
PSU-AAUP - Successor Contract Ratification Summary 
 
Below is a brief summary of the agreements that are yet to be ratified to complete the current 
contract negotiations. They are in the order that they have been agreed upon, not the order they 
will appear in the contract. Some items that will appear in the final contract are not included here 
since they have already been ratified to allow for early adoption.  
 
What you will see in the linked PDF document is not the contract in its entirety and final format. 
Rather, you will see a series of agreements of different types. Each agreement resolves an 
issue or a set of related issues with language that will be inserted into the contract during the 
ongoing “housekeeping” phase. The labels for the different types of agreement are: 
 

● Tentative Agreement (TA): resolves an issue identified by one or both parties at the 
start of the bargaining process. 

 
● Memorandum of Agreement (MOA): resolves a new issue that emerged after 

bargaining was underway and the parties consented to add it to the agenda. Several 
MOAs concern issues related to the pandemic. A TA that requires ratification before the 
contract has been finalized may also become an MOA for that purpose – e.g., the MOA 
on COLAs that took effect in January and February. MOAs can become part of an article 
in the contract or be appended to the end of a contract. 

 
● Memorandum of Understanding (MOU): identifies agreed-upon approaches to 

resolving an issue or clarifies the interpretation of existing contract language. 
 
Many MOAs and MOUs have already been ratified by the membership. This ratification vote 
considers the remainder of TAs, MOAs, and MOUs necessary to complete the new contract. 
These are listed in chronological order of the date of agreement and are identified by the Article 
in which the new or revised language is to appear. Where the agreement concerns a revision of 
existing language, you will see that formatted as a strike-out or addition. 
 

Articles, TAs, MOAs, and MOUs 
Article 26 - Holiday Closures (pg. 6) 
If the university is closed, researchers may come to campus if necessary, for their research. 
 
Article 17 Section 9 - Alternative work arrangements and flexible schedules (pg. 7) 
Procedures for AP to obtain and be evaluated on alternative work schedules including remote 
work, compressed schedules, non-standard workdays, and flex time are more clearly explained. 
APs can make up time for a temporary need for time off like a doctor’s visit where the time can 
be made up outside of regular business hours. 



 
Article 17 Section 12 - Service to the University (pg. 9) 
Service to the university by an AP will be considered part of the regular workload if assigned by 
the supervisor or agreed upon by the member and supervisor. APs may still participate in 
service even if a supervisor doesn't agree that it is part of the regular workload if it doesn’t 
interfere with the regular workload. 
 
Article 10 Section 9 - (MOA) - New Hire Orientation update to include HB 2016 provision 
(pg. 10) 
The University will provide the AAUP with 30 minutes to meet with new employees of the AAUP 
bargaining unit at campus wide New Hire and Faculty orientations. 
 
Article 24 Section 9 - Faculty Workload/Work Distribution (pg. 11) 
The agreement recognizes that Tenure Track and Non-Tenure Track faculty members will not 
be assigned unreasonable or excessive workload. A new procedure for addressing workload 
concerns for faculty has been created. This mirrors the process already in place for APs. 
 
Article 17 Section 3 - Description of Structure (pg. 13) 
The new job groupings (families) and levels have been updated. 
 
Article 17 Section 4 - Annual Review of Position Description and Request for Review of 
Position Placement (pg. 14) 
AP position descriptions will be reviewed annually. An appeal procedure has been established if 
APs feel their position description or position placement is not correct. 
 
Article 22 - Section 3e - Incorporate the Faculty Senate procedure “Elimination of 
Academic Units” into the CBA (pg. 18) 
Language was added to reflect the change in the procedure for the elimination of units that was 
agreed upon in the Faculty Senate. 
 
Article 19 Section 3 - Professional Development and Support (pg. 20) 
The annual contributions to the IPDA accounts will remain at $1100 for TT, $600 for NTTF, and 
$500 for APs. Members hired mid-way through the year will have a prorated amount added to 
their IPDA accounts. Members hired at 0.5-0.74 FTE will have 75% of the total amount. 
 
Tentative agreement - Status Quo (pg. 23) 
An agreement that status quo would be maintained for monetary levels in Articles 19, 14, 30, 
and 31 (IPDA, Faculty Development Grant, Promotion and Tenure, Retirement, and Insurance. 
 
LOA - Task Force on State of Academic Freedom at Portland State University (pg. 24) 
A Task Force on the State of Academic Freedom at Portland State University is to be created 
that will include representatives from the Association, Faculty Senate, and the Office of 
Academic Affairs. 
 



Articles 12 and 24 - Academic Freedom (pg. 25) 
A guide detailing resources and support available to members of the university community who 
are experiencing harassment or other undo pressure from individuals or groups off campus will 
be made. 
Article 12 - Language will be added: “The University affirms its continued commitment to the 
protection of academic freedom with changes in the political and technological landscape.” 
Article 24 - Academic Freedom 
The aforementioned guide will be referenced in Article 24 section 4. 
 
Research Bridge Funding Pilot Project (pg. 27) 
The research bridge funding has been extended for fiscal years 2021 and 2022 for the amount 
of $70 000. 
 
TA on Ad Hoc Committee on Student Evaluations (pg. 32) 
An Ad Hoc Committee will be tasked to Craft Language on Diversity, Equity, and Inclusion for 
the University Promotion and Tenure Guidelines and to examine how student evaluations and 
course surveys should be used in faculty reviews and promotions. 
 
Article 11 - Release Time (pg. 33) 
Minor revisions to how AAUP members are released from their duties to perform bargaining.  
 
Article 17 section 5 and 6 (pg. 36) 
Section 5 - APs moving into a new job level with a salary higher than the maximum will retain 
their salary. APs moving into a new job level with a salary lower than the minimum will have 
their salary raised to meet the minimum. 
Section 6 - Beginning July 2022, any AP who has worked at PSU for more than four years will 
receive a $1600 salary increase at their next evaluation, if their annual evaluations have been 
rated satisfactory or above. AP’s will be eligible for pay increases every four years thereafter. 
 
Internal Postings (pg. 38) 
Any AP or NTTF laid off before Dec 2021 on the recall list can apply as internal candidates 
during the 10-day internal posting of AP positions. 
 
Effects of Implementation of the Accommodations Testing Program (pg. 40) 
In response to the University's refocused plan for student accommodation testing procedure, 
training will be provided to faculty concerning accommodation testing and proctoring. Reports 
will be provided to AAUP that will assess the impact of these changes. 
 
AP Performance Improvement Plan (pg. 50) 
The University will provide support and training for supervisors about the AP evaluation process. 
If an AP receives a negative evaluation, a written performance improvement plan will be offered 
by the supervisor. 
 
Article 25 - Streetcar access (pg. 51) 



In response to PSU losing access to free ridership on the Portland Streetcar, it has been agreed 
that AAUP members will be offered Streetcar passes at the PSU negotiated discounted rate. 
Any member who needs to use the streetcar to commute between work sites can obtain a letter 
from their supervisor to get a pass valid for the current academic year. 
 
Article 32 – Leaves (pg. 52) 
A new article has been created outlining the variety of leaves available to members. Sabbatical 
leave has been moved into this article.    
 
LOA for Article 18 Section 2(f) - Transition into new PCAR process (pg. 64) 
To transition NTT-CA instructional faculty members from the previous 3-year review cycle to the 
new 5-year review cycle it has been agreed that members' next review date will be 5 years after 
their last evaluation. Since a pay increase has been linked to a positive PCAR review, members 
who received a positive PCAR at the three-year ark will be eligible for the newly negotiated 
PCAR salary increase effective September 16, 2022 without the need to undergo another 
evaluation. 
 
Supplement to COVID impact MOA Effects of Reopening from Campus Closure revised 
provision for return to campus from remote work (pg. 66) 
Members returning from remote work to campus before Dec 2021 will receive 3 weeks’ notice 
that they will be required to return. This is in addition to previously negotiated provisions 
concerning the return to campus after the pandemic. 
 
Article 18 Section 2f (all of Article 18 is included)- post continuous appointment reviews 
(pg. 70) 
NTT-CA instructional faculty members will be evaluated on a 5-year cycle. Dossiers will be due 
October 1 the year members are eligible. 
 
Remainder of Economic Issues (pg. 85) 
Some economic issues have already been ratified to allow for timely implementation (including 
COLA). Details of outstanding issues including: 

● Inversion, Compression & Equity Adjustments salary adjustments to bring salaries closer 
to market values,  

● Salary minimums have been updated. 
● Tenure-related promotion salary increases will be 8%. 
● PTR salary increases will be maintained at $4,788. 
● PCAR salary increases will be $1,900 starting September 2022 that will be effective Sept 

2023. 
● APs reassigned to a higher level within the same job family will receive a pay increase of 

$2237 (9 month) or $2723 (12 month). 
● APs will be eligible for $1600 salary increase every 4 years (see Article 17, 6(b) for 

details) 
● There are no changes to insurance or retirement benefits. 

 



We have agreed to discuss economic details of the contract again after 2 years (which will be 
Nov 2021). This will allow discussions to consider the financial situation of the university after 
the pandemic.  

This contract will expire November 30, 2024. 

Covid-19 Retirement Transition Program (pg. 97) 
Tenured faculty wishing to retire between July 1, 2021-June 30, 2022 can work at 0.5 FTE while 
maintaining full pay, and then would relinquish tenure by June 2022.  

Article 24, Section 10 - Remote Work (pg. 99) 
A new section to the contract has been added that outlines remote work, how to apply and 
some provisions that accompany the university’s remote work policy.  

Housekeeping (pg. 102) 
In this section it is agreed where all items added to or modified in the contract prior to the start 
of negotiations are to be placed in the next contract. This will be done again post ratification of 
the above agreements to bring all items into the current contract either as contract language or 
appended MOA, MOU, or LOA. 





7HQWDWLYH�$JUHHPHQW��7$���
0RGLILFDWLRQV�WR�$UWLFOH�����
$OWHUQDWLYH�6FKHGXOHV��

-XQH����������
�
�6HFWLRQ����$OWHUQDWLYH�:RUN�$UUDQJHPHQWV�DQG�)OH[LEOH�6FKHGXOHV�ϭ�

�D��3XUSRVH��7KH�8QLYHUVLW\�UHFRJQL]HV�WKDW�DOWHUQDWLYH�ZRUN�DUUDQJHPHQWV�DQG�IOH[LEOH�Ϯ�
VFKHGXOHV�EHQHILW�ERWK�WKH�HPSOR\HHV�DQG�WKH�LQVWLWXWLRQ��7KH�DUUDQJHPHQWV�FDQ�LQFUHDVH�ϯ�
MRE�VDWLVIDFWLRQ�DQG�HPSOR\HH�UHWHQWLRQ��IDFLOLWDWH�D�IDPLO\�IULHQGO\�HQYLURQPHQW��DQG�ϰ�
SURPRWH�D�KHDOWK\�ZRUN�OLIH�EDODQFH��)OH[LEOH�VFKHGXOHV�DQG�DOWHUQDWH�ZRUN�DUUDQJHPHQWV�ϱ�
UHFRJQL]HV�WKH�$3¶V�SURIHVVLRQDOLVP�DQG�FDQ�FUHDWH�RSSRUWXQLWLHV�WR�LQFUHDVH�WKH�ϲ�
DYDLODELOLW\�RI�VXSSRUW�IRU�RXU�GLYHUVH�IDFXOW\�DQG�VWXGHQW�ERG\���ϳ�
�ϴ�

�E��)XOO�WLPH�RYHUWLPH�H[HPSW��$Q�$FDGHPLF�3URIHVVLRQDO¶V�ZRUNORDG�LV�H[SHFWHG�WR�EH�ϵ�
DSSUR[LPDWHO\������KRXUV�SHU�\HDU��2YHUWLPH�H[HPSW�$FDGHPLF�3URIHVVLRQDOV�KDYH�QR�ϭϬ�
H[SHFWDWLRQ�RI�UHFHLYLQJ�DGGLWLRQDO�VDODU\�IRU�KRXUV�WKDW�H[FHHG�WKLV�QXPEHU��7KH�ϭϭ�
$VVRFLDWLRQ�DQG�WKH�8QLYHUVLW\�DFNQRZOHGJH�WKDW�WKH�DPRXQW�RI�ZRUN�PD\�F\FOH�ZLWK�ϭϮ�
WLPH�RI�\HDU��VSHFLILF�DVVLJQPHQWV��DQG�RU�RWKHU�VLWXDWLRQDO�GHPDQGV��,Q�WKH�HYHQW�WKDW�DQ�ϭϯ�
RYHUWLPH�H[HPSW�$FDGHPLF�3URIHVVLRQDO
V�ZRUNORDG�LV�XQXVXDOO\�KLJK�IRU�VRPH�SHULRG�RI�ϭϰ�
WLPH��LW�LV�RIWHQ�DSSURSULDWH�WR�SURYLGH�DGGLWLRQDO�IOH[LELOLW\�LQ�RUGHU�WR�EDODQFH�RXW�WKH�ϭϱ�
$FDGHPLF�3URIHVVLRQDO
V�ZRUN�FRPPLWPHQW��,Q�VXFK�FDVHV��WKH�$FDGHPLF�3URIHVVLRQDO�ϭϲ�
PXVW�ZRUN�LQ�FRRSHUDWLRQ�ZLWK�WKH�UHOHYDQW�VXSHUYLVRU�WR�GHWHUPLQH�ZKHQ�DQG�KRZ�VXFK�ϭϳ�
DGMXVWPHQWV�ZLOO�EH�PDGH���)RU�H[DPSOH��DQ�HPSOR\HH
V�VFKHGXOH�LQ�VXEVHTXHQW�ZHHNV�ϭϴ�
FRXOG�EH�DGMXVWHG��RU��LI�WKH�ZRUNORDG�LQFUHDVHV�F\FOLFDOO\��WKHUH�FRXOG�EH�D�VXEVHTXHQW�ϭϵ�
GHFUHDVH�LQ�ZRUN�VFKHGXOH���7KLV�LV�QRW�LQWHQGHG�DV�DQ�KRXU�IRU�KRXU�DGMXVWPHQW��EXW�ϮϬ�
UDWKHU�DV�D�PHFKDQLVP�WR�SURYLGH�IOH[LELOLW\�LQ�DQ�RYHUWLPH�H[HPSW�$FDGHPLF�Ϯϭ�
3URIHVVLRQDO¶V�ZRUN�VFKHGXOH�LQ�NHHSLQJ�ZLWK�ZRUN�OLIH�EDODQFH�LGHDOV��,W�LV�QRW�QHFHVVDU\�ϮϮ�
IRU�H[HPSW�HPSOR\HHV�WR�PDLQWDLQ�FRPSOH[�UHFRUGV�RI�KRXUV�ZRUNHG���Ϯϯ�
��Ϯϰ�

�F��$OWHUQDWLYH�:RUN�$UUDQJHPHQWV��$FDGHPLF�3URIHVVLRQDOV�PD\�UHTXHVW�DQ�DOWHUQDWLYH�Ϯϱ�
ZRUN�VFKHGXOH�ZLWK�WKHLU�VXSHUYLVRUV��7KH�DOWHUQDWLYH�ZRUN�DUUDQJHPHQW�RSWLRQV�DUH�OLVWHG�Ϯϲ�
EHORZ��,Q�VRPH�VLWXDWLRQV��D�FRPELQDWLRQ�RI�WKH�RSWLRQV�EHORZ�PD\�EH�DSSURSULDWH��7KH�Ϯϳ�
ZRUN�DUUDQJHPHQWV�DUH�VXEMHFW�WR�WKH�DSSURYDO�RI�WKHLU�VXSHUYLVRU��7KH�SURFHVV�IRU�Ϯϴ�
UHTXHVWLQJ�DQ�DOWHUQDWLYH�ZRUN�DUUDQJHPHQW�DQG�WKH�FULWHULD�IRU�DSSURYDO�LV�RXWOLQHG�LQ��G��Ϯϵ�
EHORZ��ϯϬ�
�ϯϭ�

��� 5HPRWH�:RUN�$UUDQJHPHQWV��ϯϮ�
$�UHPRWH�ZRUN�DUUDQJHPHQW�DOORZV�HPSOR\HHV�WR�ZRUN�DOO�RU�VRPH�SRUWLRQ�RI�ϯϯ�
WKHLU�WLPH�IURP�DQ�DOWHUQDWLYH�ZRUN�VLWH��ϯϰ�

�ϯϱ�
��� &RPSUHVVHG�6FKHGXOH�$UUDQJHPHQWV�ϯϲ�

$�FRPSUHVVHG�VFKHGXOH�DOORZV�HPSOR\HHV�WR�ZRUN�OHVV�WKDQ�D�WUDGLWLRQDO�0RQGD\�ϯϳ�
WR�)ULGD\�VFKHGXOH��)RU�H[DPSOH������¶V���HPSOR\HHV�ZRUNV����KRXU�GD\V�LQ�D�ϯϴ�
ZHHN�ZLWK�D��WK�GD\�RII��2WKHU�FRPSUHVVHG�VFKHGXOH�RSWLRQV�PD\�EH�DSSURSULDWH��ϯϵ�

�
ϭ�ZĞŵŽƚĞ�tŽƌŬ�WŽůŝĐǇ�ŝƐŶ͛ƚ�ŝŶ�ĞĨĨĞĐƚ�ĐƵƌƌĞŶƚůǇ�ďƵƚ�ŝƐ�ŽŶ�ƚŚĞ�ďĂƌŐĂŝŶŝŶŐ�ƚĂďůĞ�ĨŽƌ�ĐŽŶƐŝĚĞƌĂƚŝŽŶ 

�����������������������	���������������

�����������
���



7HQWDWLYH�$JUHHPHQW��
0RGLILFDWLRQ�WR�$UWLFOH�����$OWHUQDWLYH�6FKHGXOHV��
-XQH����������
3DJH���RI���

 
�ϭ�

��� 1RQ�6WDQGDUG�:RUN�$UUDQJHPHQWV�Ϯ�
$�QRQ�VWDQGDUG�ZRUN�VFKHGXOH�DOORZV�HPSOR\HHV�WR�ZRUN�KRXUV�RXWVLGH�WKH�ϯ�
WUDGLWLRQDO������D�P��WR������S�P��ZRUNGD\��)RU�H[DPSOH��DQ�HPSOR\HH�PD\�VWDUW�ϰ�
WKHLU�GD\�DW���DP�RU�ZRUN�ODWHU�LQWR�WKH�HYHQLQJ����ϱ�
�ϲ�

��� 2FFDVLRQDO�)OH[�WLPH�UHTXHVW��368�UHFRJQL]HV�WKDW�QRQ�ZRUN�VLWXDWLRQV�FDQ�ϳ�
DULVH�WKDW�FDQQRW�EH�VFKHGXOHG�RXWVLGH�RI�WKH�ZRUNGD\��,Q�WKHVH�FDVHV��DQ�ϴ�
HPSOR\HH�PD\�QHHG�WR�WDNH�VRPH�WLPH�WR�DWWHQG�WR�WKH�VLWXDWLRQ��H[��'RFWRU�$SSW���ϵ�
+RPH�UHSDLU��HWF����,Q�JHQHUDO��LI�WKH�HPSOR\HH�QHHGV�WR�IOH[�WKHLU�VFKHGXOH�RQ�D�ϭϬ�
WHPSRUDU\�EDVLV��WKH\�GR�QRW�QHHG�WR�VXEPLW�D�IRUPDO�UHTXHVW��7KH�HPSOR\HH�ϭϭ�
VKRXOG�FRRUGLQDWH�ZLWK�\RXU�VXSHUYLVRU�WR�³PDNH�XS´�WKH�ZRUN�IURP�WKH�PLVVHG�ϭϮ�
SRUWLRQ�RI�WKH�GD\��ϭϯ�

�ϭϰ�
�G��5HTXHVW�IRU�DOWHUQDWLYH�ZRUN�DUUDQJHPHQWV��(PSOR\HHV�LQWHUHVWHG�LQ�DQ�DOWHUQDWLYH�ϭϱ�

ZRUN�DUUDQJHPHQW�VKRXOG�PDNH�D�UHTXHVW�LQ�ZULWLQJ�WR�WKHLU�VXSHUYLVRU��6XSHUYLVRUV�RI�ϭϲ�
$FDGHPLF�3URIHVVLRQDOV�DUH�UHVSRQVLEOH�IRU�WKH�ZRUN�VFKHGXOHV�LQ�WKHLU�XQLWV��7KH\�KDYH�ϭϳ�
WKH�GLVFUHWLRQ�WR�FRQVLGHU�DOWHUQDWLYH�HPSOR\HH�VFKHGXOHV�ZKHQ�UHTXHVWHG�DQG�LI�VXLWDEOH�ϭϴ�
IRU�SRVLWLRQV�LQ�WKHLU�DUHD��,Q�PDQ\�FDVHV�DOWHUQDWH�ZRUN�VFKHGXOHV�PD\�EH�D�SRVLWLYH�ϭϵ�
RSWLRQ�EHQHILWLQJ�WKH�$FDGHPLF�3URIHVVLRQDO�DQG�WKHLU�XQLW��KRZHYHU��LQ�VRPH�FDVHV�LW�ϮϬ�
PD\�QRW�EH�SUDFWLFDO��:KHQ�FRQVLGHULQJ�D�UHTXHVW�IRU�DQ�DOWHUQDWLYH�ZRUN�DUUDQJHPHQW��Ϯϭ�
WKH�VXSHUYLVRU�ZLOO�FRQVLGHU�WKH�HPSOR\HH¶V�IDFH�WLPH�UHTXLUHPHQWV��WKH�IHDVLELOLW\�RI�ϮϮ�
FRQGXFWLQJ�ZRUN�RII�VLWH��DQG�WKH�SRWHQWLDO�LPSDFWV�WKH�UHTXHVW�PD\�KDYH�RQ�RWKHU�Ϯϯ�
HPSOR\HHV¶�DELOLWLHV�WR�XWLOL]H�DOWHUQDWLYH�VFKHGXOHV��,I�WKH�UHTXHVW�IRU�DOWHUQDWLYH�ZRUN�Ϯϰ�
DUUDQJHPHQWV�LV�DQ�DFFRPPRGDWLRQ��SOHDVH�XVH�WKLV�XUO���Ϯϱ�
KWWSV���ZZZ�SG[�HGX�KU�HPSOR\HH�DFFRPPRGDWLRQV�Ϯϲ�
�Ϯϳ�

�H��5HTXHVW�SURFHVV��7KH�VXSHUYLVRU�ZLOO�JHQHUDOO\�SURYLGH�WKHLU�UHVSRQVH�WR�WKH�UHTXHVW�Ϯϴ�
ZLWKLQ����ZRUNLQJ�GD\V�RI�WKH�HPSOR\HH¶V�VXEPLVVLRQ��,I�WKH�UHTXHVW�LV�GHQLHG��WKH�Ϯϵ�
VXSHUYLVRU�ZLOO�LQFOXGH�D�ZULWWHQ�UDWLRQDOH�IRU�WKH�GHQLDO���ϯϬ�
�ϯϭ�

�I�� ([SHGLDWHG�5HTXHVWV��7KHUH�PD\�EH�HPHUJHQF\�VLWXDWLRQV�ZKHUH�D�UHTXHVW�IRU�ϯϮ�
DOWHUQDWLYH�DUUDQJHPHQWV�QHHGV�WR�EH�H[SHGLWHG��,Q�WKHVH�VLWXDWLRQV��WKH�VXSHUYLVRU�LV�ϯϯ�
HQFRXUDJHG�WR�UHVSRQG�WR�WKH�UHTXHVW�DV�VRRQ�DV�SUDFWLFDEOH�DQG�VKRXOG�FRQVLGHU�WKH�ϯϰ�
FLUFXPVWDQFHV�WKDW�QHFHVVLWDWH�WKH�VFKHGXOH�FKDQJH��)RU�RFFDVLRQDO�VKRUW�WHUP�QHHGV��ϯϱ�
$FDGHPLF�3URIHVVLRQDOV�PD\�IOH[�WKHLU�VFKHGXOH��XQGHU�VHFWLRQ��F�����DERYH�DQG�DIWHU�ϯϲ�
GLVFXVVLRQ�ZLWK�WKHLU�VXSHUYLVRU��,W�LV�QRW�QHFHVVDU\�IRU�H[HPSW�HPSOR\HHV�WR�PDLQWDLQ�ϯϳ�
FRPSOH[�UHFRUGV�RI�KRXUV�ZRUNHG��ϯϴ�

�ϯϵ�
�J��&KDQJHV�WR�$OWHUQDWLYH�:RUN�$UUDQJHPHQWV��$Q�H[LVWLQJ�DOWHUQDWLYH�ZRUN�ϰϬ�

DUUDQJHPHQW�PD\�EH�FKDQJHG�E\�DQ�HPSOR\HH�RU�WKHLU�VXSHUYLVRU�DW�DQ\�WLPH��LI�WKH�QHHGV�ϰϭ�

�����������������������	���������������

�����������
���



7HQWDWLYH�$JUHHPHQW��
0RGLILFDWLRQ�WR�$UWLFOH�����$OWHUQDWLYH�6FKHGXOHV��
-XQH����������
3DJH���RI���

 
RI�HLWKHU�SDUW\�FKDQJHV��,Q�WKH�HYHQW�FKDQJHV�WR�WKH�FXUUHQW�DOWHUQDWH�VFKHGXOHV�DUH�ϭ�
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VFKHGXOLQJ�DQG�WKH�DSSOLFDWLRQ�RI�:DJH�DQG�+RXU�/DZ��6SHFLILFDOO\��WKH�WUDLQLQJ�ZLOO�ϭϯ�
FRYHU�FRPSOLDQFH�UHTXLUHPHQWV�RI�IHGHUDO�DQG�VWDWH�ZDJH�DQG�KRXU�ODZ�DQG�RWKHU�ϭϰ�
FRQWUDFWXDO�REOLJDWLRQV�DV�WKH\�SHUWDLQ�WR�HPSOR\HHV�ZKHQ�WKH\�WUDYHO�IRU�8QLYHUVLW\�ϭϱ�
EXVLQHVV��ZRUN�HYHQLQJV��DQG�RU�ZRUN�ZHHNHQGV��7KLV�LV�DQ�HIIRUW�����WR�HQVXUH�WKDW�ϭϲ�
DGPLQLVWUDWRUV�RI�$FDGHPLF�3URIHVVLRQDOV�DQG�$FDGHPLF�3URIHVVLRQDOV�WKHPVHOYHV�ϭϳ�
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 Tentative Agreement between  1 
 Portland State University (University) 2 

and the Portland State University Chapter  3 
of the American Association of University Professors (Association) 4 

