Faculty Handbook Committee
April 15, 2026
Maucker Plaza Conference Room

Voting Agenda
What needs to be removed for further discussion?

1. Chapter 8: Clean Up. Eliminate Redundancy.
a. Redlined & Clean Version

2. Chapter 3: Reformat for clarity. Eliminate Redundancy.

a. Redlined Section 3.0-3.12
b. Redline Section 3.13-end
c. Clean Chapter 3

3. Chapter 3: 3.13g/f: Faculty Petition Parameters

a. Insert revised language here from Chris/Kenneth
Chris/Theresa/Kenneth discussed this and did not come to a solution. We
suggest this needs further discussion, and we further note that there is an active
petition providing a strong “test case”. Its final outcome, either through internal
resolution or arbitration, may provide the Handbook Committee with a better
understanding of how to establish parameters that balance the interests of the
University and the Faculty.

4. Chapter 3: 3.1f/3.2b.2MOU Option

a. Paragraph 3.2b.2 MOU Option
If substantive revisions occur that affect a probationary faculty member, the

faculty member may request an MOU no later than May 1 documenting the
application of the new or prior standards. The MOU must be approved by the
PAC Chair, Department Head, and Dean and placed in the Faculty Evaluation
File.

5. Chapter 3: 3.6d Clarify timeline of materials submitted
a. Addition: For third-year probationary, promotion, tenure, or Post-Tenure Review
cases, faculty will reflect cumulatively on all years since their last review by
preparing a Faculty Narrative.

6. Chapter 3: 3.7b Shift to the required SPOT assessment each semester

a. Student assessments are one tool for evaluating teaching and must be used
formatively to improve teaching and learning. Student assessments must be


https://docs.google.com/document/d/1k2AmdIO_33XVEAvFJ-pYyz1eF4mZ756y2XpjVxnDHPE/edit?usp=drive_link
https://docs.google.com/document/d/1-P6rrGVELuFVRHmIqeS4auwMtiDoPGyV/edit?usp=drive_link&ouid=107084383924491200051&rtpof=true&sd=true
https://docs.google.com/document/d/1yeSr0gDZWgRJ6hM84ywHGuq9QeUKHU9Xyr31HIpXJXA/edit?usp=drive_link
https://docs.google.com/document/d/1B5fRyP8-Q81HrJru3xL-vM1_LF7mq7kJqcLsbIlSm4g/edit?usp=drive_link

administered each semester/term for all faculty. Results must be transmitted to
the faculty member within ten (10) working days after grades are due and placed

in the Faculty Evaluation File. Ferured-faculty-may-cheese-whetherto-ineclude
Springand-Stmmerrestits:

7. Chapter 3: 3.15a.2

a.

Paragraph 3.15a.2 Early Promotion or Tenure
Because sufficient time is necessary to demonstrate consistent levels of meeting

or exceeding expectations of cumulative performance which are expected across
a normal six year evaluation period, the awarding of tenure and promotion one
year prior to the sixth year of service is exceptional and rare and reserved for
cases of consistent, exceptional performance, as defined by Departmental
Standards and Criteria. Due to the shortened evaluation time period, candidates
are expected to surpass the cumulative Departmental Standards & Criteria in the

area of teaching, scholarship, and service.-See-speeific-departments-Standards&
GCriteriaferguidanee:

8. Chapter 4: Revise Summer Research Fellowship language to reflect current award
structures.

a.

Section 4.16 Summer Research Fellowships
The university shall allocate funds for Summer Research Fellowships each year.

Subdivision 4.16a Eligibility

Fellowships will be available to any full-time tenured or tenure-track faculty with a
current appointment, with preference given to probationary faculty. All else being
comparable, preference will also be given to research/projects that include
working with students. Recipients may not receive a Summer Research
Fellowship in consecutive years. A faculty member who receives a Professional
Development Assignment is ineligible to receive a Summer Fellowship during the
subsequent summer (this is a change from being ineligible the summer before
and after).

