development initiatives by allocating specifically budgeted funds to faculty enhancement.
Appendix IV:  
Composition of Search Committees for President and Other Academic Administrators

Revised as indicated below 

A. Presidential Search Committee: 

The President is the Chief Executive Officer of the University. Because there is the possibility of the President receiving tenure at the time of appointment, faculty will have representation on the Presidential Search Committee. The number of faculty representatives will be determined by the Board of Trustees. Such faculty representative(s) will be elected by the faculty. 

B. Search Committee for Provost/VPAA: 

· Two members nominated by the Board of Trustees; 

· One Two University administrators appointed by the President; 

· One full-time faculty member elected by and from each of the colleges with their own academic departments, and one additional full-time faculty member elected at large; 

· One member of the University professional staff; 

· Two students, each of whom must come from a different college. 

The faculty, student, and professional staff members shall be selected under the supervision of the appropriate representative bodies, or in their absence, the University Governance Committee. 

C. Search Committees for Academic Deans and Associate Academic Deans: 

· Two University administrators appointed by the President; 

· Faculty member: 

· If the college seeking a Dean has its own academic departments or when the Library is seeking a Dean: 

Two full-time faculty members elected by and from that college/the Library, and one other full-time faculty member elected at large; 

· If the college seeking a Dean does not have its own academic departments: 

One full-time faculty member elected by and from each of the colleges with their own academic departments; 

· One member of the University professional staff; 

· One student enrolled within the college seeking a Dean or, in the case of the Library, one student chosen by an appropriate student governance body. 

The faculty, student, and professional staff members shall be selected under the supervision of the appropriate representative bodies, or in their absence, the University Governance Committee.

D. Search Committees for Other Academic Administrators including Associate Provosts:

· One Two University administrators appointed by the President; 

· Two members of the University professional staff appointed by the Provost/VPAA; 

· One full-time faculty member elected by and from each of the colleges with their own academic departments, and one additional full-time faculty member elected at large. 

The faculty members shall be elected under the supervision of the Faculty Senate. 
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