October 14, 2020 5 
 6 
 7 
Article 24.  WORKING CONDITIONS   8 
 9 
Section 9.  Faculty Workload/Work Distribution  10 
  11 
This section addresses workload and work distribution related to Tenure Track and 12 
Non-Tenure Track faculty members. For workload considerations related to Academic 13 
Professionals refer to Article 17, Section 10 of this contract. 14 
 15 
Tenure Track and Non-Tenure Track faculty members will not be assigned unreasonable 16 
or excessive workload. Additionally, faculty members are encouraged to balance their 17 
work so as not to overload themselves, and are encouraged to seek assistance from their 18 
Department Chairs (or equivalent) as appropriate. PSU Administration and PSU-AAUP 19 
recognize that the distribution of work may vary across disciplines and academic units 20 
as well as during different stages of a faculty member’s academic career. 21 
 22 
If a Tenure Track or Non-Tenure Track faculty member has concerns regarding 23 
workload, they are encouraged to raise their concerns with the relevant supervisor who 24 
shall meet with the employee to discuss the concerns, using the following process:  25 
 26 

1. A meeting will take place within a reasonable period (approximately 15 working 27 
days) of faculty member’s request to meet. The meeting will include a discussion 28 
about workload and priorities with a goal of a shared understanding of the 29 
member’s workload and work distribution.  30 

2. The conversation shall be documented in a written statement with any 31 
adjustment to workload and work distribution specifically noted. The supervisor 32 
will create the document, with input from the faculty member. The faculty 33 
member and the department chair may get input about the written document 34 
from the Association and OAA.  35 

3. The written statement may include, among other things, change in work 36 
assignments, reductions or modifications in duties, or explicit recognition that a 37 
member’s specific contribution is valued by the University.  38 

4. Points of agreement and any points of differences will be noted. The written 39 
statement shall be completed within 10 working days of the meeting and signed 40 
by both parties.  41 

5. The written statement may be included in future performance reviews.  42 
 43 
If the faculty member or the supervisor continue to have concerns after the written 44 
document is created, the following process will be used: 45 
 46 
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1. An ad-hoc committee, composed of the faculty member, the supervisor, OAA, and 1 
the Association shall meet to discuss concerns and seek to agree on a resolution. 2 
This meeting shall take place within a reasonable period of time (approximately 3 
10 working days). If the ad-hoc committee is unable to fully resolve the faculty 4 
member’s concerns, those remaining concerns will be noted.  5 

2. The faculty member and/or supervisor may request that the Dean (or equivalent) 6 
review the written document, including any remaining concerns noted by the ad-7 
hoc committee, and then participate in a joint conversation/meeting to facilitate 8 
a final resolution.  9 

3. The joint conversation shall happen within approximately 20 working days of the 10 
request by either party.  11 

4. The Dean (or equivalent) shall make a final determination with a written 12 
response detailing their rationale for their decision within 15 working days of the 13 
joint meeting.  14 
 15 

In the event of multiple issues arising under this Section from any particular University 16 
unit, the parties agree to discuss such issues in the Labor/Management Committee. The 17 
PSU / AAUP Labor Management Committee will monitor the workloads in that unit for 18 
18 months, or another period based on mutual agreement. 19 
 20 
In lieu of the multiple review processes, the parties agree this section of the Collective 21 
Bargaining Agreement is not grievable, except as it may relate to process. 22 
 23 
This MOU will become effective upon signature and ratification, and shall be inserted 24 
into the Collective Bargaining Agreement at Article 24. 25 
 26 
 27 
 28 

 
For the University  

 
For the Association 

 
 

________________________ 
Shelly Chabon, Vice Provost for Academic Personnel 

 
________________________ 

Leanne Serbulo, Interim Vice President Collective 
Bargaining 

________________ 
Date 

________________ 
Date 

 29 
 30 
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Tentative Agreement between 
Portland State University (University) and  

The Portland State Chapter of the American Association of University Professors (Association) 
November 9, 2020 

 
RE: Modifications to Article 17 Sections 3 and 4 

 

Article 17. ACADEMIC PROFESSIONAL FACULTY  

Section 1. Introduction  

Portland State University and the American Association of University Professors recognize the important 
contributions that Academic Professionals make to the University community. As such, we are 
committed to encouraging the professional growth and development of Academic Professionals.  

Section 2. Career Development  

(a) The University will publish a chart including but not limited to the types of leaves, awards, grants, 
and appointments for which academic professionals are eligible.  

(b) As described in Article 19 (Professional Development and Support), Academic Professionals are fully 
eligible to apply to the Faculty Development Program. The University agrees to communicate with 
Academic Professionals at the beginning of each academic year regarding their eligibility to apply.  

(c) As employees of Portland State University, Academic Professionals have career development leave 
available to them as leave without pay, as provided for in University Standard 580-021-0029. Sabbatical 
leave normally applies only to instructional ranks; for other unclassified employees, special permission 
for exceptional cases is required.  

Section 3. Description of Structure  

(a) Structure of the System—Academic Professional positions are organized grouped into the 
following job groupings (families) families based upon the job responsibilities involved:  

x  Program Administrator—Levels 1, 2, 3  
x  Advisor/Counselor—Levels 1, 2  
x  Instructional Specialist—Levels 1, 2  
x  Healthcare Professional— Psychologist; Clinical Social Worker; Psychology Resident; Physician; 

Dentist 
x  Educational Technology Specialist  
x  Attorney 
x Academic Services 
x Administrative Support 
x Advising and Student Services 
 Athletics 
x Communications/Marketing 
 Executives/Chief Officers 
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 Facilities/Operations 
x Field, Research and Outreach Services 
x Fiscal Services 
x Healthcare Administration 
 Human Resources and Organizational Development 
 Information Technology and Telecommunications 
x Legal and Compliance 
x Library 
 Safety and Security 

Within each job grouping, Academic Professional positions are divided into various job levels: 

x Technical and Administrative Support, - Levels 1, 2, and 3 
x Individual Contributor -, Levels 1,2, 3, 4, 5, and 6 

 Any new job family classification and any deletions of a job family or families in the current 
classifications will be subject to consideration by the Academic Professional Appeals Advisory 
Committee and agreement between the University and the Association. 

 (b) Levels within families and pay ranges are identified in Article 30 (SALARY) of this Agreement. 
Available on the Office of Human Resources’ website are descriptions for the five job groupings (job 
families) families and levels along with representative duties and examples of titles.  

(c) Changes in Job Family Definitions: Substantial changes in family definitions which result in the 
potential for a lower salary range shall require the parties to agree upon the salary range for the 
newly revised family definition.  

Section 4. Annual Review of Position Description and Requests for Review of a Position’s 
Placement  

(a) Academic Professional position descriptions will be reviewed annually and if needed, updated as 
part of the Academic Professional Evaluation process (See Section 8). If the Academic Professional 
and Supervisor believe the position description updates are significant enough to warrant a change 
in theto job groupings and/or job levelcareer track and level, they shall make a request for a position 
placement review to Human Resources when they update the position description.    

(ba)If an Academic Professional’s position changes prior to their next scheduled annual review, the 
Supervisors of Academic Professionals should update the position description and may request a 
review of a position’s placement in a job grouping family and/or career track and level by submitting 
a written request to the Office of Human Resources.  

(cb) An Academic Professional may also request a review of theirhis/her job groupingfamily and/or 
career track and level in which their his/her position is placed outside of their annual review ccycle. 
The Academic Professional shall first meet with theirhis/her supervisor regarding the request for 
review. Following this meeting, an Academic Professional may submit a written request for review 
of theirhis/her position to the Office of Human Resources. An employee may submit such a request 

Commented [NK5]: Not included. 

Commented [NK6]: Not included.  

Commented [NK7]: Not included. 

Commented [NK8]: Not included.  

Formatted: Normal, Indent: Left:  0.25",  No bullets or
numbering

Formatted: Bulleted + Level: 1 + Aligned at:  0.5" +
Indent at:  0.75"

������������������������		��	����
����������������
	�



Tentative Agreement 
Article 17 Sections 3 and 4 
November 9, 2020 
Page 3 of 5 
 

twelve (12) months after completion of a previous position placement review or twelve (12) months 
after theirhis/her initial hire date. The Office of Human Resources shall complete the position review 
within no more than thirty (30) working days from the date the evaluation request is received. 

 (dc) An Academic Professional may appeal the results of the review of theirhis/her position 
placement by submitting a written request to the Office of Human Resources within thirty (30) 
working days of the date on which the decision was issued. The Academic Professional shall provide 
a copy of such an appeal to theirhis/her supervisor. Should a decision from the above review and 
appeal process result in the placement of the position in a job groupingfamily and/or level with a 
higher pay range, any resulting salary increase will be effective the first of the month following the 
date the initial request [pursuant to Section 4(b)] was received by the Office of Human Resources. 
Academic professionals will retain a copy of their initial request to verify this submission. 

(ed) Appeal of Position Review Decision. 

 First Level of Appeal: Appeals can be made to the Associate Vice President for Human Resources on 
the basis of job family placement and level placement. The request shall state the basis upon which 
the employee is requesting a review. A standing Appeals Advisory Committee to the Associate Vice 
President for Human Resources with cross-campus representation will provide input and 
recommendations to the appeals. The Appeals Advisory Committee will have at least two Academic 
Professional (AP) members who are represented by the Association and two members representing 
PSU who are appointed by the Administration. Each party (Association and Administration) shall also 
identify an alternate for their committee members. One alternate from each team shall be identified 
by each party. APs serving on the committee shall be provided release time or overload to 
participate in the committee. The Appeals Advisory Committee will set a standing monthly meeting 
time. If no appeals have been filed, the committee will not meet. The Appeals Advisory Committee 
shall have access to all prior placement process documentation, including the documentation used 
by HR to make the placement decision. The decision on the appeal made by the Associate Vice 
President for Human Resources must be communicated in writing to the Academic Professional, to 
their Supervisor, and to the Association within thirty (30) working days of the date the appeal was 
filed. 
. The Association will provide the University with a list of five represented faculty from which the 
University will select two to be members of the committee to serve for the term of this Agreement. 
The decision on the appeal made by the Associate Vice President for Human Resources shall be 
communicated in writing to the Academic Professional, to his/her supervisor, and to the Association 
within fifteen (15) working days of the date the appeal was filed.  

Second Level of Appeal: If the Academic Professional is dissatisfied with the appeal decision of the 
Associate Vice President for Human Resources, theyhe/she may advance the appeal to the Provost, 
or other relevant vice president, in writing within fifteen (15) working days from the date on which 
the decision was made. The Provost, or other relevant vice president, will provide a written 
response within fifteen (15) working days.  

(fe) Should a decision from the above review and appeal process result in the placement of the 
position in a job groupingfamily and/or level with a lower pay range, the Academic Professional’s 
salary will not decrease.  
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(gf) Should a decision from the above review and appeal process result in the placement of the 
position in a job groupingfamily and/or level with a higher pay range, any resulting salary increase 
will be effective on the first of the month following the date the initial written request was received 
by the Office of Human Resources [based on the date the request was filed according to Section 
4(b)]. In no case shall an Academic Professional be paid below the minimum of the new job grouping 
( family) and/or career track and level to which his/hertheir position is assigned.  

(hg) Placement decisions are not grievable and are not subject to Article 28 (RESOLUTION OF 
DISPUTES). Grievances may be filed based on violations of proper process as specified in Section 4 of 
this article.  

 

Section 8. Academic Professional Evaluations  

(a) All Academic Professionals shall have annual performance reviews (evaluations). The 
performance review year will be the preceding 12 months. The Performance Evaluation Form s for 
Academic Professionals must be completed using Form xxxx.  A calendar for the performance 
evaluation cycle shall be established and published at the same time as the promotion and tenure 
review cycle. Academic Professionals on one-year appointments shall be reviewed annually.  

(b) Each division, school, or college is required, with the participation of the appropriate academic 
professional employees, to establish specific written job-relevant criteria supporting the 
achievement of program, division, school or college, and university goals as well as professional 
growth of individuals. Such evaluation methods and criteria should be clear and unambiguous, but 
also flexible; so that, when an Academic Professional's assignment is in multiple areas such as 
teaching, research, administration, and service, the evaluation will address all appropriate areas. 

  

(c) Performance evaluations should promote the effectiveness of Academic Professionals by:  

x Articulating the types of contributions that will lead to greater professional growth, 
recognition, and rewards;  

x Recognizing relevant talents, capabilities, and achievements; 
x Identifying job performances that were below expectations that shall be addressed during 

the next evaluation period.  

(d) Performance evaluations shall document in writing consideration of: 

x Job performance relative to established criteria during the evaluation period; 
x Professional development and future expectations.  

The Provost, or other relevant vice president, vice provost, or dean of each division, school, or 
college is responsible for an annual evaluation of all Academic Professionals employed within their 
his/her unit. The evaluation shall be conducted according to the guidelines established by the 
University. The guidelines shall be available on the Office of Human Resources website. The 
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University will seek input from Academic Professionals and the Association if substantial changes are 
contemplated. 

( e) The Supervisor and Academic Professional will review the Academic Professional’s position 
description and update it, if needed, as part of the performance review process. The Supervisor and 
Academic Professional may request a position placement review from Human Resources using the 
process outlined in Section 4.   

 

Tentative Agreement, subject to ratification of the parties as part of the ratification of the successor 
agreement: 

 

For the University  

 

For the Association 

 

________________________ 
Shelly Chabon, Vice Provost for Academic Personnel  

 

________________________ 
Leanne Serbulo, Interim Vice President Collective Bargaining 

________________ 
Date 

________________ 
Date 
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 Memorandum of Agreement between  1 
 Portland State University (University) 2 

and the Portland State University Chapter  3 
of the American Association of University Professors (Association) 4 

November 17, 2020 5 
 6 
 7 
Subject: Modification of Article 22 to incorporate the Faculty Senate procedure 8 

“Elimination of Academic Units’ 9 
 10 
Recitals 11 
 12 
The Portland State University Faculty Senate approved the procedure Elimination of Units on 13 
May 4, 2020. The Provost concurred with the creation of the procedure on May 5, 2020. 14 
 15 
Agreement 16 
 17 
To incorporate this procedure in the Collective Bargaining Agreement, the parties agree to the 18 
following addition to Article 22, Section 3 (e): 19 
 20 

(e)  In reaching a decision whether to declare a condition of financial exigency or a condition 21 
requiring departmental reduction or elimination, the President will consider, among other 22 
matters, institutional guidelines concerning the mission and educational development of the 23 
institution; departmental effectiveness and productivity; enrollment historical, current and 24 
projected; the state of development of departments; the balance between academic 25 
personnel and other elements of the budget; the dependence of other departments in the 26 
University on the department proposed for reduction or elimination; and the availability of 27 
similar programs and services elsewhere in the community.  28 

Prior to making a decision on a condition requiring unit reduction or elimination, the 29 
President will also consider: 30 

a. the proposal and documentation required by the PSU Faculty Senate in the 31 
procedure for “Elimination of Academic Units,” approved by on 05-04-20 (Provost 32 
concurred on 05-11-20); and 33 

b. PSU-AAUP's response to the proposal; and 34 
c. The Office of Academic Affairs’ (OAA) response to the proposal.  35 

 36 
This revision will be effective upon signature and ratification of the PSU-AAUP membership. It 37 
will be presented for ratification with the successor agreement. The changes above will be made 38 
in the successor agreement during final housekeeping.  39 
 40 
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For the University   
For the Association 

 
 

________________________ 
Shelly Chabon, Vice Provost for Academic Personnel  

 
________________________ 

Leanne Serbulo, Interim Vice President Collective 
Bargaining 

________________ 
Date 

________________ 
Date 

 41 
 42 
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 1 
Tentative Agreement between 2 

Portland State University (University) 3 
and the Portland State University Chapter 4 

of the American Association of University Professors (Association) 5 
November 18, 2020 6 

 7 
Subject: Modifications to Article 19, Section 3 8 
 9 
The Parties agree to change Article 19 Section 3 to the following. This change includes changes made 10 
to the Section in 2017 02Feb24 MOU IPDAs new employees EXECUTED.  11 
 12 
Article 19.  PROFESSIONAL DEVELOPMENT AND SUPPORT 13 
 14 
Section 3. Individual Professional Development Account (IPDA) Program. 15 
 16 
(a) The University and the Association support continuing professional development for members 17 

in teaching, scholarship, service and other job-related professional development opportunities. 18 
Members are encouraged to participate in activities that enhance their professional 19 
development. To that end, Individual Professional Development Accounts (IPDAs) shall be 20 
maintained and funded as provided in this Section. 21 

       22 
(b) By September 30 of the fiscal year, each IPDA will be credited (prorated by FTE) as follows: 23 

 24 
 Tenure-Related Faculty   $1100 25 
 Non-Tenure Track Faculty   $600 26 
    Academic Professionals  $500 27 

Annual amounts credited to the IPDA for continuing employees will be available 28 
for use on July 1 of each fiscal year. Members can receive reimbursement for funds 29 
spent between July 1 and September 30.  30 

(c) An IPDA will be created for newly employed members upon hire. If continued 31 
employment is conditioned upon completion of a trial service period provided for 32 
by Art. 17, Section 5, the academic professional will not be able to access their IPDA 33 
funds until they have successfully completed their trial service. If employment is 34 
not conditioned on the completion of a trial service period, the employee will have 35 
access to their IPDA funds from the date of hire.  36 
 37 

(d) The amount credited to an IPDA for a newly employed member will be prorated 38 
according to the number of full calendar months remaining in the fiscal year from 39 
their date of hire. Nine-month members hired on September 16 of the academic 40 
year will be credited with the full year’s IPDA. 41 
 42 

(e) The amount credited to an IPDA for a member who is less than 1.0 FTE will be 43 
prorated based on the member’s FTE that corresponds to the FTE in their 44 
appointment letter and the variable appointment FTE thresholds shown below.  45 
However, an approved sabbatical leave will not result in proration of the IPDA 46 
credit.  47 
 48 

(1) For members on variable FTE appointments, the IPDA will be prorated as 49 
follows: 50 
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.5-.74 FTE—75% of IPDA amount  1 

.75 or above FTE—100% of IPDA amount 2 
 3 

(2) If the variable appointment letter specifies the FTE is between 0.5 to 1.0 FTE, 4 
then 0.75 FTE will be used to calculate the member’s IPDA amount. If the 5 
actual FTE the member worked over the course of the year is less than .75, 6 
their IPDA allotment for the subsequent year will be reduced to 75% of their 7 
award. If the member leaves the University, they will not be charged for any 8 
IPDA funds spent in excess of their actual FTE.  9 

(f) A member may utilize funds in an IPDA for activities that support the job-related professional 10 
development of the member. The use of IPDA funds is subject to the pre-approval of the 11 
member’s supervisor and to all applicable University policies and procedures regarding the 12 
appropriate use and documentation of University expenditures. Examples of such use could 13 
include, but are not limited to, travel for the presentation of scholarly work, conference fees and 14 
travel, professional organization fees, professional licensure or certification requirements, 15 
acquisition of specialized equipment (such as laboratory or art supplies), tuition and/or fees, 16 
subscriptions and books, submission fees, and relevant training and continuing education 17 
opportunities. 18 

 19 
(g) Unused funds in an IPDA shall automatically roll over at the end of each year for four years. 20 

Funds not used after four years may roll over for a longer period of time, upon good cause 21 
shown and upon request of the member and approval of the Dean or their designee. Funds 22 
unused after four years or remaining in a member’s account upon termination of employment 23 
shall revert to an account within the relevant college, school or other University unit and be 24 
used by the Dean for other professional development-related purposes. A member who 25 
transfers within the University to another position in the bargaining unit will not lose access to 26 
accumulated IPDA funds as a result of the transfer. 27 

 28 
At the end of each fiscal year in which IPDA funds have reverted to a college, school or other unit, all 29 
provide a report to the Office of Academic Affairs and the Association regarding the reverted funds and 30 
the use of such funds. 31 

END OF SECTION 32 

Upon execution and ratification of this document with the successor agreement it will 33 
replace current contract language in Article 19 Section 3. 34 

  35 
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 1 

 
For the University  

 
For the Association 

 

___________________
Shelly Chabon, Vice Provost for Academic 

Administration  

 

___________________ 
Leanne Serbulo, Interim VP of Collective Bargaining 

________________ 
Date 

________________ 
Date 

 2 
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Tentative Agreement between 1 
Portland State University (University) 2 

and the Portland State University Chapter 3 
of the American Association of University Professors (Association) 4 

November 18, 2020 5 
 6 
Subject Articles that will maintain monetary status quo in the final version of the parties 7 
Collective Bargaining Agreement 8 
 9 
Recitals 10 
 11 
During successor bargaining, the parties agreed that the monetary levels in the articles 12 
identified below, would be retained as is. 13 
 14 
Agreement  15 
 16 
Monetary levels in the following articles will be maintained in the following articles: 17 
 18 

1. Article 19 - Professional Development and Support Faculty Development Grant    19 
2. Article 14 – (TT/NTTF) Promotion and Tenure 20 
3. Article 30 – Retirement Language 21 
4. Article 31 - Insurance 22 

 23 
 24 
This MOA will become effective upon signature and ratification of the successor agreement, and 25 
will be incorporated in the successor agreement during the compilation of language within the 26 
‘housekeeping’ process.  27 
 28 
 29 

 
For the University  

 
For the Association 

 
 
 

________________________ 
Shelly Chabon, Vice Provost for Academic 

Personnel & Leadership Development 

 
 

________________________ 
Leanne Serbulo, Interim Vice President 

Collective Bargaining 

 
________________ 

Date 

 
________________ 

Date 
 30 
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 1 
Tentative Agreement of 2 

Letter of Agreement between 3 
Portland State University (University) 4 

and the Portland State University Chapter 5 
of the American Association of University Professors (Association) 6 

January 21, 2021 (Revised) 7 
 8 
 9 
Subject:   Research Bridge Funding Pilot Project 10 
 11 
The University and the Association share interests in stability for employees, retaining high 12 
quality research faculty and staff, and maintaining productive research programs. Tenure-related 13 
and non-tenure track research faculty occasionally experience breaks in external funding, which 14 
can result in loss of employment to personnel critical to the continuation of their research 15 
programs and the University. Access to short-term bridge funding assists such faculty members 16 
in maintaining adequate levels of staffing so they can work to secure new funding and thus 17 
maintain their research program     . 18 
 19 
The University will establish a Research Bridge Fund of $70,000 each year for fiscal years      20 
2021 and 2022. Monies remaining from the balance of the Faculty Travel Awards Account will 21 
be used to cover the costs of the bridge funding. These funds are to be used, at the discretion of 22 
the Vice President of Research and Graduate Studies, to support continued employment of non-23 
tenure track research faculty and staff who would be terminated or experience a significant loss 24 
of FTE without such funding. If all of the monies in the Research Bridge Fund are not spent at 25 
the end of fiscal year 2021, these monies may carry over to fund the allocation for fiscal year 26 
2022. 27 
      28 
The Vice President for Research and Graduate Studies will provide faculty the opportunity to 29 
apply to the program each quarter using the criteria previously established in collaboration with 30 
the Research Bridge Fund Advisory Committee as part of the extension of the pilot program. The 31 
Vice President for Research and Graduate Studies retains the right to alter the administration of 32 
the program as long as the focus and intent of the program does not change. Prior to any changes 33 
to the program that change eligibility or accessibility criteria, the VP-RGS will meet and discuss 34 
those proposed changes with PSU-AAUP and will allow PSU-AAUP to provide feedback about 35 
the proposed changes.  PSU-AAUP will be informed of any alteration of the program. 36 
 37 
At the end of fiscal year 2022, the Office of Research and Graduate Studies will prepare a report 38 
regarding use and operation of the Research Bridge Fund and shall provide the report to the 39 
Association.  40 
 41 
This Letter of Agreement will become effective upon signature and ratification and shall be 42 
attached to the contract. 43 
 44 
Program Description 45 
 46 
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PSU Research Bridge Funding Program 1 
 2 
What are bridge funds? 3 
Bridge funds are available on a competitive basis from the Office of Research and Graduate 4 
Studies to provide temporary salary and fringe benefit support to non-tenure-related employees 5 
critical to sustaining research programs and sponsored activities in instances where an external 6 
research grant or funding source has expired, where a hiatus in funding would jeopardize the 7 
research, and where renewal of funding is expected in the near future. The funds are for one-8 
time-time support only in cases where the Principal Investigator (PI) has experienced a 9 
significant reduction in extramural funding. 10 
 11 
Note: The Bridge Funding Program is not intended as for 'pilot' or 'seed' funding. 12 
 13 
Eligibility 14 
A PI is eligible to apply for Bridge Funding, provided they: 15 

a) Have lost, or will lose most of their extramural funding within six months of the Bridge16 
application deadline and will not have sufficient other funds available to sustain the17 
work;18 

b) Has a record of accomplishment as first-author or senior author on publications;19 
c) Has made substantial and documented efforts to re-establish funding, and in the opinion20 

of the Dean or Dean-equivalent is likely to be funded again in the next 6 months.21 
 22 
Notes: A funding reduction or shortfall is insufficient by itself to establish eligibility. The Vice 23 
President for Research and Graduate Studies may make exceptions to eligibility under unusual 24 
circumstances. 25 
 26 
Considerations: 27 