Subdivision 4.16b Format

The Summer Research Fellowships shall consist of a four-week period during the
months of May, June, or July (as budget is available). The details concerning
application guidelines and requirements will be found on the Division of Graduate
Studies website.

Subdivision 4.16¢c Compensation
During the Summer Research Fellowship period, recipients generally cannot hold

another assignment or receive additional compensation from the university.
However, recipients may receive compensation from other sources up to a total
amount equal to their standard 1/9 salary if the projects funded by other sources



also relate to the focus of the Summer Research Fellowship Proposal. Some
exceptions may be allowed with the approval of the department head, Graduate
Studies, and the Associate Provost for Faculty (this is a change allowing some
exceptions to address challenges related to the fiscal year budget and timing
may be allowed)

9. Chapter 7: Clarify the language for when a course is low-enrolled and considered for

closure
a.
b.

Draft language from Matt

In the event a summer or winter term course is deemed to be under enrolled an¢
eensiderferelesdre, the faculty member may elect to teach the course with an
alternate compensation method. In such cases, faculty will be paid based on a
per-student basis at 65% of tuition generated at the appropriate tuition rate up to
a maximum of 1/27th of the faculty member’s nine-month salary (or the part-time
rate for adjunct faculty) for each credit hour. With the approval of the cognizant
relevant dean, this compensation approach may also be applied to non-traditional
courses (such as applied music, independent study, etc.). At the time in which the
faculty member has to make a decision on whether to offer a course, the faculty
member will be guaranteed a minimum salary based on the enrollment at that
time. If the conditions to offer the course are not agreed upon by the faculty and

administration, administration will be responsible for finding a suitable
SUBSHUOAIGEWAVINGNRENECUMEATEAUISE il then be considered for closure.

Note for further discussion: This revision may not do much to reduce perceived
pressure to offer the course, but we could consider adding a statement of next
steps following closure. For example, “If a course is closed which delays student
timelines, administration will be responsible for finding a suitable substitution or
waving the requirement.”

10. Chapter 9: From HR

a.

Remove: Section 9.1 Salary Payments

Rationale: HR is considering moving all faculty to 12-month payments

11. Chapters 11-13: Resolve inconsistencies related to “election of forum” language across
the three chapters
a. Add election of forum language to Chapter 11:

If a faculty member files any claim or complaint in any forum other than under this
Chapter, then, while the complaint is pending or if it has been adjudicated, the
University shall not be required to process the same or a substantially equivalent
claim through the procedures of this chapter.

12. Resolve inconsistencies in class, calendar, business, and summer days language in the

FHB



Chapter 11: Not Defined.

Chapter 12: Class days. Class days during summer session will not be counted
except by written agreement.

Chapter 13: Class days. Class days during the summer session will be counted
for faculty with summer appointments, except by written agreement.

Old Master: Class days during summer appointments counted unless mutually
agreed upon. Class days for faculty not on a summer appointment are not
counted except upon mutual agreement.

Proposed for all 3 chapters: Class days during summer appointments will be
counted unless mutually agreed upon by the Petitioner and the Faculty Petition
Committee. Class days for faculty not on a summer appointment are not counted
except upon mutual agreement.



Discussion Agenda

1. Chapter 10: Does Chapter 10 belong in the FHB? [HOLD Until Next Year]
2. Chapter 2: Remove the 8% cap on renewable term faculty [HOLD Until Next Year]
3. Chapter 12: Faculty Petition Committee Membership
a. draft language from Kenneth/Chris/Theresa:
Subdivision 12.3a Faculty Petition Committee

After seeking informal resolution with the appropriate person or office to the
extent possible, a faculty member may share their Faculty Petition with the
Faculty Petition Commlttee (the “FPC”)—eFeHe-ef—i-ts-membeﬁs The FPC shall
consist of v i - :
deagne&eﬁhe—Pﬁeﬁfee{—%Hﬁ&ed—Faet%yAﬁee-PFeeﬁeﬁ{—aﬁd-% the Chalr of
the Faculty and three Faculty Senate members designated by the Chair of the
Faculty Senate. The Chair of the Faculty shall chair the FPC, with the right to
vote. In the spirit of shared governance, the Associate Provost for Faculty and
United Faculty Vice President, or their designees, shall be invited to attend FPC
meetings when deemed practical and beneficial for shared governance.