28 
x Funding is competitive, and not all applications may be funded.29 
x Consideration will be given to need, assessment by the Dean or Dean-equivalent, and the30 

strength of the overall research program.31 
x Because a primary objective is to keep experienced research teams together, priority will32 

be given when project staffing will be lost without a temporary infusion of funds.33 
x Funding of awards will be made in consultation with academic Deans.34 
x Individual grants cannot exceed $25,000 per year.35 
x Funding will be available for grantees for a maximum of 1 year or until the grantee re-36 

establishes funding from other sources, whichever comes first.37 
x A financial commitment for support by the college or the department is not required, but38 

will strengthen an application.39 
x When extramural funding is re-established, all unspent funds must be returned to the40 

Bridge Funding Program to assist other investigators.41 
x A PI receiving a Bridge Funding award in one year will not be eligible to reapply for at42 

least two years from the initial/last award.43 
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x Any requests for exceptions to eligibility or other elements of this policy must be made in 1 
writing, and may be granted by the Vice President for Research and Graduate Studies.2 

 3 
Bridge Funds cannot be used for: 4 

x Salary for tenure-related faculty5 
x Travel6 
x To cover budget overdrafts7 
x Graduate Student tuition8 
x Administrative costs9 

 10 
Cycle 11 
Applications are considered four times per year. They must be received by 5:00 pm on October 12 
30, January 30, April 30, or July 30. If the deadline falls on a weekend or holiday, applications 13 
will be accepted on the next business day. 14 
 15 
To Apply and Process: 16 

1. See attached instructions.17 
2. Submit all forms and documents to your SPA team. The SPA team will review the18 

application, provide relevant budgetary information and context, and submit the19 
information to the faculty member’s Dean for review.20 

3. The Dean will forward their recommendation to the Associate Vice President for21 
Research (AVPR) in The Office of Research and Graduate Studies for consideration.22 

4. The AVPR will make the final decision in consultation with the Dean and Vice President23 
for Research and Graduate Studies.24 

5. Applicants will be notified of decisions within 30 days of receipt of the complete Bridge25 
Funding request.26 

6. There is no appeal process.27 
 28 
Return on Investment and Assessment 29 
Recipients of Bridge Funding are expected to resubmit their grant or contract applications 30 
promptly and aggressively seek other extramural sources of support. 31 
 32 
Recipients of Bridge Funding are required, 30 days from the end of the Bridge Funding period, 33 
to provide the following information: final accounting of expenditures from the Bridge Funding 34 
Program and matching fund sources, a summary of the research that was carried out during the 35 
funding period, any publications that resulted, and any grants that were awarded or are pending. 36 
 37 
The reports will measure the success of this program and inform program effectiveness. 38 
 39 
The Office of Research and Graduate Studies will issue a report each September to the Academic 40 
Leadership Team (ALT) and to AAUP on the awards made and outcomes. 41 

42 
43 
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Portland State University 1 
Research Bridge Funding Application Instructions 2 
 3 
FOR FACULTY REQUESTING FUNDS 4 
Your submitted application should include the following six required sections in the order 5 
listed: 6 

7 
1. Bridge award eligibility statement - Please provide one of the eligibility statements below8 

(whichever applies to you) to affirm that you are eligible for a bridge award. If neither9 
applies to you but you believe you are eligible, please contact the Office of Research and10 
Graduate Studies (research@pdx.edu) to request a waiver.11 

 12 
Eligibility statements: 13 

x I will not have more than $30,000 funding from any source for carrying out any14 
research in my laboratory (either as PI or as a co-investigator on another PI's15 
grant) by 6 months after the due date for this application [example: I am applying16 
Dec 1 and I have a grant expiring May 15. I am eligible.]17 

x I am an NTTF Research Faculty and will not have funding for more than 50% of18 
my salary from any source by 6 months after the due date for this application19 
[example: I am applying Dec 1 and by May 15 I am losing my main grant so my20 
salary will drop to 40%. I am eligible.]21 

22 
2. Curriculum vitae.23 

24 
3. Current and Pending Support Documentation for the past 5 years with dollar amounts and25 

funding periods listed for each grant.26 
27 

4. Demonstration of attempts to obtain funding (e.g. abstracts of submitted grants, panel28 
summaries, priority scores or other evaluations and comments; do not send complete29 
grant applications). This should include pending research grants with anticipated award30 
date and amount.31 

32 
5. Description of proposed research (maximum of 3 pages including the bibliography).33 

34 
6. Budget and Budget Justification, including the money requested through the Bridge35 

Funding Program and any matching funds provided by your department or dean.36 
37 

7. Statement of how this funding will increase chances of future funding.38 
 39 
Deadlines: October 30, January 30, April 30, or July 30. 40 
 41 
Submit all application materials as one PDF file to your respective SPA team. Contact 42 
spa@pdx.edu if you have submission questions. 43 

����������������������������������	������
����������	����

mailto:provost@pdx.edu
mailto:spa@pdx.edu


Tentative Agreement for a 
Letter of Agreement 
Research Bridge Funding Pilot Project 
January ��, 2021 
Page 5 of 5 

1 
2 

For the University For the Association 

_____________________________________ 
Shelly Chabon, Vice Provost for Academic 
Administration 

_____________________________________ 
Theresa McCormick, Vice President 
Collective Bargaining 

________________ 
Date 

________________ 
Date 

3 
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Tentative Agreement for a  
Letter of Agreement between 

Portland State University (University) 
and the Portland State University Chapter 

of the American Association of University Professors (Association) 
January 21, 2021 

 
The Association and the University agree to jointly recommend that the Ad-Hoc Committee to 
Craft Language on Diversity, Equity, and Inclusion for the University Promotion and Tenure 
Guidelines   examine how student evaluations and course surveys should be used in faculty 
reviews and promotions. The parties recommend that the Ad-Hoc Committee survey the 
literature on student evaluations to understand the potential bias in these instruments, explore the 
best practices for evaluating teaching in higher education, and make recommendations for 
changes to the use of student evaluations in the University Promotion and Tenure Guidelines.  
 
 

 
 

For the University  
 

For the Association 
 

 
 

____________________________________ 
Shelly Chabon, Vice Provost for Academic 

Administration  

 
 

____________________________________ 
Theresa McCormick, Vice President for Collective 

Bargaining 

 
________________ 

Date 

 
________________ 

Date 
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Article 11.  RELEASED TIME  ���
 ���
Section 1.  Released Time for Contract Negotiations ���
 ���
Up to seven (7) members whom the Association designates may be released from duties not directly ���
related to teaching and scholarly endeavor for the academic years within this Agreement for the ���
purpose of preparing for and participating in the negotiation of a successor Agreement, re-opened ���
Agreement, or expedited bargaining, as provided in this Article. ���
 ���
For instructional faculty members, time served preparing for and participating in the negotiation of a ���
successor Agreement may replace other service obligations to the University. ���
 ���
For non-instructional members of the Association, members will be provided with released time ���
sufficient to permit the member to prepare for and participate in the negotiations. Participation in ���
bargaining shall include the scheduled bargaining sessions, team caucus meetings, preparation time ���
to bargain, and time to do research and analysis for bargaining.  ���
 ���
Section 2.  Released Time for Other Association Services ���
 ���
Up to three (3) members whom the Association designates may be released from one-third (1/3) of ���
their regular job duties for the performance of Association duties. ���
   ���
One (1) member shall be released from job duties pursuant to this Section without reimbursement ���
to the University.  For additional members released pursuant to this Section, the Association shall ���
reimburse the University for the actual cost to the University of replacing the released time in a ���
manner which shall be negotiated by the Association and University in consultation with the ���
member’s Department Chair.  The member’s Department Chair is responsible for determining the ���
nature of the job duties from which the member will be excused. ���
 ���
Section 3.  Course Releases and Overloads ���
 ���
In order to facilitate the ability of members to perform Association duties for bargaining or other ���
Association duties as provided in Sections 1 and 2 above, up to eleven (11) course releases (or the ���
approximate equivalent for academic professionals and non-instructional members – see below) ���
shall be available to Association members per academic term (not including Summer Term).  The ���
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first, third, and fifth course releases provided during an academic term shall be provided without ��
reimbursement to the University.  The Association shall reimburse the University for the second, ��
fourth, sixth, seventh, eighth, ninth, andtenth and eleventh course releases provided during an ��
academic term at the adjunct instructor rate per credit hour for instructional members. Association ��
members shall be limited to one course release per academic term, except during reopener and ��
successor bargaining when more than one course release per term can be made available to ��
members. ��
 ��
The University shall make best efforts to provide a release from work to non-instructional members ��
that is equivalent to the release from work provided to instructional members on a case-by-case ���
basis.  When release time is provided and if the non-instructional member is replaced, it will be ���
reimbursed at actual replacement costs.  If a release from work cannot be effectuated, then ���
equivalent for non-instructional members will be in the form of overloads. Overloads will be ���
provided to non-instructional members at 0.10 FTE of their annual salary rate per academic term to ���
participate in bargaining activities for up to 156 hours. The OPE on all overload wage agreements ���
shall be paid by the University. Overload payment for Association duties shall be limited to three ���
members per team. ���
 ���
If release time is necessary for bargaining during Summer Term, the parties agree to meet and ���
discuss how to address the need. ���
 ���
Release Time shall be provided to twelve-month members who need to be released to perform ���
Association duties other than bargaining during summer term in accordance with paragraphs 1, 2, ���
and 3 of Section 3, above.  ���
 ���
Section 4.  Scheduling of Released Time ���
 ���
The Association shall notify the University at least thirty (30) days prior to the beginning of an ���
academic term in which a released time assignment will begin.  Said notification shall include the ���
name of the member to receive the released time assignment and the purpose of the released time.  ���
The thirty- (30) day notification period may be waived by mutual agreement of the parties. The ���
University will generate all non-instructional overload wage agreements in a timely manner. ���
 ���
The activities performed on behalf of members of the unit by those permitted released time under ���
this Article shall be credited as service to the University. ���
 ���
����
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Tentative Agreement between 1 
Portland State University (University) 2 

and the Portland State University Chapter 3 
of the American Association of University Professors (Association) 4 

April 1, 2021 5 
 6 
Subject: Article 17: Section 5 & 6 Modifications- AP Advancement 7 
 8 
Article 17 Academic Professionals  9 
 10 
Section 5. Academic Professional Appointments and Compensation  11 
  12 

  13 
f. Salary ranges for Academic Professional job levels are included in Article 30 (SALARY).  14 

  15 
1. If an Academic Professional's current salary falls above the maximum of the pay range 16 

to which their position is assigned, the salary will not be reduced. If a position is 17 
reassigned to a new level, the Academic Professional's salary and FTE will not be 18 
reduced.  19 

 20 
1.2. If an Academic Professional’s current position is reassigned to a higher level 21 

within the same job grouping, the Academic Professional’s salary will be increased as 22 
referenced in Article 30 (SALARY).  23 

  24 
   25 
Section 6. Salary Range Structure Movement and Advancement within Job Levels 26 
  27 

a. Changes in the minimum and maximum of the salary ranges for each job grouping and 28 
level shall be determined by those increases designated in Article 30 (SALARY), Section 29 
3 (Salary Adjustments).  30 

b. Academic Professional Advancement within a Job Level: Academic professionals will be 31 
given regular opportunities for salary progression within their job grouping/level up to the 32 
maximum salary within that range. 33 

i. Academic Professionals who have worked at Portland State University in an 34 
Academic Professional position for at least four years at the time of their 35 
annual evaluation will be eligible for a salary increase.   36 

ii. If the Academic Professional’s aggregate evaluations are rated satisfactory 37 
or above for that four-year period, they will receive the salary increase. 38 

iii. The salary increase will be added to the base salary beginning in the July 39 
that follows the evaluation.  40 

iv. Thereafter, Academic Professionals will be eligible for recurring salary 41 
increases every four years upon meeting the requirements in subsection (i) 42 
and (ii), until the maximum salary for job grouping/level is reached.  43 

v. Salary adjustments will begin in July, 2022. The salary adjustment amount is 44 
listed in Article 30 Section 4 (d) (Salary Adjustments).  45 

b. An Academic Professional who obtains a salary increase under this Section will 46 
also be eligible for a Cost of Living Adjustment in the same calendar year.   47 
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a.c. Criteria listed in subsection (b) of this article will not be used by the University to 1 
prohibit an Academic Professional from obtaining a Cost of Living Adjustment, as 2 
referenced in Article 30, Section 4.   3 
 4 

 
For the University  

 
For the Association 

 
 

________________________ 
Shelly Chabon, Vice Provost for Academic Personnel  

 
________________________ 
Theresa McCormick, Vice President Collective Bargaining 

________________ 
Date 

________________ 
Date 

 5 
  6 
 7 
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 Memorandum of Agreement between  1 
 Portland State University (University) 2 

and the Portland State University Chapter  3 
of the American Association of University Professors (Association) 4 

April 14, 2021 5 
 6 
Subject: Application during 10-day internal posting 7 
 8 
Recitals:   9 
 10 
The COVID-19 pandemic has had a significant impact on the University’s work force due to additional 11 
family and external pressures and changes in work place needs and operations and the University 12 
desires to provide additional opportunities for employees who may be affected by layoff to have an 13 
expanded opportunity to compete for vacant Academic Professional positions as they may come open 14 
from time-to-time by permitting them to apply as an internal candidate during the period of time they are 15 
on a recall list. 16 
 17 
Agreement: 18 

1. Academic Professionals who are on lay off status, and who have requested to be placed on the 19 
recall list prior to December 2021, will be allowed to apply for any open AP position in the same 20 
manner as Internal Candidates. 21 

 22 
2. Those AP’s on the recall list will retain this right for 1 year from the date of the notice of layoff as 23 

long as they are on the established recall list. 24 
 25 

3. AP’s who are offered a position, and decline, will be removed from the recall list. 26 
 27 

4. This agreement is not intended to be precedential nor is it intended to guarantee any right to the 28 
AP or obligation of the employer, except as defined above.  29 
 30 

5. The parties further agree that those NTTF who are given lay-off notice, as long as they are on the 31 
established recall list, may also apply for any open AP positions during the 10-day internal 32 
posting. 33 
 34 

6. NTTF who are offered and accept an AP Position will remain on the NTTF recall list, however any 35 
time spent in an AP position will not be counted towards promotion in their NTTF position, or 36 
credited toward their PCAR review, should they return to that or another NTTF position. 37 
 38 

7. In the event the NTTF is recalled to their NTTF position they will be reinstated at the same rank 39 
and appointment they held at the time of layoff.   40 

 41 
This agreement shall be effective upon signature, of the parties and ratification of the PSU-AAUP 42 
Membership, and shall remain in effect until all AP’s on the recall list, prior to December 2021 have either 43 
been recalled, taken another job, or 1 year from date of layoff has passed for APs and after 3 years for 44 
NTTF. 45 
 46 
 47 
 48 

 
For the University  

 
For the Association 

 
 

 
____________________________________ 

Shelly Chabon, Vice Provost for Academic 
Administration 

 
 

___________________________________ 
Theresa McCormick, Vice President for Collective 

Bargaining 
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For the University  

 
For the Association 

 
 

________________ 
Date 

 
________________ 

Date 
 1 
 2 
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Memorandum of Agreement between 1 
Portland State University (University) 2 

and the Portland State University Chapter 3 
of the American Association of University Professors (Association) 4 

April 14, 2021 5 
 6 
Subject: Effects Implementation Accommodations Testing Plan 7 
 8 
Recitals 9 
 10 
The University has refocused the plan for student accommodation testing procedures to 11 
commence when the University returns to campus. The implementation of this refocused plan 12 
will begin in Fall 2021.   The parties acknowledge that the Provosts message on Accommodation 13 
Testing was a revision to the approach of student testing accommodations and not a change in 14 
requirements.1 15 
 16 
Previously, Student Health and Counseling voluntarily provided space and staff to proctor 17 
exams.   The need for testing accommodations has outgrown the space and staffing for SHAC to 18 
assist in this endeavor.    In 2018 a decision was made to transfer oversight of the Testing Center 19 
to another Department.   A work group was created to determine the best way to implement this 20 
decision and the resulting undertakings.  Some students would be directed to the testing center 21 
based on more extensive accommodations, while students with less extensive accommodations 22 
would be directed to their faculty for testing accommodation’s.   23 
 24 
Agreement  25 
 26 

1.  The parties acknowledge that if faculty members are able to design exams accessibly, 27 
accommodations may not be needed.  28 

2. The parties acknowledge that faculty members are responsible for ensuring that testing 29 
accommodations are provided to comply with the accommodations determined by the 30 
Disability Resource Center (DRC).   31 

3. The Learning Center is the unit on campus that is tasked with coordinating much of the 32 
third-party proctoring support available to faculty.  33 

4. The parties acknowledge that there is currently no comparative data (identified in the list 34 
below) nor has data as noted below been collected. 35 

5. The parties agree to monitor the process, through the Labor Management Committee, to 36 
determine the impact, if any, on the accommodation testing process, the participants and 37 
faculty. 38 

 39 
Reporting 40 

Once the testing accommodations have been implemented, the University will provide AAUP 41 
with a report that includes the following: 42 

 43 
1) Number of requests by faculty for a secure proctor 44 
2) Number of times a secure proctor was not available and why 45 
3) Number of students assigned to or using Pathway A and Pathway B 46 

 
1 Provosts Message Attached 
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4) Number of Faculty who attended training on the current PSU platform to proctor exams 1 
or receive training and/or assistance to implement Universal Design assessment methods.  2 

5) Summaries of each complaint received by the DRC or the Office of Equity and 3 
Compliance from a student where the student complains that there was a failure to 4 
provide approved testing accommodations (summaries shall be de-identified so as not to 5 
provide FERPA-protected or other non-public information about a student).   6 

6) Further, the summaries will identify which academic department offered the course 7 
where the student contends, they did not receive an approved testing accommodation if 8 
this can be provided without disclosing FERPA-protected or other private information 9 
about a student. 10 

7) The University will provide the report to AAUP within four weeks after the end of each 11 
academic term and will be sent to the parties in accordance with the CBA at Article 39. 12 

8) The University will provide AAUP with six (6) reports, however, the AAUP may notify 13 
the University at any time that it does not require to receive further reports mutually 14 
agree to end this agreement early. 15 

 16 
Training  17 
 18 

1. The University will offer yearly training to assist faculty members on accommodation 19 
testing.  Participation in the training will be voluntary.  20 

2. Training may include at least 2 options in which members can sign up to take the 21 
training.  22 

3. This training shall include the principles of Universal Design assessment methods 23 
(Option 1) and how to use the current PSU Platform to proctor exams (Option 2). The 24 
University will send notice of each training opportunity to all instructional faculty 25 
members in the AAUP Bargaining Unit via their PSU email address.   26 

4. New mid-year hires shall be afforded the opportunity to receive the training before the 27 
end of their first academic year.  28 

 29 
 The parties agree that either party may request to meet and collaborate on the mitigation of 30 
potential impacts of the accommodation testing plan.   This collaboration will be on based on 31 
information provided in the reports from #1. 32 
 33 
This MOA will become effective upon signature and ratification and will be placed as an 34 
Appendix in the CBA and will expire with the Collective Bargaining Agreement. 35 
 36 
 37 

 38 

 
For the University  

 
For the Association 

 
 

_____________________________ 
Shelly Chabon, Vice Provost for Academic 

Personnel & Leadership Development 

 
_____________________________ 

Theresa McCormick, Vice President 
Collective Bargaining 

________________ 
Date 

________________ 
Date 
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---------- Forwarded message --------- 
From: Office of Academic Affairs <oaarecep@pdx.edu> 
Date: Mon, Jun 15, 2020 at 8:55 PM 
Subject: Revised Approach to Accommodations for Testing 
To: <fritzc@pdx.edu> 
 

 

  

 

  

Revised Approach to 

Accommodations for Testing 
  

  

 

Colleagues, 
The Americans with Disabilities Act Amendments Act (ADAAA) and Section 
504 of the Rehabilitation Act of 1973 require the University to provide 
testing accommodations to all students with disabilities. Since 2013, the 
Disability Resource Center (DRC) has experienced a 120% increase in the 
number of students served. Currently, more than 2,100 current students 
have received accommodations through the DRC and 72% of those (nearly 
1600 students) had access to testing accommodations.  
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The current Testing Center space (managed by Student Health and 
Counseling - SHAC), staffing, and structure provided for proctoring exams 
of students with disabilities have grown inadequate to meet our increasing 
needs, and it is becoming more difficult to ensure that students’ testing 
accommodations are provided. At the end of fall term 2019, a decision was 
made to transition oversight of the Testing Center to another department, 
and a workgroup was formed thereafter to draft a plan for implementation.  
The Implementation Plan 

The workgroup identified a stratified proctoring model that divides students 
into two groups based on the testing accommodations for which they are 
found to be eligible in their initial appointment with the DRC. A limited 
number of students who have more extensive accommodations are then 
directed to the Testing Center for the majority of their proctoring needs. All 
other students receiving testing accommodations are directed to their 
faculty to identify appropriate options that would work best for the students. 
The complete plan for providing accommodated testing is outlined on the 
Learning Center’s Testing Center webpage. This model will provide 
faculty with more options for test proctoring and will help to ensure that all 
students who wish to receive their testing accommodations have the ability 
to do so.  
The Learning Center’s Key Role 

Following the presentation of the implementation plan, the Learning Center 
was identified as the unit best positioned to take on the oversight of the 
Testing Center’s physical space and other options for providing testing 
accommodations. Under the direction of Interim Director Dr. Shoshana 
Zeisman-Pereyo, the Learning Center will oversee accommodated test 
proctoring starting in summer term 2020.  I am grateful to Dr. Zeisman-
Pereyo for agreeing to provide continued leadership for the Learning Center 
and these expanded activities.  

�������������������������������������
�����������������	

https://t.e2ma.net/click/8s1ydd/skwgod/wv3gji


COVID-19, Universal Design for Learning, and Assessment 
Methods 

The dramatic shift to remote education due to the effort to curtail the spread 
of COVID-19 has compelled our university faculty to design assessment 
more inclusively, to move exams into D2L, and to provide students with 
alternative assessment methods (like presentations, papers, and more) as 
appropriate. This type of curriculum design is called Universal Design for 
Learning (UDL), and it provides the opportunity to meet the needs of more 
of our students (with and without disabilities alike). I hope that faculty will 
continue to consider ways in which UDL can be implemented in all courses 
to address Persistence, Academic Success, and Student Experience—
three of the four pillars or focus areas within the PSU Student’s First effort. 
For more information on Universal Design for Learning here at Portland 
State, please visit the Office of Academic Innovation (OAI) website.  
A Note About Make-Up Exams 

The Learning Center has also been asked to work on a plan to support 
faculty and students who need options for taking proctored make-up exams. 
We will provide more information on make-up exams once that has been 
developed. 
Again, to learn more about the plan for providing accommodated testing 
options to students with disabilities, visit the Learning Center’s Testing 
Center webpage. 
If you have questions or need more information, please contact Shoshana 
Zeisman-Pereyo, Interim Director of the Learning Center, at 
zeisman@pdx.edu. 
Sincerely, 
Susan Jeffords, Ph.D. 
Provost and Vice President for Student Affairs 
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3DWKZD\�$��
6WXGHQWV�ZKR�UHFHLYH�RQH�RU�PRUH�RI�WKH�IROORZLQJ�DFFRPPRGDWLRQV�IURP�WKH�'5&�ZLOO�EH�GLUHFWHG�GRZQ�3DWKZD\�$�
UHVXOWLQJ�LQ�WKH�XVH�RI�WKH�SK\VLFDO�VSDFH�DW�WKH�7HVWLQJ�&HQWHU�IRU�WKH�PDMRULW\�RI�WKHLU�H[DPV�DQG�TXL]]HV�¬

$7��6FUHHQ�UHDGHU�IRU�H[DPV
$7��6SHHFK�UHFRJQLWLRQ�VRIWZDUH�IRU�H[DPV
+XPDQ�5HDGHU
+XPDQ�6FULEH
6SHFLILF�VRIWZDUH�IRU�H[DPV
6WXGHQW�XVLQJ�RZQ�FRPSXWHU�IRU�WKH�H[DP
2WKHU�DGDSWLYH�WHFKQRORJ\

3DWKZD\�%��
$OO�RWKHU�VWXGHQWV�ZLOO�EH�GLUHFWHG�GRZQ�3DWKZD\�%�IRU�WKHLU�WHVW�SURFWRULQJ�QHHGV��)DFXOW\�DQG�WKHLU�VWXGHQWV�ZLOO
GLVFXVV�ZKLFK�WHVWLQJ�RSWLRQ�V��ZLWKLQ�WKH�SDWKZD\�PD\�ZRUN�EHVW�IRU�WKHP�IRU�WKDW�SDUWLFXODU�FRXUVH��:H�DVN�WKDW
IDFXOW\�EHJLQ�E\�FRQVLGHULQJ�2SWLRQ���DQG�ZRUN�WKHLU�ZD\�GRZQ�WKH�OLVW�LI�DQRWKHU�RSWLRQ�LV�QHHGHG�

¬

2SWLRQ��

)XUWKHU�GHWDLOV�RQ�RSWLRQ��

8QLYHUVDO�'HVLJQ�SUHVFULEHV�WKH�XVH�RI�PXOWLSOH�PHWKRGV�RI�DVVHVVPHQW�WR�HYDOXDWH�D�VWXGHQW·V�JUDVS�RI�DFDGHPLF
FRQFHSWV��7KLV�FRXOG�LQFOXGH�PRUH�UREXVW�FODVV�SDUWLFLSDWLRQ��SUHVHQWDWLRQV��ZULWLQJ�SDSHUV��RU�RWKHU�FUHDWLYH
PHWKRGV�WR�GHPRQVWUDWH�VWXGHQW�OHDUQLQJ��6WXGHQWV�ZLWK�DQG�ZLWKRXW�GLVDELOLWLHV�DOLNH�EHQHILW�IURP�VWXGHQW�
FHQWHUHG�HGXFDWLRQDO�HQYLURQPHQWV�WKDW�GR�QRW�LQFOXGH�WHVWLQJ�¬

7KLV�W\SH�RI�DVVHVVPHQW�UHTXLUHV�IDU�IHZHU�DFFRPPRGDWLRQV�IRU�WKRVH�ZLWK�GLVDELOLWLHV�VR�WKHUH·V�DQ�DGGHG�EHQHILW�LQ
OHVVHQLQJ�WKH�EXUGHQ�RQ�WKH�'5&�DQG�RQ�IDFXOW\�KDYLQJ�WR�LPSOHPHQW�DFFRPPRGDWLRQV�¬

5HVHDUFK�KDV�DOVR�IRXQG�WKDW�WUDGLWLRQDO�SHQFLO�SDSHU�H[DPV�DUH�LQHIIHFWLYH�LQ�GHWHUPLQLQJ�DFWXDO�OHDUQLQJ�RXWFRPHV
IRU�VWXGHQWV�ZLWK�DQG�ZLWKRXW�GLVDELOLWLHV�

7KH�/HDUQLQJ�&HQWHU��LQ�SDUWQHUVKLS�ZLWK�WKH�2IILFH�RI�$FDGHPLF�,QQRYDWLRQ��FRXOG�SURYLGH�UREXVW��PHDQLQJIXO
VXSSRUW�WR�IDFXOW\�LQWHUHVWHG�LQ�OHDUQLQJ�PRUH�DERXW�WKH�ZLGH�DUUD\�RI�DVVHVVPHQW�RSWLRQV�DYDLODEOH�WR�WKHP�

¬

2SWLRQ����
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)XUWKHU�GHWDLOV�RQ�RSWLRQ��

%\�SXWWLQJ�H[DPV�LQWR�'�/�IRU�DOO�VWXGHQWV��DFFHVVLELOLW\�ZLOO�EH�LQFUHDVHG
IRU�GLVDEOHG�DQG�QRQ�GLVDEOHG�DOLNH��6WXGHQWV�ZKR�XVH�DFFRPPRGDWLRQV�OLNH
´GLVWUDFWLRQ�UHGXFHG�WHVWLQJµ�DQG�´EUHDNV�GXULQJ�WHVWVµ�ZLOO�ILQG�WKDW�KDYLQJ�WKHLU
H[DPV�LQ�'�/�DOORZV�IRU�WKHP�WR�FKRRVH�WKHLU�WHVWLQJ�ORFDWLRQ�DQG�WDNH�EUHDNV�DV�QHHGHG��7KHUHIRUH��WKH�H[DP�LV
PRUH�DFFHVVLEOH��$OO�EXW�IRXU�RI�WKH����WHVWLQJ�DFFRPPRGDWLRQV�FXUUHQWO\�DSSURYHG�E\�WKH�'5&�DUH�VXGGHQO\�QRW
QHHGHG�ZKHQ�H[DPV�DUH�SXW�LQWR�'�/��7KH�IRXU�DFFRPPRGDWLRQV�UHPDLQLQJ��´([WHQGHG�WLPHµ��´%UHDNVµ��´+XPDQ
UHDGHU�VFULEHµ��DQG�´6SHOOLQJ�HUURUV�H[FXVHGµ��FDQ�HDVLO\�EH�DGGUHVVHG�E\�WKH�LQVWUXFWRU�ZLWKLQ�'�/�¬

0RUH�LQIRUPDWLRQ�RQ�KRZ�WR�PRYH�H[DPV�WR�'�/��KWWSV���RDLSOXV�SG[�HGX�EORJ�SOD\OLVW�UHPRWH�H[DP�NLW����¬

,I�LQVWUXFWRUV�DUH�FRQFHUQHG�DERXW�WKH�VHFXULW\�RI�PRYLQJ�WKHLU�H[DPV�WR�'�/��D
VHUYLFH�FDOOHG�´3URFWRULRµ�XVHV�VWDWH�RI�WKH�DUW�WHFKQRORJ\�DQG�HQG�WR�HQG�GDWD
VHFXULW\��HQVXULQJ�WKH�WRWDO�OHDUQLQJ�LQWHJULW\�RI�HYHU\�DVVHVVPHQW��HYHU\�WLPH�
7KLV�VHUYLFH�LV�DOUHDG\�EHLQJ�XVHG�DFURVV�WKH�6FKRRO�RI�%XVLQHVV��3URFWRULR�KDV
DOVR�EHHQ�VXFFHVVIXOO\�YHWWHG�E\�RXU�DFFHVVLELOLW\�WHDP��3URFWRULR��KRZHYHU��LV�QRW
IUHH�DQG�ZRXOG�EH�SDLG�IRU�E\�LQGLYLGXDO�DFDGHPLF�GHSDUWPHQWV������H[DP��¬

6WXGHQWV�QHHG�WR�KDYH�DFFHVV�WR�D�SHUVRQDO�FRPSXWHU�ZLWK�D�ZRUNLQJ�FDPHUD�LQ
RUGHU�WR�WDNH�WKH�H[DP�XVLQJ�3URFWRULR��7KLV�RSWLRQ��WKHUHIRUH��PD\�FUHDWH�D
GLVSDULW\��7KH�/HDUQLQJ�&HQWHU�KDV�D�EDQN�RI�ODSWRSV�DYDLODEOH�IRU�FKHFN�RXW��,Q
WKH�FDVH�ZKHUH�WKH�VWXGHQW�GRHV�QRW�KDYH�DSSURSULDWH�WHFKQRORJ\�DQG�WKH
/HDUQLQJ�&HQWHU�KDV�QR�UHPDLQLQJ�ODSWRSV�DYDLODEOH�¬�WKH�SURIHVVRU�ZRXOG�QHHG
WR�JR�ZLWK�DQRWKHU�RSWLRQ��EXW�WKDW�VKRXOG�EH�DQ�XQFRPPRQ�SUREOHP�¬

7KHUH�PD\�EH�RWKHU�WHFKQRORJLFDO�VROXWLRQV�IRU�SURFWRULQJ�WKDW�ZRXOG�UHTXLUH
8QLYHUVLW\�FRPPLWPHQW�EXW�ZKLFK�ZRXOG�FUHDWH�HYHQ�PRUH�RSSRUWXQLW\�IRU
DFFRPPRGDWHG�WHVW�WDNHUV�DQG�WKHLU�IDFXOW\��7KH�/HDUQLQJ�&HQWHU�ZLOO�H[SORUH�WKHVH�RSWLRQV

¬

2SWLRQ��

)XUWKHU�GHWDLOV�RQ�RSWLRQ��

7KLV�LV�DQ�RSWLRQ�WKDW�PDQ\�IDFXOW\�FXUUHQWO\�XVH��)RU�WKRVH�ZKR�KDYH�WKH�WLPH�WR�GR�VR��SURFWRULQJ�WKH�H[DP�LV�D
JUHDW�RSWLRQ�WKDW�DOORZV�WKH�VWXGHQW�WKH�H[DFW�VDPH�RSSRUWXQLW\�WR�DVN�TXHVWLRQV�RI�WKH�LQVWUXFWRU�DV�RWKHU�VWXGHQWV
UHFHLYH�GXULQJ�WKH�LQ�FODVV�QRQ�DFFRPPRGDWHG�H[DP�

¬

2SWLRQ��

)XUWKHU�GHWDLOV�RQ�RSWLRQ��
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7KLV��DJDLQ��LV�DQ�RSWLRQ�WKDW�PDQ\�IDFXOW\�FXUUHQWO\�XVH�ZKHQ�WKH\�DUH�QRW�DEOH�WR�SURFWRU�WKH�H[DP��,Q�WKLV
VFHQDULR��IDFXOW\�FDQ�FKRRVH�WKLV�RSWLRQ�DV�D�ZD\�WR�NHHS�WKH�H[DP�WDNHU�FORVH�E\�LQ�FDVH�RI�TXHVWLRQV�GXULQJ�WKH
H[DP�ZLWKRXW�KDYLQJ�WR�GR�WKH�SURFWRULQJ�GLUHFWO\��7KH�SURFWRU�FRXOG�EH�DQ�DGPLQ�VWDII��*$�7$��RWKHU�IDFXOW\��HWF�
7KH�H[DP�FRXOG�DOVR�QRW�EH�SURFWRUHG�DW�DOO��EXW�UDWKHU�WKH�VWXGHQW�FRXOG�WDNH�LW�LQ�D�WRWDOO\�VHFXUH�ORFDWLRQ�OLNH�DQ
HPSW\�IDFXOW\�RIILFH�ZLWKRXW�QHHGLQJ�WR�KDYH�D�SURFWRU�LQ�WKH�VSDFH�ZLWK�WKHP�¬

¬

2SWLRQ��

)XUWKHU�GHWDLOV�RQ�RSWLRQ��

7KH�7HVWLQJ�&HQWHU�ZLOO�KDYH�D�EDQN�RI�WUDLQHG�UHPRWH�SURFWRUV��JUDGXDWH�VWXGHQWV��ZKR�ZLOO�EH�VFKHGXOHG�WR�SURFWRU
H[DPV�DURXQG�FDPSXV�¬

6FKHGXOLQJ�WHVWV�DQG�TXL]]HV�WKURXJKRXW�WKH�WHUP��127�),1$/6��

���6FKHGXOLQJ�IRU�H[DPV�DQG�TXL]]HV�GXULQJ�WKH�WHUP��ZLWK�WKH�H[FHSWLRQ�RI�ILQDOV�ZHHN��ZRXOG�EH�LQLWLDWHG�ZLWK
IDFXOW\�VFKHGXOLQJ�VSDFH�WKDW�PHHWV�WKH�QHHGV�RI�WKH�VWXGHQW�ZLWKLQ�WKH�GHSDUWPHQW��7HVWLQJ�6HUYLFHV�FDQ�GR�RQ�VLWH
DFFHVVLELOLW\�FKHFNV�WR�GHWHUPLQH�LI�VSDFH�ZLOO�ZRUN�IRU�H[DP�SURFWRULQJ�¬¬

���2QFH�DFFHVVLEOH�VSDFH�LV�VHFXUHG�IRU�WKH�H[DP��WKH�IDFXOW\�PHPEHU�ZLOO�UHDFK�RXW�WR�WKH�7HVWLQJ�6HUYLFHV�2IILFH�WR
UHTXHVW�D�UHPRWH�SURFWRU�IRU�WKH�H[DP��6R�ORQJ�DV�DW�OHDVW�RQH�ZHHN·V�QRWLFH�LV�JLYHQ�WR�WKH�7HVWLQJ�6HUYLFHV�2IILFH�
D�UHPRWH�SURFWRU�ZLOO�EH�VHFXUHG�DQG�VHQW�WR�WKH�VSDFH�

6FKHGXOLQJ�IRU�),1$/�(;$06�21/<�

6FKHGXOLQJ�IRU�ILQDOV�H[DPV�ZRXOG�EH�LQLWLDWHG�E\�7HVWLQJ�6HUYLFHV�ZRUNLQJ�ZLWK�WKH�5HJLVWUDU·V�2IILFH�DQG�VHFXULQJ
DFFHVVLEOH�VSDFH�SULRU�WR�WKH�WHUP�EHJLQQLQJ��)DFXOW\�ZRXOG�WKHQ�VHFXUH�WKH�DSSURSULDWH�QXPEHU�RI�VSRWV�RQ�WKH
FRUUHFW�GD\�DQG�WLPH�IRU�DV�PDQ\�VWXGHQWV�DV�QHHG�WKH�DFFRPPRGDWLRQV�IRU�WKHLU�ILQDOV�
¬

�)RU�VWXGHQWV�ZKR�KDYH�´SULYDWH�URRPµ�DV�D�WHVWLQJ�DFFRPPRGDWLRQ��WKLV
RSWLRQ�ZRXOG�QRW�EH�DYDLODEOH�
¬

$&&(66,%/(�3')�2)�3$7+:$<�%�+(5(��KWWSV���GULYH�JRRJOH�FRP�ILOH�G��J�;[HRP%V�+R\40:4D�L8GE�BVE;NZJ*�YLHZ"WV �HG��D���

5HJDUGLQJ�0DNH�8S�([DPV
7KH�/HDUQLQJ�&HQWHU�KDV�DOVR�EHHQ�DVNHG�WR�ZRUN�RQ�D�SODQ�WR�VXSSRUW�IDFXOW\�DQG�VWXGHQWV�ZKR�QHHG�RSWLRQV�IRU
WDNLQJ�SURFWRUHG�PDNH�XS�H[DPV��:H�ZLOO�SURYLGH�PRUH�LQIRUPDWLRQ�RQ�PDNH�XS�H[DPV�RQFH�WKDW�KDV�EHHQ
GHYHORSHG�

1HZV

3RUWODQG�6WDWH�VWXGHQWV�QDPHG
WR������VSULQJ�WHUP�KRQRU�UROOV
ª

,QWHUQDWLRQDO�VWXGHQWV�ZRQ¶W
IDFH�WKUHDW�RI�GHSRUWDWLRQ�ª

3URIHVVRU�1DWDQ�0HLU
V�ERRN�
�6WHSFKLOGUHQ�RI�WKH�6KWHWO����
UHOHDVHG�RQ�-XO\�����������ª

JR�WR�QHZV

(YHQWV

7XHVGD\��-XO���
$WKOHWLF�	�2XWGRRU�,QGXVWU\
*UDGXDWH�&HUWLILFDWH�:HELQDU�ª

7XHVGD\��-XO���
5HPRWH�7HDFKLQJ�5HDO�7DON�
/LYH�6XSSRUW�ZLWK�2$,�ª

:HGQHVGD\��-XO���
,5(0��&RIIHH�	�+HDGVKRWV�ª

JR�WR�HYHQWV

3URILOH

-HVVLFD�%HDXFKHPLQ�ª
067�6WXGHQW

JR�WR�SURILOHV

¬
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https://www.pdx.edu/tutoring/profile/jessica-beauchemin
https://www.pdx.edu/tutoring/profile


   
 

Tentative Agreement between 1 
Portland State University (University) 2 

and the Portland State University Chapter 3 
of the American Association of University Professors (Association) 4 

April 14, 2021 5 
 6 

Subject: AP Performance Improvement Plan  7 
 8 

Recital: 9 

 During negotiations over AP advancement, the parties noted that there is inconsistency in how negative 10 
AP evaluations are dealt with across different units. The University and Association agreed to have 11 
further discussions about this issue after the contract was completed. The parties understand that 12 
management has the right to determine the criteria for evaluation, but the evaluation process and the 13 
impacts of a negative evaluation are mandatory subjects of bargaining. 14 

Agreement: 15 

The University will provide support and training for supervisors about the AP evaluation process.  If an 16 
employee receives a negative evaluation, a written performance improvement plan will be offered by the 17 
supervisor. 18 

This agreement is effective upon signature and ratification of the AAUP Membership. We’ll figure out 19 
where to put it in housekeeping #2. 20 

 
For the University  

 
For the Association 

 
 
 

____________________________________ 
Shelly Chabon, Vice Provost for Academic 

Administration  

 
 

____________________________________ 
Theresa McCormick, Interim VP of Collective 

Bargaining 

 
________________ 

Date 

 
________________ 

Date 
 21 
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 Tentative Agreement between  1 
 Portland State University (University) 2 

and the Portland State University Chapter  3 
of the American Association of University Professors (Association) 4 

April 14, 2021 5 
 6 
 7 
Subject: Modifications to Article 25 for Portland Streetcar 8 
 9 
The parties agree to open and add the following to Article 25- Parking: 10 
 11 
Section 4. Portland Streetcar 12 
 13 

a) Effective July 1, 2021 members may purchase a Streetcar-only transit pass at PSU 14 
Transportation and Parking Services at the discounted rate provided to PSU. and have 15 
the cost deducted from their paycheck. 16 

b) Members may discontinue their streetcar only transit pass at any time by returning the 17 
pass to PSU Transportation and Parking Services.  18 

 19 
Section 5. Transit between worksites 20 

a) The University shall provide members who require access to the Portland Streetcar to 21 
transit between worksites a Streetcar-only transit pass at the University’s expense.  22 

b) To obtain the pass, the member shall bring a letter from their supervisor explaining their 23 
need for the transit pass to PSU Transportation and Parking Services.  24 

c) The Streetcar-only transit pass shall be valid until the end of the current academic year.  25 
d) A new letter acknowledging the need for the transit pass shall be submitted each 26 

academic year.  27 
e) The University shall create an online process for members to obtain a Streetcar-only 28 

transit pass for transit between worksites by December 31, 2021.   29 
 30 
PSU-AAUP will be notified of the details of the street-car contract and any changes that may be 31 
made. 32 
 33 
This agreement will become effective upon signature and ratification of the PSU-AAUP 34 
Membership and will be placed in Article 25 of the parties Agreement. 35 
 36 

 
For the University  

 
For the Association 

 
 

________________________ 
Shelly Chabon, Vice Provost for Academic 

Personnel  

 
________________________ 

Theresa McCormick, Vice President 
Collective Bargaining 

________________ 
Date 

________________ 
Date 

 37 
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Tentative Agreement between 1 
Portland State University (University) 2 

and the Portland State University Chapter 3 
of the American Association of University Professors (Association) 4 

April 14, 2021 5 
 6 
Subject: Modification of Article 32 into the Leaves article 7 
 8 
Article 32: LEAVES 9 
 10 
Extended Contractual Leave: 11 
 12 

Section 1: Family Medical Leave Act (FMLA) & Oregon Family Leave Act (OFLA)  13 
Section 2: Jury Duty Leave 14 
Section 3: Court Appearance 15 
Section 4: Military Leave 16 
Section 5: Personal/Discretionary Leave 17 
Section 6: Domestic Violence, Sexual Assault, Assault, Stalking, or Harassment 18 
Section 7: Sabbatical Leave 19 
Section 8: Career Development Leave [Academic Professionals] 20 
Section 9: Workers Compensation 21 

 22 
Accrued & Paid Leaves: 23 

Section 10: Sick Leave 24 
Section 11: Vacation Leave 25 
Section 12: Holidays 26 
Section 13: Disability Insurance - Short Term & Long Term 27 
Section 14: Donated Sick Leave Bank 28 

 29 
Accommodations:  30 

Section 15: Disability 31 
Section 16: Religious 32 

 33 
HR will ensure, as reasonably possible, that accurate and complete information about the 34 
leaves allotment under these laws will be up to date on the HR website. 35 
 36 
SECTION 1. FAMILY AND MEDICAL LEAVE ACT (FMLA)/OREGON FAMILY LEAVE ACT 37 
(OFLA) 38 
 39 
PSU recognizes that the concept of "family" means different things to different people and plays 40 
out in a myriad of ways in the normal course of a person's life.  Family and medical leave is 41 
available to all members of the association who qualify under state and federal laws.  42 
 43 

a) The University will abide by State and Federal statutes concerning family/medical leave.  44 
Unless specified by this Collective Bargaining Agreement (CBA), employee eligibility and 45 
scope of leave will be determined by the criteria set forth in the state and federal laws.    46 

b) To be eligible for FMLA, an employee must have worked for at least 12 months and 47 
have worked at least 1250 hours during the 12 months prior to the start of the FMLA 48 
leave.  To be eligible for leave designated as OFLA, an employee must have worked for 49 
at least 180 days for a minimum of 25 hours a week prior to the beginning of the leave.  50 
For OFLA parental leave, the minimum hours are not required. 51 
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c) Eligible employees will be eligible for 12 weeks of protected leave for FMLA/OFLA 1 
qualifying circumstances.  In some instances, an eligible employee may be entitled to 2 
more than 12 weeks if their FMLA/OFLA do not run concurrently or if leave is designated 3 
only as OFLA leave. 4 

d) Employees are required to use sick leave and may use other forms of paid leave to 5 
which they are entitled under law or under the collective bargaining agreement, and/or 6 
the Donated Sick Leave Bank (DSLB).  However, an employee who is on approved 7 
FMLA/OFLA leave and is receiving short- or long-term disability benefits may but will not 8 
be required to use or exhaust sick leave. 9 

e) During the period of FMLA and/or OFLA leave, the Employer’s and the Employee’s 10 
insurance contribution and retirement plan elections remain intact. 11 

f) Leave reasons that qualify under the FMLA/OFLA programs include: 12 
i. Parental leave upon the birth, adoption, or foster placement of a child 13 
ii. Leave to care for a bargaining unit member’s own serious health condition. 14 
iii. Leave to care for a family member, as defined under FMLA and OFLA, with a 15 

serious health condition. 16 
iv. Pregnancy disability leave— Leave taken by an employee for an incapacity 17 

due to pregnancy or childbirth, occurring before or after the birth of the child, 18 
or for prenatal care.  19 

v. Sick child leave (OFLA only)—leave to care for your child with an illness or 20 
injury that requires home care but is not serious. 21 

vi. Military Caregiver Leave  22 
vii. Military Exigency Leave 23 
viii. Bereavement leave-Leave after the death of a family member 24 

g) HR will ensure, as reasonably possible, that accurate and complete information about 25 
the leaves allotment under these laws will be up to date on the HR website.   26 

h) Further, the bargaining unit member shall give written notice to Human Resources as 27 
soon as possible and/or at least thirty (30) days prior to leave; exceptions are recognized 28 
as per statute. The notice shall include the date the leave begins and expected ending 29 
date, and the current and future bargaining unit member responsibilities affected. Human 30 
Resources will notify the member’s direct supervisor regarding the leave. Human 31 
Resources will notify the bargaining unit member and supervisor within five (5) business 32 
days after the request or designation is made.  33 

i) From time to time, a faculty member who holds a tenure-track appointment may qualify 34 
to take advantage of the provisions of the FMLA and/or OFLA. Time granted for family or 35 
medical leave shall not be considered continual service to the University for purpose of 36 
promotion and tenure. 37 

j) A faculty member who wishes to extend the probationary period for promotion and 38 
tenure must obtain written certification of eligibility for family or medical leave from the 39 
University benefits officer. 40 

k) At the request of faculty member eligible for family or medical leave, the University will 41 
consider entering into a special agreement to extend the probationary period for up to 42 
one year before mandatory consideration for indefinite tenure is given. 43 

l) Employees who wish to take leave to take care of a partner or sibling who has a serious 44 
health condition, and who otherwise would not be eligible for FMLA or OFLA leave due 45 
to the limited definition of "family member," will be entitled to take 12 weeks of protected 46 
leave under this contract.  A person taking leave under this article will continue to have 47 
all benefits to the extent possible under PEBB and relevant OARs and all job 48 
protections, the same as which is provided under FMLA and OFLA leave.  Members 49 
taking leave under this provision will have priority access to the DSLB once their accrued 50 
paid leave is exhausted. 51 
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 1 
m) Bereavement Leave 2 

i. Bargaining unit members will be eligible for two weeks bereavement leave upon 3 
the death of a loved one as soon as employment begins.  When possible, leave 4 
will be designated as OFLA bereavement leave. 5 

ii. When bereavement leave is approved but is not designated as protected OFLA 6 
leave, the employee retains the same job protections and benefits as provided 7 
under OFLA. If necessary, an employee may request to use additional leave 8 
and/or use their PSU Bereavement leave outside the 60-day window up to 1 year 9 
from the date of the death.  These requests are subject to departmental 10 
approval.  11 

iii. For the purposes of PSU Bereavement leave, immediate family is defined by the 12 
PSU Sick Leave Policy.  Employees will be eligible for bereavement leave for the 13 
death of anyone outside of the "family member" definition in the PSU Sick Leave 14 
Policy, referenced in Section 7 of this Article, upon self-certification.   15 

 16 
SECTION 2: JURY DUTY 17 
 18 
An employee shall be granted leave with pay for reporting to a required jury duty.  The 19 
employee may keep any money paid by the court for serving jury duty.  Salaried employees 20 
must attach the summons to their leave roster. Whenever possible, subject to operating 21 
requirements, employees selected by proper authority for jury duty will be placed on a day shift, 22 
Monday through Friday, during the period they are obligated to jury duty. 23 
 24 
SECTION 3: COURT APPEARANCES 25 
 26 
When any employee is not the plaintiff, defendant, or intervening party, or is a crime victim, the 27 
employee shall be granted leave with pay for appearance before a court, legislative committee 28 
or judicial or quasi-judicial body as a witness in response to a subpoena or other direction by 29 
property authority for matters other than the employee’s officially assigned duties.   30 
 31 
SECTION 4: MILITARY LEAVE 32 

a) Employees are entitled to various military leave under state and federal law.  Where 33 
applicable, the University will determine eligibility and process pursuant to those 34 
statutes.   35 

b) Military Service School Leave: An employee voluntarily or involuntarily seeking military 36 
leave without pay to attend service school shall be entitled to such leave during a period 37 
of active-duty training.  Military leaves of absence without pay shall be granted in 38 
compliance with federal and state law. 39 

c) Military Service Leave:  Leaves of absence without pay shall be granted all regular 40 
employees who enter the military service of the United States.  Such employees shall be 41 
returned to service in compliance with the federal and state law. 42 

d) Oregon Military Family Leave Act.  This is leave taken by the spouse or domestic partner 43 
of a member of the Armed Forces of the United States, the National Guard, or the 44 
military reserve forces of the United States who has been called to active duty or notified 45 
of an impending call or order to active duty, or who is on leave from active duty during a 46 
period of military conflict.  Eligible employees will be entitled to 14 days of unpaid leave 47 
per deployment. 48 

e) Military leave allows an employee to take time off for military duty or to seek 49 
reinstatement to their former job(s) when they return from military duty under protections 50 
provided by federal law.  51 
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 1 
For details on the eligibility, use, and restrictions of military leaves see the PSU HR webpage  2 

  3 
SECTION 5. PERSONAL/DISCRETIONARY LEAVE 4 
 5 
Employees may request a Personal Leave for time off in excess of five continuous 6 
workdays that is otherwise not covered by other University leave and/or benefit 7 
programs.  Employees must apply for and receive approval before utilizing 8 
Personal/Discretionary Leave.   9 
 10 
A bargaining unit member, following FMLA or OFLA, or any other type of leave provided 11 
under law or in this CBA, whose leave ends in the middle of a term may seek 12 
personal/discretionary leave until the end of the term, subject to department or unit 13 
approval The University will extend job protections for members using this trailing 14 
discretionary leave, and those members will have priority access to the DSLB in order to 15 
have benefit continuation.   16 
 17 
SECTION 6. PROTECTIONS FOR MEMBERS FACING DOMESTIC VIOLENCE, 18 
SEXUAL ASSAULT, ASSAULT, STALKING, OR HARASSMENT 19 