4. Merit Formula [HOLD until Next Year]
a. Consider a subcommittee?

Subdivision 3.13m Awarding of Annual Merit

First, promotion raises (See Section 9.2) shall be dispersed from the merit and promotions pool
(see the Collective Bargaining Agreement) to individual faculty members. Second, the remaining
merit pool shall be allocated to each college based on each college's percentage contribution to

the overall faculty salary budget. aceergingto-the-rumberof-merit-cligiblefaculty FE{(rota
pereentage-ofsatary)-withinthe-eellege: Third, department heads assign individual faculty

member merit ratings in their Annual Review evaluation, based on the Departmental Standards
and Criteria Document. Finally, merit awards are dispersed to individual faculty members within
the college according to the individual faculty member’s Merit Score. There shall be no deviation
from the utilization of the university merit formula in each college.

Merit pay is added to the faculty member’s base pay. A letter with the following year’s salary,
designating the increase to base pay and merit award amount (if applicable), shall be distributed
to faculty by Human Resource Services.

Paragraph 3.13m.1 Eligibility for Merit

When not specified in the Collective Bargaining Agreement, all tenured, probationary,
renewable term, and term (1-4) faculty are eligible for merit pay.

Paragraph 3.13m.2 Merit Formula

The department head shall calculate a total merit score for each faculty member based
on their portfolio and performance as measured by the Departmental Standards and
Criteria Document. Department heads shall assign full points up to a maximum of 4



points for each area of performance (teaching, scholarship, service). Then, they multiply
each designation by the percentage for that area (teaching, scholarship, service) of the
faculty member’s official portfolio assignment (standard, extended teaching, or approved
modified portfolio) as designated in this handbook. The department head will add the
score for each area to determine the faculty member’s Merit Score.

Merit Calculation Summary:
“Exceeds Expectations” = 4 the percentage
“Meets Expectations” = 1,2,0or3 x foreach area

“‘Needs Improvement” = 0 of official portfolio

Faculty member’s Merit Score = (Teaching rating x teaching portfolio percentage) +
(Scholarship rating x Scholarship portfolio percentage) + (Service rating x Service
portfolio percentage)[1] [2]

Only faculty who receive a 1 or above in each area will receive merit pay in a given year.
(Faculty members who receive a 0 in any area will receive an overall 0 for their Faculty
Member Merit Score and are therefore ineligible for merit.) The total amount allocated for
merit pay is divided by the total number of points for all faculty (ranging from 0 to 4 for
each faculty member) within each college. For the calculation of the merit pool of
available funds, those who will receive no merit (a “0” merit score) are excluded from the
total number of faculty in each college merit pool for that year. The quotient is how much
each point is worth. For each faculty merit award, the following formula will be used:;

Faculty Merit Award Amount = (Total Amount Allocated for Merit Pay to a College) /
(Total Number of Merit Points for All Faculty within Each College) * Faculty Member’s
Merit Score * [(Faculty Member’s Current Salary) / (Average Salary within the College)]

The total merit funds disbursed cannot exceed the amount allotted for merit in a given
year.

*kkkkkkkkkkkhkkk

Here is an example of how this modification will work:



Formula 1: The goal is to anchor merit increase to a faculty member’s salary.

Faculty Merit Award Amount = (Total Amount Allocated for Merit Pay to a
College/Total Number of Merit Points for All Faculty within Each College) *
Faculty Member’s Merit Score * (Faculty Member’s Current Salary/Average
Salary within the College)

Example using a hypothetical example:

Total Amount Allocated for Merit Pay to a College = 10000

Total Number of Merit Points for All Faculty within Each College = 50)
Faculty Member’s Merit Score =3

Faculty Member’s Current Salary = $100,000

Average Salary within the College = $75,000

Merit raise calculation = (10000/50) * 3 *(100000/75000) = 800