(a) Bargaining unit members who are victims of domestic violence, sexual assault, 20 
stalking, or harassment, or are the parent/guardian of a minor child or a 21 
dependent who is a victim of domestic violence, sexual assault, stalking, or 22 
harassment, will be eligible for reasonable leave and reasonable safety 23 
accommodations pursuant to ORS 659A.270-ORS 659A.290. 24 

(b) Pursuant to ORS 659A.272, eligible employees may take leave, for themselves 25 
or for their minor child or dependent, for the purpose of seeking legal or law 26 
enforcement, medical treatment, counseling, to obtain services from a victim 27 
services provider to relocate or take other steps to ensure health and safety.   28 

(c) Pursuant to ORS 659A.290(a), reasonable safety accommodations may include, 29 
but is not limited to, a transfer, reassignment, modified schedule, unpaid leave 30 
from employment, changed work telephone number, changed work station, 31 
installed lock, implemented safety procedure or any other adjustment to a job 32 
structure, workplace facility or work requirement in response to actual or 33 
threatened domestic violence, harassment, sexual assault, or stalking. 34 

(d) Employees who are victims of domestic violence, harassment, sexual assault, or 35 
stalking, and/or are the parent/guardian of a minor child or dependent who is a 36 
victim of domestic violence, harassment, sexual assault, or stalking, and who are 37 
requesting leave for purposes as provided under the law, such as seeking legal 38 
or law enforcement assistance, medical treatment, counseling, to relocate or take 39 
other steps to ensure health and safety, are entitled to 160 hours of paid leave in 40 
each calendar year. Leave with pay is in addition to any vacation, sick, or other 41 
form of paid leave available to the employee.  An eligible employee must exhaust 42 
all other forms of paid leave before using the paid leave provided for under this 43 
section.   44 

(e) The process to seek accommodations or leave under this section will be outlined 45 
on the HR website. 46 
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(f) Employees facing pressure as outlined in Article 24, Section __ (new section 1 
from Academic Freedom TA 2020 12Dec15), may also seek accommodations 2 
outlined in this section, but will be subject to department approval. 3 

 4 
SECTION 7. SABBATICAL  5 
 6 

Part 1: Purpose of Sabbatical Leave 7 
 8 

Sabbatical leave is granted for purposes of research, writing, advanced study, travel 9 
undertaken for observation and study of conditions in our own or in other countries 10 
affecting the applicant's field or related scholarly or professional activities. Sabbatical 11 
leave is a privilege and not a right. It is granted only when it can be shown that the 12 
applicant is capable of using this period in a manner that will thereafter increase the 13 
applicant's effectiveness to the University and to the state. Sabbatical Leaves should be 14 
granted when it can be shown that the faculty member will use the time in a manner 15 
which will provide increased service to the University either through study and research, 16 
writing, advanced study, or travel related to the applicant's field or professional activities. 17 

 18 
Part 2: Eligibility for Sabbatical Leave 19 

 20 
(1) A member appointed at .5 FTE or more, with the rank of Senior Instructor I, 21 

Senior Instructor II, Assistant Professor, Associate Professor, Professor, 22 
Assistant Professor of Practice, Associate Professor of Practice, Professor of 23 
Practice, Assistant Teaching Professor, Associate Teaching Professor, Teaching 24 
Professor, Research Associate, Senior Research Associate I or Senior 25 
Research Associate II may be considered for sabbatical leave if conditions 26 
1(a) and either 1(b) or 1(c) are met: 27 
(a) Beginning in the first academic year of tenure, continuous appointment, or 28 

the 7th year of a research appointment 29 
(b) The member has been continuously appointed at PSU without 30 

interruption by a sabbatical leave for 18 academic quarters (excluding 31 
Summer Session) or, in the case of 12-month faculty, 72 months.  32 

(c) The member has accumulated the equivalent of 6.0 FTE years at PSU over 33 
an indefinite period of 9-month or 12-month appointments uninterrupted by 34 
a sabbatical leave. 35 

(2) Non-tenure track instructional faculty employed on annual contracts pursuant to Article 18 36 
Section 2, and non-tenure track instructional fixed term faculty members employed 37 
pursuant to Article 18 Section 3 are not eligible for sabbatical.   38 

(3) For purposes of determining eligibility under this section, authorized leave of absences 39 
(except sabbatical leave) do not constitute a break of service. An authorized leave of 40 
absence does not prejudice the member's eligibility for sabbatical leave. A one-year 41 
period of appointment at less than .5 FTE will count as a period of accumulated service 42 
for purposes of the time requirement for sabbatical eligibility.  43 

(4) Members may be considered for subsequent sabbatical leaves after again satisfying 44 
the conditions specified in paragraphs (l)(a) and either (b) or (c) above. Cases involving 45 
mixed terms of service may be adjusted by the President or the President’s designee, 46 
in accordance with the principles set forth in this Article. 47 
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(5) A member who has more than ten (10) years continuous full-time service since the last 1 
sabbatical leave may be given highest priority for the award of sabbatical leave. 2 

(6) If split sabbaticals are approved, eligibility for sabbatical shall be calculated as if the 3 
terms of leave were taken consecutively starting with the first term of the sabbatical. 4 

(7) For the University’s convenience, and at the initiative and sole discretion of the 5 
University, a sabbatical leave may be delayed by up to two years. In such instances, 6 
the member will become eligible for a succeeding sabbatical leave after an equivalently 7 
reduced period of years. This section applies to a maximum of 14 consecutive years, 8 
covering two possible sabbatical leaves. The same agreement may be negotiated for 9 
University convenience in subsequent 14-year periods. 10 

(8) Sabbatical leave privileges may be granted to employees in special positions of 11 
responsibility and trust, even though they do not hold academic rank. Eligibility for this 12 
class of employees will be determined in the manner described in subsection (1) 13 
above. Recommendations for sabbatical leave for such members not otherwise 14 
qualified may be made in exceptional cases only at the discretion of the President or 15 
the President's designee. 16 

(9) For purposes of determining eligibility for sabbatical leave, time spent on an authorized 17 
military leave from the University shall be considered as institutional service. 18 

 19 
Part 3: Salary during Sabbatical Leave 20 

 21 
(1) Salary under subsection (l)(b) of Section 2 of this Article shall be the percentage provided 22 

in Section 8 of Article 30 (SALARY AND RETIREMENT) of the member’s annual rate 23 
multiplied by the average FTE at which the member was appointed during the 6.0 FTE 24 
years immediately prior to the sabbatical leave. The President or President’s designee 25 
shall have the authority and discretion to interpret special circumstances in this regard. 26 
For purposes of this subsection, eligibility years are the 18 academic quarters (excluding 27 
Summer Session) or in the case of 12-month faculty, 72 months of continuous 28 
employment at half-time or more that result in the member's eligibility for sabbatical leave. 29 

(2) Salary under subsection (1)(c) of Section 2 of this Article shall be the percentage 30 
provided in Section 8 of Article 30 (SALARY AND RETIREMENT) of the member’s 31 
annual rate in effect at the time the sabbatical leave begins. 32 

(3) If during the period of sabbatical leave the University allocates salary increases to its 33 
members, the annual rate of the member on sabbatical leave will be increased by the 34 
appropriate amount effective on the date that the salary increase was granted. 35 

(4) Members on sabbatical leave may supplement their sabbatical salaries to a 36 
reasonable degree, provided that such supplementation strictly conforms to the stated 37 
and approved purposes of the sabbatical leave. 38 

 39 
Part 4: Procedures Related to Sabbatical Leave 40 

 41 
(1) Sabbaticals are a privilege, not a right. The University shall fairly consider all 42 

sabbatical requests, including any request to split a sabbatical over more than one 43 
academic year. In cases where it is necessary to choose between several applications 44 
for sabbatical leave from the same department or unit, preference will not be given 45 
based on salary. 46 

(2) An application for sabbatical is to be submitted to the relevant Dean' s office pursuant 47 
to the deadlines established and posted by the Dean's office. The Dean is to provide 48 
notice of the Dean’s decision to the faculty member, department chair and the Office 49 
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of Academic Affairs (OAA) and submit any approved sabbatical applications to Human 1 
Resources (HR) no later than one term prior to the start of the sabbatical. 2 

(3) Deans may consider how sabbatical leaves for associate professors contribute to their 3 
advancement to the rank of full professor. 4 

(4) If a request for a sabbatical is denied by the Dean, the member may appeal that 5 
decision to the Provost. The member should include in the appeal a rationale for the 6 
appeal and a description of the negative impact of the denial. 7 

(5)  Faculty members must submit Sabbatical Leave Reports of Accomplishments, due 8 
midway through the term of return to the relevant Department Chair with a copy to the 9 
Dean. 10 

 11 
Part 5: Obligation to Return Following Sabbatical 12 

 13 
Each member, in applying for sabbatical leave, shall sign an agreement to return to the 14 
University for a period of at least three academic terms of service on completion of the 15 
leave. Summer term may, at the University's discretion, be counted as an academic term 16 
for this purpose. If a member fails to fulfill this obligation, the member shall repay the full 17 
salary paid during the leave plus the health and retirement contributions paid by the 18 
University on behalf of the member during the leave. This amount is due and payable 19 
three months following the date designated in the sabbatical agreement for the member 20 
to return to the University. 21 

 22 
SECTION 8. CAREER DEVELOPMENT LEAVE 23 
 24 
As outlined in Article 17, Section 2(c), Academic Professionals have career development leave 25 
available to them as leave without pay, as provided for in University Standard 580-021-0029.  26 
 27 
SECTION 9. WORKER’S COMPENSATION 28 
 29 

Workers’ Compensation insurance provides benefits for workers who have a work-30 
related injury or illness.  If an employee experiences an accidental injury, or occupational 31 
disease that qualifies for workers' compensation protections, medical and/or time loss 32 
benefits may be available through SAIF Corporation.  Injuries must be reported, even if 33 
the employee does not seek medical treatment.  Procedures for reporting an on-the-job 34 
injury or illness is outlined on the HR website.  35 

 36 
SECTION 10. SICK LEAVE  37 
 38 

A. Portland State University (PSU) provides eligible employees with paid sick leave in 39 
accordance with State and Federal laws, University policy and Collective Bargaining 40 
Agreements (CBA). In the event of any conflict between this policy and applicable State 41 
and/or Federal law, University Policy or Collective Bargaining Agreement, the policy or 42 
law that is most generous to the employee will take precedence. 43 

B.  44 
C. The purpose of this policy is to make paid sick leave available to employees as needed 45 

to guard against loss of earnings due to illness. This policy is also intended to ensure 46 
compliance with relevant laws, including SB 454 (Oregon Paid Sick Time law), the 47 
Oregon Family Leave Act (OFLA), the Family Medical Leave Act (FMLA), and the 48 
Americans with Disabilities Act (ADA), University policies and CBAs governing the use of 49 
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protected unpaid sick time and the accrual and use of paid sick leave. Further, this policy 1 
establishes paid sick leave accrual, use, and reporting standards and processes. 2 
 3 

For details on the eligibility, use, and restrictions of sick leave, please refer to the PSU Sick 4 
Leave Policy, found on the University Policy Library website. 5 
 6 

D. Borrowing Unearned Sick Leave 7 
 8 

Unclassified employees employed at .50 FTE or more on a 12-month or 9-month benefits-9 
eligible appointment. This sick leave advance program is intended to provide salary continuance 10 
for up to 90 calendar days of absence due to illness by using a combination of accrued and 11 
advance sick leave. Benefits eligible unclassified employees may utilize unearned paid sick 12 
leave in accordance with the terms on the HR website: 13 
 14 

E. Prohibition on Discrimination 15 
 16 

Discrimination or retaliation against any PSU employee for requesting, using or complaining that 17 
they are not receiving sick time as required by this policy, State or Federal law or applicable 18 
CBA is prohibited. Employees will not be subject to a negative evaluation, discipline or adverse 19 
job action based on their appropriate and lawful use of sick leave. 20 
 21 
Section 11. VACATION LEAVE 22 
 23 
Vacation leave applies only to employees on 12-month appointments.  24 
(a) 12-month members who are eligible for vacation accrual will accrue 15 hours per month; 25 

prorated for less than 1.0 FTE employees based on actual hours worked. Vacation accruals 26 
and personal leave days are available for use after the employee has met a six-month wait 27 
period. During the wait period vacation hours accrue as outlined above but are not available 28 
for use until the seventh month of employment. 29 

(b) Unclassified employees may accrue no more than 260 hours. Any accrued vacation leave in 30 
excess of this cap will be lost. 31 

(c) An employee who separates from PSU employment before completing the six month wait 32 
period receives no vacation and is not eligible to receive a vacation payout of the accrual. 33 
Unclassified employees who have satisfied the wait period and later separate employment 34 
are subject to a maximum payout of their balance at separation of up to 180 hours. 35 

(d) Vacation time off is generally scheduled in advance cooperatively with the approval of the 36 
employee's supervisor. Members should consult with their supervisor for procedures related 37 
to scheduling and tracking vacation. 38 

 39 
SECTION 12: HOLIDAY 40 

a. The following holidays shall be recognized and paid for at the regular straight time rate 41 
of pay: 42 

1. New Year’s Day 43 
2. Martin Luther King, Jr. Day 44 
3. Memorial Day 45 
4. Independent Day 46 
5. Labor Day 47 
6. Veteran’s Day 48 
7. Thanksgiving Day 49 
8. Day After Thanksgiving 50 
9. Christmas Day 51 
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10. Governor’s Day 1 
b. Benefits eligible Unclassified employees who are employed at .50 FTE or more on a 12-2 

month appointment and benefits eligible Classified employees are eligible for holiday 3 
pay. 4 

c. Full time employees receive eight (8) hours of holiday pay for recognized holidays. Part 5 
time and hourly employees receive a prorated share of the eight (8) hours based on their 6 
FTE percentage. 7 

d. Academic staff whose annual appointment is less than .50 FTE and/or on academic 8 
wages, employees on leave without pay, and other non-benefited employees are not 9 
eligible for holiday pay. 10 

e. Eligibility for holiday pay begins with date of hire and is available for use immediately. 11 
f. Governor’s Day: Oregon's governor has discretion to grant 12-month unclassified 12 

employees an additional day of paid leave (8 hours for full time and pro-rated for part-13 
time employees), referred to as the Governor's Day. The day is usually designated to be 14 
in conjunction with Thanksgiving, Christmas, or New Year's Day. Employees must be 15 
employed as of the day prior to the applicable holiday to receive this leave.  If requested 16 
Governor's Leave days are not available to an employee, the employee may request to 17 
take the Governor’s Leave on another day. 18 

g. Scheduling use of a granted Governor's Day must be done in advance cooperatively 19 
with the approval of the employee's supervisor. Time off for these days should be 20 
scheduled in such a manner as to minimize the disruption to the operations of the 21 
department and organization, within reasonable supervisory discretion.  Each 22 
department may establish guidelines for employees in addition to this in order to meet 23 
customer service and operational needs of the department. 24 

h. Whenever a holiday falls on a Sunday, the following Monday will be observed as the 25 
holiday. If a holiday falls on a Saturday, the preceding Friday will be observed as the 26 
holiday. 27 

 28 
Section 13: DISABILITY INSURANCE 29 
 30 
(a) To reduce the financial impact of illness or injury, PEBB offers optional Short-Term and 31 

Long-Term Disability Insurance plans as well as long-term care insurance. These policies 32 
are available for purchase by eligible full-time or part-time employee. These policies can 33 
provide income protection against disabilities resulting from a covered physical disease, 34 
injury, pregnancy, or mental disorder. These coverages are not available for dependents. 35 
 36 
For details on the eligibility, use, and restrictions of leaves related to Short-Term and Long-37 
Term Disability Insurance see the PSU HR webpage.  38 

 39 
SECTION 14. DONATED SICK LEAVE BANK (“DSLB”) 40 
 41 

a. The University and PSU-AAUP will partner to maintain a DSLB for bargaining 42 
unit members. Bargaining unit members who participate in the DSLB may 43 
withdraw sick leave from the DSLB as provided in this Section.  44 

b. All current bargaining unit members will be automatically enrolled in the DSLB on 45 
November 1, 2021, and then November 1 of each subsequent year.   46 

c. New bargaining unit members will be provided information regarding the DSLB at 47 
the time that they are provided other information regarding employee benefits.  48 

d. New hires will be able to draw from the bank from the time of hire.  No 49 
contribution will be necessary until the earlier of the time they access the bank or 50 
at the next opt out period.   51 
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e. Bargaining unit members who do not wish to remain enrolled in the DSLB may 1 
opt out between October 1 and October 31, 2017, and then during each 2 
subsequent year between October 1 and October 31 (the annual open 3 
enrollment period). A participating member who does not affirmatively opt out of 4 
the DSLB during the annual open enrollment period will be automatically 5 
renewed as a participant in the DSLB and will be subject to assessments and 6 
special calls as provided below.  7 

f. Upon enrolling in the DSLB, a bargaining unit member irrevocably pledges up to 8 
seven (7) sick leave hours of the member's accrued sick leave for contribution to 9 
the DSLB, regardless of the member's FTE, plus any annual assessments 10 
described below, if required. The annual irrevocable pledge is subject to annual 11 
review and may be revised as per (i) below. If the bargaining unit member does 12 
not have the requisite hours at the time of enrollment, the enrollment will be held 13 
open and will be implemented as soon as the bargaining unit member has 14 
sufficient sick leave to enroll.   15 

g. Bargaining unit members shall receive acknowledgement of each donation made 16 
to the DSLB, and each allocation received from the DSLB within 20 working days 17 
of the donation or allocation.   18 

h. A bargaining unit member who participates in the DSLB may withdraw and 19 
use sick leave from the DSLB as follows:  20 

i. The member must have exhausted all of his/her own accrued sick leave.  21 
ii. The DSLB may be used to provide the member with paid time off during 22 

any leave that qualifies under FMLA, OFLA, the Americans with 23 
Disabilities Act (ADA), or the University standards governing use of sick 24 
time (former OAR 580-021-0040), including maternity leave or paternity 25 
leave upon the addition of a child to the member's family (whether by 26 
birth, adoption or otherwise).  27 

iii. A member must request use of leave from the DSLB on a form to be 28 
prepared and provided by the Office of Human Resources and PSU-29 
AAUP. The use of leave from the DSLB may be for a period of up 30 
to 40 working days at the member's regular FTE. The maximum amount 31 
of leave from the DSLB that may be used for a single event 32 
is 40 working days at the member's regular FTE. Should a member 33 
require more than the maximum amount, the request may be considered 34 
by the DSLB committee referenced in this Section.   35 

iv. Leave from the DSLB may be used intermittently.  36 
v. Leave from the DSLB is to be used prior to, and not concurrently with, 37 

any short-term or long-term disability insurance that may be available to 38 
the member. Leave from the DSLB may be used concurrently with 39 
compensation from the University’s workers compensation insurance as 40 
long as compensation does not exceed the employee's regular salary.  41 

 42 
vi. Leave from the DSLB may be used prior to or after, but not concurrently 43 

with, any unearned sick leave advance that may be available to the 44 
member under University policy.  45 

vii. DSLB sick leave bank hours will only be applied retroactively to each 46 
qualifying event for which leave was taken.   47 

viii. Any denial of a request for sick leave from the DSLB must be in writing 48 
and include the reason for the denial. Denials may be appealed through 49 
the grievance process as outlined in Article 28 Division B.  50 
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i. Sick time will be withdrawn from participating bargaining unit members accrued 1 
sick leave and charged to a donating member's department as follows:  2 

i. Sick leave will be withdrawn from participating member's accrued sick 3 
leave and charged to the donating member’s department at the donating 4 
member’s hourly rate of pay, plus OPE on the dates or within the 5 
windows noted herein.  These funds will accrue to the DSLB to be used 6 
when needed as per Section 2 (e).   7 

ii. DSLB funds must not be used for any other purpose than those allowed 8 
in Article 32 Section 2. 9 

iii. Any balance of unused DSLB funds at the end of each fiscal year will roll 10 
over to the subsequent year’s DSLB. 11 

j. Should the DSLB require additional donations beyond those provided above, the 12 
following will apply:  13 

i. The DSLB can impose an assessment of up to six (6) additional hours per 14 
year to participating members. The decision to impose an assessment 15 
shall be made by the DSLB Committee (defined below). The minimum 16 
assessment shall be two (2) hours.   17 

ii. Should additional donations be required after the maximum assessments 18 
have been received, the DSLB Committee will issue a special call for 19 
additional donated sick leave on a voluntary basis.  The special call 20 
window will be open for a period of thirty (30) days unless the University 21 
and the Association agree to a different amount of time. The special call 22 
will be for seven (7) hours of additional donated sick leave unless the 23 
University and the Association agree to make a call for a different number 24 
of hours.   25 

iii. If the special call does not replenish the bank sufficiently to meet the 26 
need, the DSLB Committee will advise the University and the 27 
Association Labor Management Committee of the shortfall. The University 28 
and the Association agree they will convene a meeting within ten (10) 29 
working days of such notice to determine what additional options may be 30 
available to meet the needs of AAUP bargaining unit members.  During 31 
this time, AAUP bargaining unit members will be advised of any and all 32 
programs they qualify for in order to get a complete paycheck on payday. 33 
It should be noted that even after all efforts are exhausted, AAUP 34 
bargaining unit members may not receive a full paycheck.   35 

k. The Office of Human Resources and the Association shall convene the 36 
bilateral DSLB committee, to review the operation of the DSLB. PSU-AAUP and 37 
the University shall appoint 2-3 members to the committee. The committee will 38 
meet quarterly. At the quarterly meeting prior to the annual open enrollment 39 
period, the committee will review prior year’s bank performance and determine if 40 
the open enrollment period donation amount in (e) above shall change to a 41 
higher or lower amount.    42 

l. Human Resources will provide to the committee on a quarterly basis; at least one 43 
week prior to the DSLB committee meeting, the information in the list below. The 44 
information will be provided at once in the same document:  45 
� Number of Hours (and their monetized value) donated in the bank in 46 

current quarter and year to date.  47 
� Number of participating members this quarter.  48 
� Number of Hours (and their monetized value) paid out by the bank 49 

quarterly and year to date.   50 
� Number of DSLB sick leave recipients, this quarter. 51 
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� List of all recipients (with no personal information), amount of sick time 1 
received and how much requested and approved.  2 

� DSLB balance (in monetized value).  3 
� Projected DSLB balance after paid out on approved disbursement 4 

requests (and the timing of those future requests) based on the 5 
knowledge available at the time.   6 

� In order to protect bargaining unit member's privacy and health 7 
information, the names of members using the DSLB will not be provided.  8 

    9 
Section 15: Disability Accommodations 10 

The University will comply with state and federal laws regarding accommodations requests.   11 

For details on the eligibility, use, and restrictions of accommodations please contact the 12 
PSU Leaves Team  leaves@pdx.edu  and visit the PSU HR webpage for detailed 13 
information. 14 

Section 16: Religious Accommodations 15 

Religious Accommodations: Employees are entitled to accommodations for employee 16 
religious beliefs or practices, pursuant to PSU's Religious Accommodation Policy.  17 
 18 
For details on the eligibility, use, and restrictions of Religious Accommodations please 19 
visit the PSU HR webpage for detailed information. 20 

 21 
Section 17. Time Off and Leaves Information on HR Website 22 

PSU HR will ensure, as reasonably as possible, information regarding the leaves and 23 
accommodations as provided by law are accurate and up to date on their website. 24 
 25 

 
For the University  

 
For the Association 

 
 
 

_______________________________ 
Shelly Chabon, Vice Provost for Academic 

Administration  

  
_______________________________ 

Theresa McCormick Vice President Collective 
Bargaining 

________________ 
Date 

________________ 
Date 

 26 
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Letter of Agreement (LOA) between  1 
Portland State University (University) 2 

and the Portland State University Chapter  3 
of the American Association of University Professors (Association) 4 

April 14, 2021 5
6
7

Subject: LOA (new) for transition into the new Article 18 Section 2 (f) Post Continuous 8 
Appointment Review (PCAR) process and PCAR Salary Increases 9 

 10 
Recitals 11 

12  
13 The parties revised the post continuous appointment review process from every 3 years to after 
14 the 5th year in CA and every 5 years following the first review per signed MOU dated May 7, 
15 2019. The parties later negotiated new PCAR review processes with salary increases per 
16 signed MO$ dated _$SULO���������_BBB__. The parties now seek a transition for Non-Tenure 
17 Track Instructional Faculty members on continuous appointment (NTTF-CA members) into the 
18 new system that includes PCAR salary increases. 

 19 
Agreement 20 
 21 
PCAR Cycle: 22 
NTT-CA instructional faculty members who promoted in rank since their Successful Milestone 23 
Review or last PCAR shall become eligible for PCAR consistent with Article 18 Section 2 (f) 24 
based on the effective date of their successful Milestone Review or successful promotional 25 
review increase. 26 

27 
 28 
PCAR Increase and Effective Date: 29 
NTT-CA instructional faculty members who received a positive PCAR at the three-year mark as 30 
specified in the 2015-19 CBA, will be eligible for the newly negotiated PCAR salary increase 31 
effective September 16, 2022 without the need to undergo another evaluation. 32 
 33 
For those NTT-CA instructional faculty members who received a PCAR under the 2015-19 CBA, 34 
their new PCAR Effective date will be the September 16th following the completion of their 35 
original PCAR (prior to commencement of newly negotiated salary increase). 36 
 37 
The exception to the above, is those members who were promoted since their original PCAR. 38 
For this latter group, the promotion effective date will be the PCAR effective date. 39 
 40 
See chart below for sample PCAR Review Cycles and Effective Dates: 41 
 42 
PCAR Review: 2019/20 43 
PCAR Effective Date: 9/16/20 44 
Year 1: 2020-21 45 
Year 2: 2021-22 46 
Year 3: 2022-23 47 
Year 4: 2023-24 48 
Year 5: 2024-25 49 
Review Year: 25-26 50 
PCAR Effective Date 9/16/26 51 
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 52 
PCAR Review: 2019/20 53 
Promotional Review: 2020/21 54 
Promotion Effective Date: September 16, 2021 55 
PCAR Effective Date: September 16, 2021 56 
Year 1: 2021-22 57 
Year 2: 2022-23 58 
Year 3: 2023-24 59 
Year 4: 2024-25 60 
Year 5: 2025-26 61 
Review Year: 2026-27 62 
PCAR Effective Date: 9/16/27 63 
 64 
 65 
This LOA shall be inserted into the successor agreement in the LOA section. This LOA shall be 66 
ratified with the successor agreement.  67 
 68 
 69 
 70 

 
For the University  

 
For the Association 

 
 

________________________ 
Shelly Chabon, Vice Provost for Academic 

Personnel  

 
________________________ 

Theresa McCormick, Vice President 
Collective Bargaining 

________________ 
Date 

________________ 
Date 

 71 
 72 
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Memorandum of Agreement (MOA) between 1 
Portland State University (University) 2 

and the Portland State University Chapter 3 
of the American Association of University Professors (Association) 4 

April 16, 2021 5 
 6 

 7 
Subject: Supplement to COVID impact MOA Effects of Reopening from Campus Closure- 8 
revised provision for return to campus from remote work 9 
 10 
 11 
Recitals 12 
The parties recognize that employees have a need to resolve issues, such as care of children or 13 
parents, transportation, health concerns or other potential impacts prior to returning to campus.  14 
This MOA supplements the attached MOA dated September 18, 2020.   15 
 16 
Agreement 17 

 18 
1) To facilitate a smooth transition when employees return from remote to on 19 

campus work supervisors will be encouraged to be as flexible as possible in their 20 
return-to-work notice.   21 

2) Supervisors will provide a three-week notice to employees; however, the return 22 
time may be less upon agreement of the parties. 23 

3) If the Supervisor and the employee cannot agree about the need to return to 24 
campus, they should seek assistance from Human Resources. 25 

4) This Agreement is Temporary and will expire December 2021.  The parties agree 26 
to engage in discussions and negotiations to discuss the feasibility of maintaining 27 
the language for an additional period of time. 28 

5) Supervisors will be notified of this MOA upon signature. 29 
 30 

 31 
This agreement will become effective upon signature and ratification of the PSU membership 32 
and shall remain in effect until December 31, 2021.  In the event a further extension is needed, 33 
the parties will meet to discuss and resolve. 34 
 35 

 
For the University  

 
For the Association 

 
 

___________________________________ 
Shelly Chabon, Vice Provost for Academic 

Personnel & Leadership Development 

 
 

___________________________________ 
Theresa McCormick, Vice President for 

Collective Bargaining 

 
________________ 

Date 

 
________________ 

Date 

 36 
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Memorandum of Agreement between 1 
Portland State University (University) 2 

and the Portland State University Chapter 3 
of the American Association of University Professors (Association) 4 

September 18, 2020 5 
 6 
 7 
Subject: Effects of Reopening from COVID-19 Campus Closure 8 
 9 
Preamble: 10 

 11 
The following return to campus plan is guided by our ongoing and unwavering 12 
commitment to the health, safety and well-being of all faculty, instructors, academic 13 
professionals, staff, students and visitors, and reflects our understanding of and 14 
contributions to advancing overall public health efforts. As such, this plan considers and 15 
attempts to balance the needs of PSU’s employees, the duties associated with their 16 
positions and the goals/responsibilities of the university. 17 

 18 
1. If work can be performed remotely in a manner that the supervisor determines is 19 

sufficient to meet the needs of the university, it will continue to be done remotely 20 
until the university determines it is feasible based on federal, state, and local COVID-21 
19 workplace guidelines for employees and students to return to  campus. Supervisors 22 
should be mindful of PSU’s stated need to do all we can to protect the health of 23 
students, faculty, staff and visitors. In an effort to support their employees, 24 
supervisors are encouraged to focus on members whose work cannot be done 25 
remotely in any consideration of who returns to campus.  26 

2. Members may request to work on campus. Supervisors shall endeavor to fulfill that 27 
request if feasible, but a supervisor may need to balance the competing needs of the 28 
university with the health and safety of all. Thus, a supervisor may prioritize some 29 
members returning to campus over others. 30 

3. Should the university decide that a unit will return to onsite/in-person work, 31 
employees and supervisors will work collaboratively in assessing workplace options. 32 
Supervisors will provide five days advance notice to the affected employees and will 33 
provide flexibility in making remote work and other alternative work arrangements 34 
available to employees. 35 

4. If work duties cannot be performed remotely in a manner that the supervisor 36 
determines is sufficient to meet the needs of the university, employees with 37 
COVID-related health concerns for themselves or members of their household may 38 
ask their supervisors to explore options such as flex schedules, split schedules, 39 
allowing certain aspects of the job to be done remotely, or to identify low traffic 40 
times for campus work as appropriate. 41 

5. In those cases when collaboration does not result in a satisfactory plan to the 42 
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MOA Effects of Reopening from Campus Closure 
September 18, 2020 
Page 2 of 3 
 

employee, the employee may engage HR. HR will provide guidance and 1 
resources in support of a collaborative solution.  2 

6. If the employee is unsatisfied after consultation with HR, they may request a 3 
review of the decision by a department manager or department chair and, if 4 
necessary, to the labor management committee. 5 

7. Members are encouraged to have ongoing conversations with their supervisors 6 
about concerns they may have with the on-campus work environment. 7 
Supervisors and members shall work collaboratively to address any concerns 8 
raised. 9 

8. If a member returns to on-campus work, they have the right to raise concerns under 10 
Article 24, Section 4 related to COVID-19.   11 

9. Employees can opt to use available leave and accommodation programs when 12 
flexible scheduling or remote work are not possible. 13 

10. No retaliation, including discipline or a reduction in FTE, will be implemented based 14 
upon the fact that a bargaining unit member expressed a desire to remain in or 15 
transition to remote work. 16 

11. Decisions under this process to permit an employee to work remotely or to work an 17 
alternate or modified work schedule or to perform particular duties are not 18 
precedent setting and the parties agree that any such agreements by supervisors to 19 
permit alternate work arrangements is not an acknowledgment or agreement by 20 
PSU that accommodations for remote or alternate work schedules are appropriate 21 
after a return to campus and outside of the university’s approach to addressing the 22 
health concerns presented by the global pandemic created by the SARS COV-19 23 
virus. 24 

12. Upon signatures indicating a tentative agreement, PSU may begin to bring 25 
members back to campus pursuant to the agreements in this MOA. If PSU-AAUP 26 
membership does not ratify this agreement, any members work modality changed 27 
after September 18, will be given the opportunity to return to the work modality 28 
prior to September 18 until a new agreement is reached between PSU-AAUP and 29 
PSU Administration.   30 

 31 
This agreement will be effective upon signature and ratification of the parties. 32 
 33 
  34 
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MOA Effects of Reopening from Campus Closure 
September 18, 2020 
Page 3 of 3 
 

 1 
 2 

 
For the University  

 
For the Association 

 
 

________________________ 
Shelly Chabon, Vice Provost for Academic Personnel & 

Leadership Development 

 
________________________ 

Mark Leymon, Vice President Collective Bargaining 

________________ 
Date 

________________ 
Date 

 3 
 4 
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Tentative Agreement between 1 
 Portland State University (University) 2 

and the Portland State University Chapter  3 
of the American Association of University Professors (Association) 4 

April 15, 2021 5 
 6 

Subject: Modifications to Article 18 Section 2 (f) Post Continuous Appointment Review (PCAR) 7 
process (Current contract language included as reference)  8 

Article 18  9 

Section 1. Introduction 10 
 11 

a) The University and the Association recognize that in order to maintain a vital university 12 
culture we must develop a primarily tenured and tenure-track faculty, protect 13 
participatory governance structures, guarantee the diversity of our faculty, and assume 14 
the rights and responsibilities of academic freedom. The University and the Association 15 
acknowledge that a reasonable assurance of continued employment provides for a highly 16 
qualified faculty and protects academic freedom essential to the integrity of teaching and 17 
scholarship. 18 
 19 

b) The University acknowledges the value of the services of non-tenure track instructional 20 
and research faculty, the need for continuity of services, and the benefits that follow from 21 
the employment of non-tenure track term instructional and research faculty in 22 
commitment to the institution, to strong programs, to consistent advising, and to 23 
retention. Non-tenure track faculty are ensured the inherent rights of academic freedom 24 
and they recognize the accompanying responsibilities. 25 
 26 

c) Definition of Non-Tenure Track Faculty. Non tenure track faculty are faculty members 27 
who are not on tenure-track appointments, but whose appointments are at least .50 FTE 28 
annualized. These appointments are primarily for instruction and research as described 29 
in the position descriptions.  Non-tenure track instructional faculty will be employed on a 30 
continuous basis after completion of a probationary period, as provided in Section 2 31 
below, unless a fixed-term appointment is appropriate, as provided in Section 3 below, 32 
Non-tenure track research faculty will be employed as provided in Section 5 below. 33 

 34 

Section 2. Non-Tenure Track Instructional Faculty Continuous Appointments  35 

Note: Department Chair/Designee is used to represent the individual responsible for the 36 
‘department-level’ review processes as articulated in the University Policies & Procedures 37 
for the Evaluation of Faculty for Tenure, Promotion, and Merit Increases.  38 
 39 
a) The University and the Association recognize that non-tenure track instructional faculty 40 

are, even in a first year of employment, an essential and integrated part of a 41 
department’s or program’s staff. Initial appointments are not the responsibility of a sole 42 
administrator. Where possible, a committee of at least three (3) shall seek qualified 43 
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Tentative Agreement 
Article 18 Section 2 (f) 
April 15, 2021 
Page 2 of 15 
 

applicants and forward a recommendation to the Department Chair. 1 
 2 

b) Probationary Period. Non-tenure track instructional faculty members will be employed 3 
on annual contracts during the first six (6) years of employment as non-tenure track 4 
instructional faculty members. Annual contracts during the probationary period will 5 
automatically renew unless timely notice is provided. Notice of non-renewal of an annual 6 
contract during the probationary period must be provided by April 1 of the first year of 7 
the probationary period and by January 1 of the second through fifth years of the 8 
probationary period, effective at the end of that academic year. 9 
 10 

c) Evaluation during Probationary Period. Non-tenure track instructional faculty members 11 
are to be evaluated annually during years 1 through 5 of the probationary period, 12 
pursuant to guidelines as provided in Section 6 below. 13 
 14 

d) Evaluation for Continuous Appointment. In year 6 of the probationary period, non-tenure 15 
track instructional faculty members are to be evaluated for continuous appointment, 16 
pursuant to guidelines as provided in Section 6 below. Prior to the end of the final 17 
academic year of the probationary period, a non-tenure track instructional faculty 18 
member is to be awarded a continuous appointment or provided twelve (12) months' 19 
notice of termination of employment. 20 
 21 

e) Terms of a Continuous Appointment. For purposes of this Article, a "continuous 22 
appointment" is an indefinite appointment that can be terminated only under the 23 
following circumstances: 24 

1. Pursuant to Article 22 (Retrenchment). 25 
2. When a sanction of termination is warranted and imposed pursuant to Article 27 26 

(Imposition of Progressive Sanctions). 27 
3. Due to a change in curricular needs or programmatic requirements made in 28 

accordance with applicable shared governance procedures. In such a case: 29 
i. As soon as practicable, but no later than 60 days prior to issuing a notice 30 

of termination, the Department Chair must provide written justification for 31 
the decision and explanation of the applicable shared governance 32 
procedure to the faculty members, the Dean, the Provost and the 33 
Association. 34 

ii. If the employment of multiple faculty members in equivalent positions, and 35 
with equivalent position-related qualifications, skills and expertise, are to 36 
be terminated due to the same change in curricular needs or 37 
programmatic requirements, then lay-off shall be in order of seniority. 38 
Faculty will be laid off in inverse order to length of continuous service at 39 
the University.  40 

iii. The faculty member is to be given at least six months’ notice of 41 
termination of employment, with such termination effective at the end of 42 
the academic year. 43 

iv. The School/College will make a good faith effort to find a comparable 44 
position within the University for the faculty member. 45 
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Tentative Agreement 
Article 18 Section 2 (f) 
April 15, 2021 
Page 3 of 15 
 

v. If the reason for the decision that lead to the layoff is reversed within three 1 
years from the date that notice of termination was provided to the faculty 2 
member, the affected faculty members will be recalled in inverse order of 3 
layoff. To exercise recall rights, a faculty member must: 4 
a. Notify Human Resources in writing, within 30 days of the termination 5 

notice, of intent to be placed on the recall list. If/when there is a need 6 
for a recall list, the parties agree to meet promptly for the purpose of 7 
negotiating a process for administering the recall list. 8 

b. Inform Human Resources of any change in telephone, email or 9 
address. 10 

c. In the event of a recall, Human Resources will contact the faculty 11 
member by phone and email, and notify the Association, of the recall. 12 

d. The recalled faculty member will have ten (10) working days to accept 13 
or reject the position. Failure to contact Human Resources within ten 14 
(10) working days will be considered a rejection of the position. 15 

e. A recalled faculty member who rejects a position will be removed from 16 
the recall list. 17 
 18 

 19 
f. Evaluation following Continuous Appointment. Faculty on a Continuous Appointment are 20 

to be evaluated after five (5) years following Continuous Appointment, and then after 21 
every five years following the last evaluation or promotion, pursuant to guidelines as 22 
provided in Section 6 below. The effective date for the award of Continuous Appointment 23 
will be September 16th following a successful Milestone Review. The effective date is 24 
the start of academic year 1 of the Post-Continuous Appointment. Post-Continuous 25 
Appointment review dossiers are typically due no later than the beginning of Winter 26 
Term. 27 
 28 
If a faculty member on Continuous Appointment undergoes a successful promotional 29 
review prior to year 5 of the post-continuous appointment, their next post-continuous 30 
appointment review will occur five years after their successful promotional review. The 31 
first year of the next 5-year post-continuous appointment review count will start on 32 
September 16 the academic year following the successful review. 33 
 34 
Example Timeline: 35 
 36 

POSITIVE Milestone, post-CA, 
or PROMOTIONAL Review 

 
CYCLE 

 
COUNT 

2025-2026 Milestone, Promotional 
Review or PCAR 
Occurs 

Mid Post-Continuous 5-year 
Cycle 

9/16/2026 Successful Promotion 
or PCAR Effective Date 

ALSO start of academic year 1 for 
the next PCAR review cycle 
(2026-2027) 

2026-27 X 1 
2027-28 X 2 
2028-29 X 3 
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Tentative Agreement 
Article 18 Section 2 (f) 
April 15, 2021 
Page 4 of 15 
 

2029-30 X 4 
2030-31 X 

 
5 

2031-32 Post CA Review Occurs 6 
POSITIVE POST CA REVIEW Effective date 9/16/31 7 
2032-33 Year 1 of 5 1 

 1 

Notification of Eligibility, Participate, Opt-Out, or Deferral of Post-Continuous 2 
Appointment Review:  3 

OAA and the Deans office shall be responsible for creating and maintaining a list of NTT 4 
Instructional Faculty who are eligible for Post-Continuous Appointment Review. 5 

OAA will send a list to the Dean’s office for confirmation of eligibility no later than May 6 
1st of each year. 7 

Requests to Opt-out: 8 
Faculty who provide a letter to the Dean, with a copy to HR stating they will retire within 9 
2 years shall be allowed to opt-out of post-tenure review. 10 

Request to Defer: 11 
Faculty may submit a written request to defer their post-continuous appointment review 12 
and opt to apply for promotional review instead. Faculty may not apply for promotion 13 
and post-continuous appointment in the same year. 14 

Eligible Faculty may request deferral in writing due to sabbatical, personal 15 
circumstances, such as illness, injury, pregnancy, adoption, or eldercare, and when 16 
returning from special assignments on- or off-campus, such as professional or 17 
administrative positions. 18 

All requests for deferral or opt-out must be approved or denied in writing by the Dean 19 
and forwarded to the faculty member, department chair/designee no later than June 20 
15thof the academic year prior (EX: Response Due 6/15/2021) to review and the Dean’s 21 
decision will be included in the Assurance of Review that is forwarded to OAA no later 22 
than First Week in March of the following academic year (EX: Assurance of review Due 23 
to OAA 03/01/22). 24 

 25 
g. Post-Continuous Appointment Review Process:  26 

Task Calendar Days Due Dates 

OAA creates list of eligible faculty and 
provides to Deans and Chairs 

 
May 1 

Eligible faculty notified 
 

No later than May 15 prior to 
the academic year of 
eligibility 
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Tentative Agreement 
Article 18 Section 2 (f) 
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Faculty requests deferment/opts out 
 

June 1 prior to the academic 
year of eligibility 

Dean Approves Requests to defer/opt out 
and notices faculty member 

 June 15 

Department Committee formed Per Dept. P & T guidelines  
Faculty submits dossier  1st Friday in October 
Committee completes review of 
eligible faculty and submits report 

 End of October 

Department chair completes reviews of 
eligible faculty and submits report 

Within 10 business days from 
receipt of committee report 

2nd Friday in November 

Faculty member receives 
Department chair’s letter and 
committee report 

Within 10 business days of 
the transmittal of the 
committee’s report 

2nd Friday in November 

Faculty member requests 
reconsideration 

Within 5 business days of 
receipt of recommendation 

3rd week in November 

Faculty member submits supporting 
materials to committee and/or 
Department chair 

Within 20 business days of 
request for reconsideration 

2nd week of December 

Committee and/or Department chair 
responds to reconsideration request and 
forward all materials to the Dean 

 2nd week of January 

Dean completes reviews of eligible 
faculty and submits report to faculty 
member, Department chair, chair of 
the committee 

Within 10 business days of the 
receipt of the committee and 
chair reports 

4th week of January 

Department chair, chair of the 
committee, or faculty member requests 
reconsideration conference 

Within 5 business days of 
receipt of Dean’s letter 

1st week of February 

Faculty member submits supporting 
materials to Dean 

Within 10 business days of 
request for reconsideration 

3rd week of February 

Dean completes review, issues report 
and submits to provost; Dean’s 
assurance of review due to OAA 

 1st week of March 

Faculty member requests reconsideration 
conference with the Provost 

Within 5 business days of the 
receipt of the Provost Letter 

2nd Week of March 

Faculty member submits supporting 
materials to the Provost 
Faculty member requests meeting with 
provost (optional) 

Within business 20 days of 
receiving Provost letter 

April 

Provost issues decision  4th week of April 
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PCAR review FIP developed and jointly 
agreed to by faculty member and chair 

Within 30 business days after 
Provost’s post tenure review 
decision is issued 

4th week of May 

If faculty member and chair cannot agree 
they will meet with the Dean 

Within 14 business days 2nd week of June  

Final FIP with Dean, Chair and faculty 
member developing PDP 

June 15, year of review *June 15 

*May be extended if necessary and 
approval received. 

  

 1 
 2 

1. Departmental Post-Continuous Appointment Review Committee Establishment and 3 
Authority. All recommendations for post-continuous appointment review originate 4 
with a formally established departmental committee. The department chair/designee 5 
notifies the chair of the appropriate departmental committee of those non-tenure 6 
track faculty who are eligible for post-continuous appointment review.  7 
 8 
Faculty members will be evaluated by a committee of their peers. In a department 9 
with more than one NTT instructional faculty member, at least one NTT instructional 10 
faculty member will be on the review committee, if the department does not have 11 
another NTT instructional faculty member, the department chair/designee will look 12 
outside of the department to find a NTT instructional faculty member from a similar 13 
discipline to serve on the committee. When a faculty member has been involved in 14 
interdisciplinary teaching and/or research, the committee will include a faculty 15 
representative from a mutually agreed upon second department or program. 16 
 17 
Administration may use these procedures for Post-Continuous Appointment Review 18 
for those NTTF who hold Unclassified Exempt (UnEx) positions. No AAUP member, 19 
however, will be assigned to serve on a post-continuous appointment review 20 
committee of an NTTF in an UnEx position who has any supervisory duties in their 21 
unit. In the UnEx post-continuous appointment review, the role of the department 22 
chair shall be filled by the immediate supervisor of the individual under review 23 
provided the immediate supervisor is not the Dean. If the immediate supervisor of the 24 
individual under review is the Dean, the Dean must designate a person to fulfill the 25 
role of the immediate supervisor (e.g.an Associate Dean). 26 
 27 
The committee shall endeavor to reach consensus before writing its narrative report 28 
to the department chair/designee. In its narrative report, the committee shall explain 29 
its decision and provide evidence to support the decision. If the committee finds the 30 
faculty member's contributions meet the standards set forth for post-continuous 31 
appointment review, it shall document this in their narrative report. If the committee 32 
finds the faculty member's contributions do not meet standards, the report shall 33 
document the areas the committee finds do not meet the standards and provide 34 
evidence so that these areas shall be addressed in a Faculty Improvement Plan 35 
(FIP). 36 
 37 
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Should a unanimous decision not be reached, the committee’s narrative report shall 1 
include the views of the majority and the minority. 2 
The committee’s narrative report should be forwarded to the department 3 
chair/designee no later than the 2nd Friday November. 4 

 5 
2. Responsibilities of the Department Chair/Designee. The department chair/designee, 6 

must assure that the faculty member's post-continuous appointment review 7 
committee has followed department/academic unit and University post-continuous 8 
appointment review guidelines, has considered the faculty member's dossier, and 9 
that the committee's narrative report is complete and uses the proper forms. In units 10 
that do not have departments, the department chair responsibilities shall be filled by 11 
a person or persons specified in unit guidelines; potential chair designees may 12 
include program directors, area directors, or the faculty member’s supervisor. 13 
 14 
The department chair/designee shall write a letter affirming or challenging the 15 
committee's decision and recommendation based on the criteria in departmental 16 
post-continuous appointment review guidelines, and explain their reasons. If the 17 
department chair/designee finds the faculty member's contributions do not meet 18 
standards, the department chair/designee's letter shall document the areas they find 19 
do not meet the standards and provide evidence so that these areas shall be 20 
addressed in a Faculty Improvement Plan.  21 
 22 
The department chair/designee will provide a copy of their letter and attach it to the 23 
committee’s narrative report and forward the entire dossier to the faculty member 24 
under review and to the chair of the committee within 10 working days of the 25 
transmittal of the committee report but not later than the first 2nd Friday in 26 
November.  27 
 28 
The faculty member must be given the opportunity to review their file, including the 29 
post-continuous appointment review committee’s report and the department 30 
chair/designee's letter, before it is forwarded to the Dean.  31 
 32 
The faculty member should indicate they have reviewed their file by signing the 33 
NTTF Appraisal Signature Sheet. If the faculty member disagrees with the 34 
recommendation of either the committee or the department chair/designee, they may 35 
request reconsideration of one or both recommendations. 36 
At this point in the process, the faculty member may request to meet with the 37 
committee or the department chair/designee no matter if the review is positive or 38 
negative. See section below regarding timing for meeting due to reconsideration.  39 
 40 

3. Procedures for Reconsideration of Department Chair/Designee and/or Committee 41 
Recommendation. If a faculty member questions the post-continuous appointment 42 
review committee's recommendation and/or the department chair/designee's 43 
recommendation, they may make a request for reconsideration of the 44 
recommendations in writing. Request(s) for reconsideration should be submitted to 45 
the department chair/designee within 5 working days of receiving the committee and 46 
chair/designee recommendations.  47 
 48 
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The reconsideration(s) may be requested on the basis of procedural or substantive 1 
issues. The faculty member should prepare whatever additional material is pertinent. 2 
The supporting materials must be submitted to the department chair/designee as 3 
appropriate within 20 working days of the request for reconsideration. At the time of 4 
submitting materials to support reconsideration, the faculty member may request to 5 
meet with the committee and/or the department chair/designee. The meeting(s) must 6 
occur within 5 working days of the request to meet. 7 
 8 
If the reconsideration is requested for the committee's decision, the department 9 
chair/designee should return the dossier along with any supporting materials 10 
submitted by the faculty member to the committee for reconsideration. The 11 
committee chair must report in writing to the faculty member and the department 12 
chair/designee the results of the committee's reconsideration. The faculty member's 13 
materials will then be forwarded to the department chair/designee for their review, 14 
and then forwarded to the faculty member.  15 
 16 
If reconsideration is requested of the department chair/designee’s decision, the 17 
department chair/designee must report in writing to the faculty member and the 18 
committee the results of their reconsideration.  19 
 20 
Should the committee and/or the department chair/designee reverse their original 21 
decisions and find the faculty member's contributions to meet standards, they shall 22 
write a report of the new decision and attach it to the top of the original report. The 23 
faculty member will then review the entire dossier and sign the appraisal signature 24 
sheet before the department chair/designee forwards it to the Dean for their 25 
consideration.   26 
 27 
The department chair/designee must provide the Dean a statement of assurance that 28 
all eligible faculty have been reviewed and submit to the Dean for each faculty 29 
member reviewed: 30 

a. A completed appraisal signature sheet signed by the members of the post-31 
continuous appointment review committee and the department 32 
chair/designee. 33 

b. The post-continuous appointment review committee recommendation and 34 
department chair/designee’s letter. 35 

c. If reconsideration was requested, a copy of the faculty member’s request, the 36 
materials submitted, and the reconsideration reviews done by the department 37 
chair/designee and/or committee. 38 

 39 
4. Responsibility of the Dean. The Dean shall review materials submitted by the faculty 40 

member and the narrative report of the post-continuous appointment review 41 
committee and the department chair/designee with regard to the dossier submitted 42 
by the faculty member in order to write a letter affirming or challenging the 43 
recommendation of the committee and/or the department chair/designee.  44 
 45 
If the Dean disagrees with the recommendation of the post-continuous appointment 46 
review committee and/or the department chair/designee, the Dean must explain their 47 
decision and document which criteria in the department's post-continuous 48 
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appointment review guidelines were or were not being met and provide evidence to 1 
support their decision.  2 
 3 
The Dean's letter shall be delivered to the department chair/designee, the post-4 
continuous appointment review committee chair, and the faculty member within 10 5 
business days of receipt of the committee and chair reports or no later than the 6 
Fourth week of January.  7 
 8 
If the Dean, department chair/designee, and committee finds that the faculty 9 
member's contributions do not meet standards and the faculty member does not 10 
request reconsideration of the Dean’s decision, a Faculty Improvement Plan will be 11 
developed based on the deficiencies identified in the review and as provided in 12 
paragraph (i) below. 13 
 14 

5. Procedures for Reconsideration of Dean’s Recommendation. If the Dean 15 
finds that the faculty member's contributions do not meet standards and the 16 
Dean’s recommendation differs from the committees and/or the department 17 
chair/designee’s; the department chair/designee, chair of the committee, 18 
and/or the faculty member may request in writing a conference for 19 
reconsideration by the Dean within 5 working days of the receipt of the 20 
Dean’s letter. After notifying the Dean that the faculty member requests 21 
reconsideration, the faculty member has 10 working days to provide 22 
additional materials to the Dean in support of the reconsideration.  23 

 24 
If upon reconsideration, the Dean reverses their original decision and finds the 25 
faculty member’s contributions meet standards, the Dean shall so report in writing 26 
and provide a copy of their letter to the department chair/designee and faculty 27 
member.  28 
 29 
If the Dean finds that the faculty member has met standards when the post-30 
continuous appointment review committee's and the department chair/designee's 31 
finding disagree, the Dean shall provide a copy of their letter to the department 32 
chair/designee, committee chair, and faculty member.  33 
 34 
The Dean's original recommendation, and Dean's recommendation after 35 
reconsideration, shall be included in the dossier. When the Dean finds that the 36 
faculty member's contributions do not meet standards and the Faculty member 37 
requests reconsideration, the faculty member’s entire dossier is then forwarded to 38 
the Provost for review.  39 
 40 

6. Role of the Provost.  The Provost shall review the materials only in those cases 41 
when a faculty member is found not to have met standards and requests 42 
reconsideration of the Dean’s final recommendation.  43 
 44 
The Provost will review the decisions by the Dean, department chair/designee, and 45 
post-continuous appointment review committee to determine if the faculty member 46 
meets or does not meet standards. If the Provost finds that the faculty member does 47 
not meet standards, then they must give reasons for their decision, addressing 48 
evidence provided at earlier levels of review.  49 
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 1 
The Provost shall notify the faculty member, the department chair/designee, and the 2 
Dean in writing of their final decision.  3 
 4 
The faculty member may request in writing a conference for reconsideration by the 5 
Provost within 5 working days of the receipt of the Provost's letter and may add 6 
additional evidence to the file within 20 working days of receiving the Provost's letter. 7 
If requested, the Provost shall meet with the faculty member. 8 
 9 
The Provost's decision after reconsideration shall be forwarded to the faculty 10 
member, the department chair/designee, and the Dean. The Provost's decisions 11 
shall be included in the Post-Continuous Appointment dossier housed in the Dean's 12 
office. 13 

 14 
7. After receipt of the Provost's final decision, a step 3 grievance may be filed by or on 15 

behalf of the faculty member, as provided in the PSU-AAUP collective bargaining 16 
agreement, or through the non-contractual grievance process, as applicable, if the 17 
faculty member believes that there has been a violation, misinterpretation or 18 
improper application of these guidelines. 19 
 20 

8. In the event that it is found that a faculty member does not meet standards; a Faculty 21 
Improvement Plan will be developed based on the deficiencies identified in the 22 
review and as provided in paragraph (i) below. 23 

  24 
i. Faculty Improvement Plan for Faculty on Continuous Appointment.  25 

  26 
1. In the event that the faculty member does not meet standards, the faculty member 27 

and department chair/designee will meet to discuss the deficiencies identified in the 28 
review. Following the meeting, the department chair/designee will develop a Faculty 29 
Improvement Plan to address the deficiencies. If the faculty member disagrees with 30 
the improvement plan, the faculty member may appeal to the dean or the dean's 31 
designee, who shall review the plan and make the final decision regarding the 32 
contents of the plan. The Faculty Improvement Plan is to be developed before the 33 
end of the academic year in which the faculty member was found to not meet 34 
standards. If the department chair/designee and faculty member identify resources 35 
that would assist with the improvement plan, a request for access to such resources 36 
will be made to and considered by the Dean. The lack or limited availability of 37 
resources could result in modification or extension of the Faculty Improvement Plan. 38 
 39 

2. Progress on the Faculty Improvement Plans to be assessed and communicated on a 40 
regular basis during the subsequent academic year. At a minimum, the department 41 
chair/designee and the faculty member will meet near the beginning of the fall term 42 
following the PCAR to review the improvement plan and near the end of the fall term 43 
to review the faculty member's progress on the improvement plan. Prior to the end of 44 
fall term, the department chair/designee is to provide the faculty member with a 45 
written assessment of progress on the faculty improvement plan, which includes 46 
identification of issues that have not yet been successfully remediated. 47 

 48 
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3. At any point in the process, the department chair/designee can determine that the 1 
Faculty Improvement Plan has been successfully completed, at which time the 2 
department chair/designee shall notify the faculty member and conclude the faculty 3 
improvement process.  4 

 5 
4. Winter term of the academic year following the start date of the Faculty Improvement 6 

Plan,  the department chair/designee shall meet to review progress on the 7 
improvement plan. After the meeting, the department chair/designee is to notify the 8 
faculty member whether the improvement plan has been successfully completed. 9 

 10 
5. When the department chair/designee decides the objectives have not been reached, 11 

the faculty member may request in writing a conference for reconsideration by the 12 
department chair/designee within 10 working days of the receipt of the 13 
chair/designee’s letter to the Dean. The faculty member may provide additional 14 
materials in writing within 10 working days of the request for reconsideration. 15 

 16 
6. If the department chair/designee reverses their decision, they shall write a 17 

revised letter to the Dean. The Dean will wait to make a decision until receiving 18 
the reconsideration letter from the department chair/designee. Should a faculty 19 
member refuse to create and/or follow the Faculty Improvement Plan(except due 20 
to circumstances that are substantially outside the faculty member’s control), the 21 
faculty member shall be notified and subject to sanctions pursuant to Article 27 22 
of this collective bargaining agreement. 23 
 24 

7. The Faculty Improvement Plan with information on how it was fulfilled, must be 25 
signed within 20 working days of completion by the faculty member, the department 26 
chair/designee, and Dean and filed with the Provost Office. If the department 27 
chair/designee and Dean agree that the Faculty Improvement Plan has been 28 
successfully completed, the faculty member will be eligible for the post- continuous 29 
review increase that is currently in force effective September 16 the following 30 
academic year. 31 

 32 
8. If the plan has not been successfully completed, the department chair/designee may 33 

either extend the plan for an additional academic term or provide the faculty member 34 
with notice of termination. A Faculty Improvement Plan may be extended by the 35 
department chair/designee for up to three academic terms. A notice of termination 36 
provided under this section shall be provided to the member, Dean, Provost, and the 37 
Association and shall be effective no sooner than the end of the subsequent 38 
academic term. 39 

 40 
The faculty member’s name will be included on the Assurance of Review filed with the Dean 41 
and Provost no later than June 15 following the completion of the Faculty Improvement Plan. 42 
The Assurance of Review will officially track the status of the Faculty Improvement Plan. When 43 
the Faculty Improvement Plan is successful, the Assurance of Review will act as notice to re-44 
start the 5-year count for the next post-continuous appointment review, year 1 starting on 45 
September 16 of the following academic year. 46 

Section 3. Non-Tenure Track Instructional Faculty Fixed-Term Appointments. 47 
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 1 
The University and the Association recognize that circumstances occasionally warrant the hiring 2 
of non- tenure track instructional faculty on a fixed-term appointment for a specific and limited 3 
period of time. For example, a fixed-term appointment is appropriate for visiting faculty, to fill a 4 
temporary vacancy (such as a vacancy caused by another employee being on leave or pending a 5 
search for a vacant position), when a program is newly established or expanded, when the 6 
specific funding for the position is time-limited, or for a specific assignment or to fill a discrete 7 
need that is not expected to be ongoing. The letter of offer for a fixed-term instructional faculty 8 
appointment shall state the reason that warrants the fixed-term appointment. In the event that the 9 
University intends to extend a fixed-term appointment beyond three years of continuous service, 10 
the University will provide notice to the Association at least 60 days in advance of the extension. 11 
In the event that a fixed-term instructional faculty member is to be appointed to a position 12 
eligible for a continuous appointment, the University will notify the Association and the parties 13 
agree to discuss, as necessary, the appropriate probationary period and whether any time served 14 
as a fixed-term faculty member is to be credited to the probationary period. 15 
 16 
Section 4. Non- Tenure Track Instructional Faculty Offer and Position Descriptions 17 
(Continuous Appointment and Fixed-Term Appointment). 18 
 19 

a) The University and the Association recognize that clear communication of expectations 20 
and rewards is essential for a fair and productive professional relationship. To that end, 21 
the University will provide template letters of offer for non-tenure track instructional 22 
appointments. (See Appendices E and H.)  For non-tenure track instructional 23 
appointments, 1.0 FTE will include no more than 36 course credits of assigned teaching 24 
per academic year. Assigned university/ community/ professional service and scholarly 25 
work shall not exceed ten percent (10%) of an instructional non-tenure track faculty 26 
member's workload without a reduction in instructional load. 27 

 28 
b) The template letter of offer will include a position description. Taken together, a letter of 29 

offer and position description for non-tenure track instructional appointments will 30 
include the following information: whether the appointment is eligible for continuous 31 
appointment or fixed-term, appointment start date, appointment end date (for fixed-term 32 
appointments only), the reason warranting the fixed-term appointment (for fixed-term 33 
appointments only), FTE, annual salary rate, actual salary, teaching assignment 34 
(including, where possible, the list of courses to be taught and the location of those 35 
courses if not on the downtown University campus), whether the appointment is 36 
renewable, and any expectations for research and scholarly work, university service, 37 
professional service, or other responsibilities. Bargaining unit members shall have an 38 
opportunity to review the letter of offer and position description and will affirm their 39 
acceptance of the offer of employment by signing and returning to the University a copy 40 
of both the letter of offer and the position description. 41 
 42 

c) The University will direct departments to complete letters of offer and position 43 
descriptions at least 30 days prior to the start of work for the initial term of employment 44 
of any non-tenure track instructional faculty member so that employment documents are 45 
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forwarded to the Office of Human Resources according to the published payroll deadline 1 
schedule. 2 

 3 
Section 5.  Non-Tenure Track Research Faculty Appointments 4 
 5 

a) The University and the Association recognize that non-tenure track research faculty are, 6 
even in a first year of employment, an essential and integrated part of a department’s or 7 
program’s staff.   8 
 9 

b) The University and the Association recognize that clear communication of expectations 10 
and rewards is essential for a fair and productive professional relationship. To that end, 11 
the University will provide template letters of offer for non-tenure track research 12 
appointments (See Appendix G). Assigned university/community/professional service and 13 
instructional work shall not exceed ten percent (10%) of a non-tenure track research 14 
faculty member’s workload without a reduction in the research load. 15 
 16 

c) The University, at its discretion, may offer non-tenure track research faculty members 17 
appointments that are appropriate based on the specifics of the position.  For instance, 18 
non-tenure track research faculty members may be employed for a fixed term, for a 19 
period of time that runs the length of a particular grant, or an ongoing appointment 20 
(without a fixed end date) that is contingent on the continued availability of external 21 
funding. In all such cases, the appointment must provide the member with at least thirty 22 
(30) days of notice of early termination of the employment (although greater notice is 23 
encouraged when possible). No member who achieved seniority status and was provided 24 
a multi-year appointment under the terms of the collective bargaining agreement in effect 25 
prior to April 4, 2016 will be provided a shorter appointment as a result of the 2016 26 
revisions to this Article. 27 
 28 

d) The template letter of offer will include a position description. Taken together, a letter of 29 
offer and position description for non-tenure track research appointments will include 30 
the following information: appointment start date, appointment end dates (if any), FTE, 31 
annual salary rate, actual salary, whether the position is grant or contract funded, the 32 
potential grounds for early termination and the required period of notice of early 33 
termination (which may not be less than thirty (30) days), whether the position is non-34 
renewable, research assignment and any expectations for additional research and 35 
scholarly work, university service, professional service, or other responsibilities. 36 
Bargaining unit members shall have an opportunity to review the letter of offer and 37 
position description and will affirm their acceptance of the offer of employment by 38 
signing and returning to the University a copy of both the letter of offer and the position 39 
description. 40 
 41 

e) The University will direct departments to complete letters of offer and position 42 
descriptions at least 30 days prior to the start of work for the initial term of employment 43 
of any non-tenure track research faculty member so that employment documents are 44 
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forwarded to the Office of Human Resources according to the published payroll deadline 1 
schedule. 2 

 3 
Section 6.  Reviews of All Non-Tenure Track Instructional and All Research Faculty 4 
(Including Research Professor Ranks) 5 
 6 

a) Each Department/Academic Unit shall establish and maintain guidelines for review of 7 
non-tenure track instructional and research faculty bargaining unit members that are 8 
consistent with guidelines developed by the Faculty Senate. Nothing in this provision 9 
affects or alters the Association’s ability to file a grievance, as provided in Article 28 that 10 
alleges a violation of such guidelines. 11 
 12 

b) The guidelines must, at a minimum: 13 
a. Be in writing and be made available to members; 14 
b. Require each department to identify the committee(s) responsible for the 15 

evaluations; 16 
c. Establish job-relevant evaluation criteria and require the criteria to be in writing; 17 
d. Provide that the results of the review be in writing and provided to the member; 18 
e. Provide that the member is entitled to meet with the reviewers; 19 
f. Provide that the member is able to respond to the review by submitting a 20 

statement or comments, which shall be attached to the review; 21 
g. Provide that the member may submit relevant materials to the reviewers; 22 
h. Provide that the member may request a review if one has not been provided 23 

within the time period provided for by the guidelines; 24 
i. Provide that the member is to have reasonable notice of the evaluation; and 25 
j. In a department with more than one non-tenure track faculty member, provide 26 

that at least one non-tenure track faculty member will be on the review committee. 27 
 28 
(From Other executed agreements below as reference) 29 
c) Timing for Reviews of Non-Tenure Track Research Faculty members (NTTF-R) 30 

a. Annual Review of NTTF-R members hired on a 12-month appointment will follow the 31 
review schedule established by the Office of Academic Affairs (OAA) for NTTF hired 32 
on 9-month appointments. For example, a 12-month NTTF-R member who is hired 33 
April 1, 2018, will receive their first review during the 2019-20 review schedule 34 
beginning September 16, 2019. 35 

b. Requests for NTTF-R promotions may be forwarded to the Provost typically twice 36 
yearly, although exceptions can be made if funding cycles make it necessary. 37 
Academic units may choose to set their own timelines for request for promotion to be 38 
submitted to the Dean. 39 

c. Changes in rank and compensation related to the promotion will be effective July 1 40 
for 12-month appointments and September 16 for 9-month appointments the 41 
academic year after the review occurred. 42 
 43 

d) Promotional and/or Continuous Appointment reviews of Non-Tenure Track Instructional 44 
Faculty (NTTF-I) members with “mid-year” hire dates. 45 
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a. 9-month NTTF-I members with a hire date later than October 1 will be reviewed 1 
according to the schedule established by the Office of Academic Affairs, starting with 2 
the fall of their second full academic year following hire. For example, a 9-month 3 
NTTF-I member who is hired on a probationary Continuous Appointment on January 4 
1, 2018 will receive their first review in the review in the academic year 2019-20 5 
review cycle beginning September 16, 2019. 6 

b. NTTF-I members on 12-month appointments with a hire date later than October 1 will 7 
be reviewed according to the schedule established by the Office of Academic Affairs, 8 
starting with the fall of their second full academic year following hire. For example, 9 
12-month NTTF-I members who are hired January 1, 2018, will receive their first 10 
review in the academic year review cycle beginning September 16, 2019.  11 

 12 

Section 7. The University will publish a chart including but not limited to the types of leaves, 13 
awards, grants, and appointments for which non-tenure track faculty are eligible. 14 
 15 
Section 8. Nothing in Article 18 shall be construed as superseding Article 22 16 
(RETRENCHMENT). 17 
 18 

This agreement will become effective upon signature and ratification of the PSU-AAUP 19 
Membership and will be placed in Article 18 of the parties Agreement. 20 

 21 

 22 
 

For the University  
 

For the Association 
 

 
 

___________________________________ 
Shelly Chabon, Vice Provost for Academic 

Personnel  

 
 

__________________________________ 
Theresa McCormick, Vice President 

Collective Bargaining 

 
________________ 

Date 

 
________________ 

Date 
 23 
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Tentative Agreement between 1 
 Portland State University (University) 2 

and the Portland State University Chapter  3 
of the American Association of University Professors (Association) 4 

April 14, 2021 5 
 6 
 7 
Subject: Remainder Economics issues from Affinity Bargaining to change sections of 8 

Article 30, Article 31, Article 43, and Article 44  9 
 10 
Recitals: 11 
 12 
The parties engaged in affinity bargaining and executed a conceptual tentative agreement, 13 
captured in X-Mind, on the remaining economics issues on November 11, 2020. This 14 
Agreement converts the conceptual agreement into the required modifications in Articles 30, 31, 15 
43 and 44. 16 
 17 
Agreement: 18 
 19 
The parties agree to make the changes below to the Collective Bargaining Agreement. This 20 
agreement will be effective upon signature and ratification of the PSU-AAUP Membership. The 21 
agreement will be submitted for ratification with the remainder of the successor agreement.  22 
 23 
 24 
Article 30.  SALARY AND RETIREMENT   25 
  26 
Section 4. Salary Adjustments  27 
  28 

a. Compression, Inversion and/or Equity Adjustments (Year 2: 2021-2022)  29 
  30 

1. The University will allocate no less than 0.80% of the total Annual Salary Rates 31 
(ASR) as of January 1, 2021 (for those employed on a 12-month basis) and 32 
February 1, 2021 (for those employed on a 9-month basis) of tenure-related 33 
academic-ranked faculty members to fund inversion, compression, and equity ASR 34 
salary increases for tenure-related academic-ranked faculty members. The amount 35 
to be allocated will be calculated after the University has applied other ASR salary 36 
increases effective the same day (Jan 1/Feb 1). Inversion, compression and equity 37 
ASR salary increases will be effective September 16, 2021 for those employed on a 38 
9-month basis, and September 1, 2021 for those employed on a 12-month basis. 39 
The labor/management committee will meet promptly following ratification of this 40 
Agreement in order to determine how the most recently deployed inversion, 41 
compression, and equity ASR salary adjustment model will be revised for this round 42 
of ASR salary increases. The parties will agree upon the ASR salary adjustment 43 
model no later than June 30, 2021.    44 

  45 
2. The University will allocate no less than 0.80% of the total ASR as of January 1, 46 

2021 (for those employed on a 12-month basis) and February 1, 2021 (for those 47 
employed on a 9-month basis) of non-tenure track academic-ranked faculty 48 
members to fund inversion, compression and equity ASR salary increases for non-49 
tenure track academic-ranked faculty members. The amount to be allocated will be 50 
calculated after the University has applied other ASR salary increases effective the 51 
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same day (Jan 1/Feb 1). Inversion, compression and equity ASR salary increases 1 
will be effective September 16, 2021 for those employed on a 9-month basis, and 2 
July 1, 2021 for those employed on the 12-month basis. The labor/management 3 
committee will meet promptly following ratification of this Agreement in order to 4 
determine how the most recently deployed inversion, compression, and equity ASR 5 
salary adjustment model will be revised for this round of ASR salary increases. The 6 
parties will agree upon the ASR salary adjustment model no later than June 30, 7 
2021.  8 

  9 
b. Compression, Inversion and/or Equity Adjustments (Year 3: 2022-2023)  10 

  11 
1. The University will allocate no less than 0.80% of the total ASR as of January 1, 12 

2022 (for those employed on a 12-month basis) and February 1, 2022 (for those 13 
employed on a 9-month basis) of tenure-related academic-ranked faculty members 14 
to fund inversion, compression, and equity ASR salary increases for tenure-related 15 
academic-ranked faculty members. The amount to be allocated will be calculated 16 
after the University has applied other ASR salary increases effective the same day 17 
(Jan 1/Feb 1). Inversion, compression and equity ASR salary increases will 18 
be effective September 16, 2022 for those employed on a 9-month basis, and July 1, 19 
2022 for those employed on the 12-month basis. The 2022-2023 inversion, 20 
compression, and equity ASR salary increases will be determined using the revised 21 
2021-2022 ASR salary adjustment model updated with the most recent (aged) 22 
CUPA-HR salary data. 23 
 24 

2. The University will allocate no less than 0.80% of the total ASR as of January 1, 25 
2022 (for those employed on a 12-month basis) and February 1, 2022 (for those 26 
employed on a 9-month basis) of non-tenure track academic-ranked faculty 27 
members to fund inversion, compression, and equity ASR salary increases for non-28 
tenure track academic-ranked faculty members. The amount to be allocated will be 29 
calculated after the University has applied other ASR salary increases effective the 30 
same day (Jan 1/Feb 1). Inversion, compression and equity ASR salary increases 31 
will be effective September 16, 2022 for those employed on a 9-month basis, and 32 
July 1, 2022 for those employed on the 12-month basis.  The 2022-2023 inversion, 33 
compression, and equity ASR salary increases will be determined using the revised 34 
2021-2022 ASR salary adjustment model updated with the most recent (aged) 35 
CUPA-HR salary data. 36 

 37 
c. Compression, Inversion and/or Equity Adjustments (Year 4: 2023-2024)  38 

  39 
1. The University will allocate no less than 0.80% of the total ASR as of January 1, 40 

2023 (for those employed on a 12-month basis) and February 1, 2023 (for those 41 
employed on a 9-month basis) of tenure-related academic-ranked faculty members 42 
to fund inversion, compression, and equity ASR salary increases for tenure-related 43 
academic-ranked faculty members. The amount to be allocated will be calculated 44 
after the University has applied other ASR salary increases effective the same day 45 
(Jan 1/Feb 1). Inversion, compression and equity ASR salary increases will be 46 
effective September 16, 2023 for those employed on a 9-month basis, and July 1, 47 
2023 for those employed on the 12-month basis.  The 2023-2024 inversion, 48 

������������������������������	
��������
������
�
��	�




PSU / PSU-AAUP Tentative Agreement 
Remainder Economics Affinity Bargaining Agreements  
April 14, 2021 
Page 3 of 8 
  

   
 

compression, and equity ASR salary increases will be determined using the revised 1 
2021-2022 ASR salary adjustment model updated with the most recent (aged) 2 
CUPA-HR salary data.  3 

 4 
2. The University will allocate no less than 0.80% of the total ASR as of January 1, 5 

2023 (for those employed on a 12-month basis) and February 1, 2023 (for those 6 
employed on a 9-month basis) of non-tenure track academic-ranked faculty 7 
members to fund inversion, compression, and equity ASR salary increases for non-8 
tenure track academic-ranked faculty members. The amount to be allocated will be 9 
calculated after the University has applied other ASR salary increases effective the 10 
same day (Jan 1/Feb 1). Inversion, compression and equity ASR salary increases 11 
will be effective September 16, 2023 for those employed on a 9-month basis, and 12 
July 1, 2023 for those employed on the 12-month basis. The 2023-2024 inversion, 13 
compression, and equity ASR salary increases will be determined using the revised 14 
2021-2022 ASR salary adjustment model updated with the most recent (aged) 15 
CUPA-HR salary data.  16 

 17 
d. Academic Professional Reclassification Pool (2021) 18 
 19 

The University will allocate no less than 0.80% of the total ASR as of January 1, 2021 of 20 
Academic Professionals to fund ASR salary increases for Academic Professionals to 21 
bring their salaries into alignment with the new salary minimums or ranges associated 22 
with the new classification system. The amount allocated will be calculated after the 23 
University has applied other ASR salary increases effective January 1, 2021.  These 24 
ASR salary increases will be distributed and determined in a manner agreed upon by the 25 
parties in interim bargaining following completion of the transition to the new 26 
classification system. Prior to determining the amounts payable under this section the 27 
parties will negotiate pursuant to Section 6, sub-section 4, below. Funds allocated under 28 
this section will be applied within sixty (60) days of ratification retroactive to the date 29 
academic professional assignments to job families and IC levels are complete.  30 

   31 
  32 
Section 5. Minimum Salary Rates—Academic Ranked Instructional and Research 33 
Faculty.  34 
  35 

1. Effective January 1, 2021 for 12-month faculty with academic rank and effective 36 
February 1, 2021 for 9-month faculty with academic rank, 1.0 FTE salary rates shall be 37 
no less than those listed below. Members will receive the greater of either the across-38 
the-board percentage increase or an increase to the new minimum for their rank and 39 
term of service.  40 

  41 
  
Rank  

9-month appt.  
February 1, 2021  

12-month appt.  
January 1, 2021  

Professor  $92,034 $112,296 
Professor of Practice, Clinical 
Professor or Research Professor  92,034  112,296 

Associate Professor  74,817 91,308 
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Associate Professor of Practice, 
Associate Clinical Professor or 
Research Associate Professor  

 74,817  91,308 

Assistant Professor  62,604  76,392 
Assistant Professor of Practice, 
Assistant Clinical Professor or 
Research Assistant Professor  

62,604   76,392 

Senior Instructor II  61,353  74,868 
Senior Instructor I   52,002  63,444 
Instructor    45,612 55,656 
Senior Research Associate II   56,502  68,940 
Senior Research Associate I   52,182  63,660 
Research Associate   49,950 60,948 
Senior Research Assistant II   48,717 59,460 
Senior Research Assistant I   46,395  56,628 
Research Assistant   45,612  55,656 

  1 
2. On January 1, 2022, the minimum salary rates for 12-month faculty with academic rank 2 

will increase by 1%.  Prior to January 1 of each year, the Office of Human Resources will 3 
provide the new minimum salary rates to the Association and will publish the new rates 4 
on its webpage.  5 

 6 
3. On February 1, 2022 the minimum salary rates for 9-month faculty with academic rank 7 

will increase by the 1%.  Prior to February 1 of each year, the Office of Human 8 
Resources will provide the new minimum salary rates to the Association and will publish 9 
the new rates on its webpage.  10 

 11 
4. Summer Session Minimum Salary Rates. Nine-month faculty employed to teach during 12 

Summer Term will be paid for Summer Term teaching at a per-credit-hour rate that is no 13 
less than 2.5% of the member’s base nine-month salary rate.  14 

  15 
Section 6. Pay-Range Structure, etc.—Academic Professionals.  16 
  17 

1. The structure for compensating Academic Professionals groups their positions in job 18 
families based upon job responsibilities. The levels within families and associated pay 19 
ranges are as follows.   20 

  21 
2.  Academic Professional 12-month salary rates effective January 1, 2021   22 

   23 
Job Family  Minimum  Maximum  
Program Administrator I  $ 45,624 $72,024  
Program Administrator II   50,748 83,112   
Program Administrator III   63,084 103,644   
Advisor/Counselor I  45,624  72,024   
Advisor/Counselor II   50,748 83,112   
Instructional Technical Specialist I   45,624  72,024   
Instructional Technical Specialist II  50,748  83,112   
Psychologist   73,008 119,928   
Clinical Social Worker   63,084 103,644   
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Dentist   130,032 213,528   
Physician   130,032 213,528   
Psychology Resident   45,624 72,024   
Educational Technology Specialist   71,508 117,468   
Attorney   63,084 103,644   

  1 
On January 1, 2022, the minimum and maximum salary rates for academic professionals 2 
will increase by 1%, unless new language about minimum and maximum salaries is 3 
agreed to during interim bargaining after the transition into the new AP job structure. 4 
Prior to January 1 of each year, the Office of Human Resources will provide the new 5 
minimum and maximum salary rates to the Association and will publish the new rates on 6 
its webpage.  7 

  8 
3. Nine- (9) month salary rate equivalencies will be calculated by dividing the twelve- (12) 9 

month salary rate by 1.22 and rounding up to the nearest monthly whole-dollar amount.   10 
 11 
4. Upon completion of the AP transition process to the new Job Family and Job Level 12 

structure, the University will provide AAUP with a list of all Academic Professionals, their 13 
placement, and their salary, and the parties will immediately commence bargaining to 14 
determine new salary minimums for the new Job Family and Job Level structures to 15 
replace the salary rate chart in sub-section 2 of this Section.  16 

 17 
 Section 6A. Promotion in Rank—Minimum Adjustments.  18 
  19 

Tenure-related and non-tenure track faculty members shall receive a salary increase of 20 
at least 8% upon promotion in rank or the minimum for the new rank, whichever is 21 
greater.  22 

  23 
Section 6B: Post-Tenure Review Salary Increase.  24 
  25 

The ASR of each tenured faculty member whose post-tenure review finds they meet 26 
standards, pursuant to the post-tenure review guidelines adopted pursuant to Article 16 27 
and this Agreement, shall be increased by $4,788. Post-Tenure Review salary increases 28 
will be effective September 16. This amount will remain the same for the duration of this 29 
contract.   30 

  31 
Section 6C: Post-Continuous Appointment Review Salary Increase. 32 
 33 

As of September 16, 2022, Non-Tenure Track Faculty who meet the standards for their 34 
post-continuous appointment review will receive a $1,900 increase to their ASR. In 35 
future years, Post-Continuous Appointment Review salary increases will be effective 36 
September 16.This amount will remain the same for the duration of this contact.  37 

 38 
Section 7A. Academic Professional Level Reassignment Salary Increase.  39 
  40 
1. If an Academic Professional position is reassigned to a higher level within the same job 41 

family, the reassignment salary increase shall be effective on the first day of the month 42 
following the date of submission of the reassignment request, should the request be 43 
approved.  The minimum reassignment salary increase in 2021 shall be:  44 
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  1 
9-month appt.  12-month appt.  

 $2,237   $2,723  
  2 

The minimum reassignment salary increase in FY 2022 shall be increased by the 1% in 3 
ASR Increase provided to academic professionals that year unless new language 4 
regarding academic professional salaries is agreed to during interim bargaining over the 5 
classification and compensation study.  Prior to January 1 of each year, the Office of 6 
Human Resources will provide the new minimum reassignment salary increase amount 7 
to the Association and will publish the new amount on its webpage.  8 

  9 
2. An Academic Professional whose position is reassigned to a higher level in a different 10 

job family should consult Article 17, Section 4 (e) and (f) concerning salary rate.  11 
  12 
Section 7B. Academic Professional Advancement within a Job Level Salary Increase. 13 
 14 

As of July 1, 2022, Academic Professionals who have met the eligibility and evaluation 15 
standards outlined in Article 17 Section 6 (b) for Academic Professional Advancement 16 
within a Job Level will receive a $1,600 increase to their ASR. Academic Professional 17 
Advancement increases will be effective July 1 (for those employed on a 12-month 18 
basis) and September 16 (for those employed on a 9-month basis).This amount will 19 
remain the same for the duration of this contract.  20 

  21 
Section 10.  Automatic Economic Reopener in 2022. 22 
  23 

The economic provisions of this Agreement, and as many as three additional articles 24 
chosen by each party, will be renegotiated beginning in January 2022. For purposes of 25 
this Section, the “economic provisions of this Agreement” are Article 19 26 
(PROFESSIONAL DEVELOPMENT AND SUPPORT), Article 30 (SALARY AND 27 
RETIREMENT) anG�$UWLFOH�����,1685$1&(��ௗ 28 
 29 
The provisions in Article 30 Sections 6B (Post- Tenure Review Salary Increase), Section 30 
6C (Post-Continuous Appointment Review Salary Increase) and Section 7B (Academic 31 
Professional Advancement within a Job Level Salary Increase) shall not be eligible for 32 
renegotiation during the term of this agreement.  The economic provisions of this 33 
Agreement will be frozen at the levels that were in effect on the date that notification is 34 
received until either an agreement on revised economic provisions is reached or the 35 
statutory bargaining process is concluded.  36 

  37 
Article 31.  INSURANCE  38 
  39 

The Employer will pay ninety-five percent (95%) and employees will pay five percent 40 
(5%) of the monthly premium rate as determined by PEBB for PEBB health, dental and 41 
basic life benefits chosen by each eligible employee.  42 

 43 
Article 43 NEGOTIATION OF LIMITED REOPENERS  44 
 45 

The parties agree to reopen the contract as provided in Article 30 Section 10. Unless the 46 
parties agree otherwise, the Association will send written notice to the University no later 47 
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than November 15, 2021 specifying up to three articles of this Agreement, or new 1 
subjects that it proposes to negotiate. The University shall send written notice to the 2 
Association no later than November 15, 2021 specifying up to three articles of this 3 
Agreement, or new subjects that it proposed to negotiate. Those sections of this 4 
Agreement not noticed shall be closed until the expiration date specified in Article 45, 5 
Term of Agreement. Negotiation of the articles or subjects noticed for reopener 6 
negotiations shall commence no later than December 1, 2021 or such date thereafter as 7 
may be mutually agreed upon by the parties.  8 

 9 
The parties agree that they will meet and negotiate to replace Article 30 Section 6 sub-section 2 10 
pursuant to Article 30 Section 6 sub-section 4, and Section 4 paragraph d.  11 
 12 
The parties agree that they will meet and negotiate over the implementation of HB 2005, the 13 
2019 Oregon Paid Family and Medical Leave Act, when the Bureau of Labor and Industries 14 
(BOLI) promulgate rules about the statute that apply to the University. The University will 15 
provide the Association with notice of promulgation of the rules when received.  16 
 17 
Article 44.  NEGOTIATION OF SUCCESSOR AGREEMENT  18 
 19 
The parties will confer prior to February 28, 2024 regarding the format for successor bargaining 20 
(i.e., whether to use an interest-based, traditional, or other bargaining approach).  The parties 21 
will also confer regarding the timing and scheduling of successor bargaining. 22 
 23 
Unless the parties agree otherwise, for the purpose of negotiating a successor Agreement, the 24 
Association will send written notice to the University no later than May 1, 2024 specifying those 25 
new subjects or sections of this Agreement it proposes to negotiate. The University shall send 26 
written notice to the Association no later than May 15, 2024 specifying those new subjects or 27 
sections of this Agreement it proposes to negotiate. Those sections of this Agreement not 28 
opened by said notices or by subsequent mutual agreement shall automatically become a part 29 
of any successor Agreement. Negotiation of the successor Agreement shall begin no later than 30 
May 31, 2024 or such date thereafter as may be mutually agreed upon by the parties. 31 
 32 
Article 45.  TERM OF AGREEMENT  33 
 34 
This Agreement shall be in effect from the date of ratification by both parties, or as expressly 35 
provided in this Agreement, through November 30, 2024.   36 
  37 
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 1 
 2 

 
For the University  

 
For the Association 

 
 
 

_________________________________ 
Shelly Chabon, Vice Provost for Academic 

Administration  

 
 

____________________________________ 
Theresa McCormick, Interim VP of Collective 

Bargaining 

 
________________ 

Date 

 
________________ 

Date 
 3 
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Memorandum of Agreement (MOA) between 1 
Portland State University (University) 2 

and the Portland State University Chapter 3 
of the American Association of University Professors (Association) 4 

April 16, 2021 5 
 6 

 7 
Subject: Supplement to COVID impact MOA Effects of Reopening from Campus Closure- 8 
revised provision for return to campus from remote work 9 
 10 
 11 
Recitals 12 
The parties recognize that employees have a need to resolve issues, such as care of children or 13 
parents, transportation, health concerns or other potential impacts prior to returning to campus.  14 
This MOA supplements the attached MOA dated September 18, 2020.   15 
 16 
Agreement 17 

 18 
1) To facilitate a smooth transition when employees return from remote to on 19 

campus work supervisors will be encouraged to be as flexible as possible in their 20 
return-to-work notice.   21 

2) Supervisors will provide a three-week notice to employees; however, the return 22 
time may be less upon agreement of the parties. 23 

3) If the Supervisor and the employee cannot agree about the need to return to 24 
campus, they should seek assistance from Human Resources. 25 

4) This Agreement is Temporary and will expire December 2021.  The parties agree 26 
to engage in discussions and negotiations to discuss the feasibility of maintaining 27 
the language for an additional period of time. 28 

5) Supervisors will be notified of this MOA upon signature. 29 
 30 

 31 
This agreement will become effective upon signature and ratification of the PSU membership 32 
and shall remain in effect until December 31, 2021.  In the event a further extension is needed, 33 
the parties will meet to discuss and resolve. 34 
 35 

 
For the University  

 
For the Association 

 
 

___________________________________ 
Shelly Chabon, Vice Provost for Academic 

Personnel & Leadership Development 

 
 

___________________________________ 
Theresa McCormick, Vice President for 

Collective Bargaining 

 
________________ 

Date 

 
________________ 

Date 

 36 
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Memorandum of Agreement between 1 
Portland State University (University) 2 

and the Portland State University Chapter 3 
of the American Association of University Professors (Association) 4 

September 18, 2020 5 
 6 
 7 
Subject: Effects of Reopening from COVID-19 Campus Closure 8 
 9 
Preamble: 10 

 11 
The following return to campus plan is guided by our ongoing and unwavering 12 
commitment to the health, safety and well-being of all faculty, instructors, academic 13 
professionals, staff, students and visitors, and reflects our understanding of and 14 
contributions to advancing overall public health efforts. As such, this plan considers and 15 
attempts to balance the needs of PSU’s employees, the duties associated with their 16 
positions and the goals/responsibilities of the university. 17 

 18 
1. If work can be performed remotely in a manner that the supervisor determines is 19 

sufficient to meet the needs of the university, it will continue to be done remotely 20 
until the university determines it is feasible based on federal, state, and local COVID-21 
19 workplace guidelines for employees and students to return to  campus. Supervisors 22 
should be mindful of PSU’s stated need to do all we can to protect the health of 23 
students, faculty, staff and visitors. In an effort to support their employees, 24 
supervisors are encouraged to focus on members whose work cannot be done 25 
remotely in any consideration of who returns to campus.  26 

2. Members may request to work on campus. Supervisors shall endeavor to fulfill that 27 
request if feasible, but a supervisor may need to balance the competing needs of the 28 
university with the health and safety of all. Thus, a supervisor may prioritize some 29 
members returning to campus over others. 30 

3. Should the university decide that a unit will return to onsite/in-person work, 31 
employees and supervisors will work collaboratively in assessing workplace options. 32 
Supervisors will provide five days advance notice to the affected employees and will 33 
provide flexibility in making remote work and other alternative work arrangements 34 
available to employees. 35 

4. If work duties cannot be performed remotely in a manner that the supervisor 36 
determines is sufficient to meet the needs of the university, employees with 37 
COVID-related health concerns for themselves or members of their household may 38 
ask their supervisors to explore options such as flex schedules, split schedules, 39 
allowing certain aspects of the job to be done remotely, or to identify low traffic 40 
times for campus work as appropriate. 41 

5. In those cases when collaboration does not result in a satisfactory plan to the 42 
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employee, the employee may engage HR. HR will provide guidance and 1 
resources in support of a collaborative solution.  2 

6. If the employee is unsatisfied after consultation with HR, they may request a 3 
review of the decision by a department manager or department chair and, if 4 
necessary, to the labor management committee. 5 

7. Members are encouraged to have ongoing conversations with their supervisors 6 
about concerns they may have with the on-campus work environment. 7 
Supervisors and members shall work collaboratively to address any concerns 8 
raised. 9 

8. If a member returns to on-campus work, they have the right to raise concerns under 10 
Article 24, Section 4 related to COVID-19.   11 

9. Employees can opt to use available leave and accommodation programs when 12 
flexible scheduling or remote work are not possible. 13 

10. No retaliation, including discipline or a reduction in FTE, will be implemented based 14 
upon the fact that a bargaining unit member expressed a desire to remain in or 15 
transition to remote work. 16 

11. Decisions under this process to permit an employee to work remotely or to work an 17 
alternate or modified work schedule or to perform particular duties are not 18 
precedent setting and the parties agree that any such agreements by supervisors to 19 
permit alternate work arrangements is not an acknowledgment or agreement by 20 
PSU that accommodations for remote or alternate work schedules are appropriate 21 
after a return to campus and outside of the university’s approach to addressing the 22 
health concerns presented by the global pandemic created by the SARS COV-19 23 
virus. 24 

12. Upon signatures indicating a tentative agreement, PSU may begin to bring 25 
members back to campus pursuant to the agreements in this MOA. If PSU-AAUP 26 
membership does not ratify this agreement, any members work modality changed 27 
after September 18, will be given the opportunity to return to the work modality 28 
prior to September 18 until a new agreement is reached between PSU-AAUP and 29 
PSU Administration.   30 

 31 
This agreement will be effective upon signature and ratification of the parties. 32 
 33 
  34 
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 1 
 2 

 
For the University  

 
For the Association 

 
 

________________________ 
Shelly Chabon, Vice Provost for Academic Personnel & 

Leadership Development 

 
________________________ 

Mark Leymon, Vice President Collective Bargaining 

________________ 
Date 

________________ 
Date 

 3 
 4 
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Memorandum of Agreement between 1 
 Portland State University (University) 2 

and the Portland State University Chapter  3 
of the American Association of University Professors (Association) 4 

March 16, 2021  5 
 6 

Subject: COVID-19 Retirement Transition Program 7 
 8 
Recitals: 9 
 10 
Due to the disruptions COVID-19 has caused both on and off campus, faculty members nearing 11 
retirement may feel that now is an opportune time to begin the transition to retirement. The 12 
parties are interested in creating a retirement transition program for tenured faculty members 13 
with reduced FTE that would afford these members greater flexibility to structure their work and 14 
their retirement transition in a way that best suits their individual needs, schedules, and course 15 
loads, as well as the individualized needs of the academic unit. 16 
 17 
Further, the parties acknowledge that the University is experiencing significant budget 18 
challenges because of decreases in enrollments, now exacerbated by the COVID-19 pandemic.  19 
Retirements that occur from this program may allow units to utilize the salaries of RTP faculty 20 
and minimize budget reductions.  21 
 22 
Agreement: 23 
 24 

1. To participate, faculty must sign a COVID-19 Retirement Transition Agreement, which 25 
provides a transition plan through the time the faculty member retires and relinquishes 26 
tenure rights.  27 
 28 

2. To receive the benefits of the Retirement Transition Program, the member must sign the 29 
Retirement Transition Agreement no later than June 1, 2021.    30 

 31 
3. The COVID-19 Retirement Transition Agreement is designed to support the specific 32 

transitional needs and interests of the individual faculty member who has decided to 33 
separate within the designated time period of July 1, 2021 – June 30, 2022.  34 
 35 

4. Faculty members participating in this program may request to be relieved of up to 50% 36 
of their teaching assignments and service obligations in their final terms at PSU, and 37 
continue to receive their full salaries and benefits.   38 

 39 
5. The applicable chair or associate dean and the faculty member will create a written 40 

agreement specifying the nature and amount of changes to teaching and service 41 
assignments and describing how they will address any impact these changes will have 42 
on other faculty and staff.  This agreement must be reviewed and approved by the Vice 43 
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Provost of Academic Personnel before it is finalized to ensure equity.  A copy of the 1 
agreement will be forwarded to the Association upon execution. 2 
 3 

6. Participating faculty are encouraged to use this time to transition research projects 4 
and/or graduate supervision responsibilities.   5 

 6 
7. Post-retirement provisions are not part of the COVID-19 Retirement Transition Program.  7 

Post-retirement provisions may be discussed separately with the department chair or 8 
dean, and faculty members may also seek emeritus status through University 9 
procedures: https://www.pdx.edu/human-resources/emeritus-emerita-information. 10 

 11 
8. Participants will have access to their full IPDA account and distributions through the 12 

effective date of their retirement. 13 
 14 

9. Those members not included in this MOU and who may be considering retirement are 15 
encouraged to talk with their deans to discuss other options. 16 
 17 

10. This program will be monitored by OAA to ensure compliance. Questions about program 18 
implementation and compliance may be brought to the OAA. 19 
 20 

This agreement shall be effective upon signature and ratification of the PSU-AAUP 21 
membership, and shall remain in effect until June 30, 2022. 22 

 23 
 24 

   25 
  26 

 27 

 
For the University 

 
For the Association 

 
 

___________________________________ 
Shelly Chabon, Vice Provost for Academic 

Personnel & Leadership Development 

 
__________________________________ 

Theresa McCormick, Vice President for 
Collective Bargaining 

 
________________ 

Date 

 
________________ 

Date 
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 Tentative Agreement between  1 
 Portland State University (University) 2 

and the Portland State University Chapter  3 
of the American Association of University Professors (Association) 4 

April 16, 2021 5 
 6 

 7 
Article 24.  WORKING CONDITIONS   8 
 9 
Section 10.  REMOTE WORK 10 
 11 
A. Introduction 12 

 13 
PSU supports remote work when it meets the needs of the University. It can 14 
maximize productive work time, decrease the need for parking and office facilities, 15 
and decrease traffic congestion and air pollution while providing flexibility for 16 
employees. The remote work location may be the employee's home or another 17 
suitable location. 18 

 19 
B. Remote Work includes: 20 

 21 
1. Work conducted in a location other than an employee’s traditional workplace. 22 
2. Work conducted in a place that is not owned or managed by PSU. 23 
3. Ongoing or temporary arrangement 24 
4. Examples: Working from home on a set schedule (i.e. last Friday of the month); 25 

Hired to work from out-of-state location; Working from home to accommodate 26 
temporary medical condition. 27 

 28 
If the remote worksite is not in Oregon, the supervisor and employee must submit 29 
the Authorization to Work Out of State Form, before work begins. 30 
 31 
C. Exceptions to Remote Work Agreements: 32 

 33 
1. Occasionally, or permanently working from a location owned by PSU (i.e., Salem 34 

location) 35 
2. Attending and working at a conference or training hosted at non-PSU location. 36 
3. Fulfilling on-call or off-hours work obligations as part of job (i.e., responding to 37 

urgent issues from off-campus) 38 
4. It is an accepted practice for teaching and research faculty to carry out their work 39 

with varied schedules on campus and at alternate locations. Normally, a formal 40 
remote work agreement will not be required for faculty unless the normal work 41 
assignment is consistently at an alternate location (i.e., not the standard 42 
assigned office). 43 
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5. On occasion, a department may also determine that employees may need to 1 
work at alternate worksites for a short period of time to accommodate unusual 2 
circumstances, such as a brief office closing for renovations or relocation. In such 3 
cases, the formal telecommuting agreement is not required, but should be 4 
documented for department files by memorandum or email, specifying work 5 
expectations and duration. 6 
 7 
 8 

D. Remote Work Agreements Requirements and Eligibility 9 
 10 

1. A remote work agreement is required for members to work outside of the office 11 
on a routine basis, temporary arrangements, or occasional work arrangements.  12 

2. An AAUP bargaining unit member whose work does not require face-to-face 13 
interaction, or for which that interaction may be scheduled, may be eligible to 14 
work remotely. Tasks that benefit from uninterrupted work time are suitable for 15 
remote work. Such tasks include writing, editing, reading, analysis, design work, 16 
computer programming, word-processing and data entry.  17 

3.  Remote work may not be suitable for all employees and/or positions. All remote 18 
work is subject to advance approval.  19 

 20 
E. Remote Work Application Process 21 

 22 
1. Employee discusses their request to work remotely with their supervisor. 23 
2. Employee completes the PSU Remote Work Agreement (On PSU HR website). 24 
3. Supervisor reviews Agreement and approves or makes edits within 15 days of 25 

submission (pursuant to Article 24 Section 9). 26 
a. If approved, the Agreement is sent to Human Resources. 27 
b. If edits are made, the Agreement is electronically sent back to the 28 

Employee to review again. 29 
4. Once all approvals are received, the Remote Work Agreement is routed to 30 

Human Resources for filing in the Employee’s personnel file. 31 
5. The Employee and Supervisor receive a notification once the Agreement has 32 

been finalized. 33 
 34 

F. Remote Work Agreement 35 
1. Employees who are approved for remote work shall abide by the University’s 36 

Remote Work Guidelines and their Remote Work Agreement. A copy of the 37 
Agreement shall be retained in the employee's electronic personnel file with 38 
Human Resources. The agreement should be reviewed annually and revised as 39 
needed. 40 

2. Unless otherwise stated in the Remote Work agreement, the supervisor, the next 41 
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level supervisor, or the employee may discontinue the arrangement, giving, 1 
generally no less than one-week written notice.  The parties may negotiate a 2 
longer notice to provide for a smooth transition. 3 

3. Inability to work at your remote location. In the event an employee on remote 4 
work experiences an emergency at their remote work site they will need to check 5 
in with their supervisor to determine if coming to campus to work is an option.   If 6 
that is not an option and the employee cannot work at their remote site or 7 
campus, they should confer with their supervisor to determine next steps. 8 

4. Performance & Policies. All work shall be performed according to the same 9 
standards as is expected at the primary worksite. The supervisor and employee 10 
will meet at regular intervals to review the employee's work performance. PSU 11 
policies, rules and practices shall apply at the remote work site. The supervisor 12 
will monitor and evaluate performance by relying more heavily on work results 13 
rather than direct observation. Failure to follow policy, rules and procedures may 14 
result in termination of the remote work arrangement and/or disciplinary action, 15 
up to and including termination. 16 

 17 
This agreement will be ratified with the successor agreement and added to Article 24 as 18 
Section 10 or another section as determined by the parties when the successor 19 
agreement is compiled. 20 
 21 
 22 

 
For the University  

 
For the Association 

 
 
 

__________________________________ 
Shelly Chabon, Vice Provost for Academic 

Administration  

 
 

_________________________________ 
Theresa McCormick, Vice President 

Collective Bargaining 

 
 

________________ 
Date 

 
 

________________ 
Date 
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� 7HQWDWLYH�$JUHHPHQW��7$��EHWZHHQ��
� 3RUWODQG�6WDWH�8QLYHUVLW\��8QLYHUVLW\��

)URP�WKH�3RUWODQG�6WDWH�8QLYHUVLW\�&KDSWHU��
RI�WKH�$PHULFDQ�$VVRFLDWLRQ�RI�8QLYHUVLW\�3URIHVVRUV��$VVRFLDWLRQ��

$SULO����������
�
�
6XEMHFW�� +RXVHNHHSLQJ�,WHPV�IRU�WKH�6XFFHVVRU�$JUHHPHQW�
�
I.� Incorporate�agreement�to�share�CUPAǦHR�Data�on�Demand�Subscription�

Service�pursuant�to�2018�03Mar21�MOA�(Article�3)�
�
$UWLFOH����� 5,*+76�2)�7+(�$662&,$7,21�$6�$*(17�
�
6HFWLRQ����&83$�+5�2Q�'HPDQG�6XEVFULSWLRQ�6HUYLFH�
�
7KH�$VVRFLDWLRQ�ZLOO�EH�SURYLGHG�DFFHVV�WR�DOO�&83$�+5�GDWD�RQ�GHPDQG�VXUYH\V�JRLQJ�IRUZDUG�
WKURXJK�WKH�8QLYHUVLW\�VXEVFULSWLRQ�DQG�ZLOO�EH�ELOOHG�DQQXDOO\�XSRQ�UHFHLSW�RI�WKH�LQYRLFH�IURP�
&83$�+5�IRU�����RI�D�ILYH�ZD\�VKDUH�RI�WKLV�LQIRUPDWLRQ�ZLWK�368¶V�2IILFH�RI�+XPDQ�
5HVRXUFHV��2IILFH�RI�$FDGHPLF�$IIDLUV��2IILFH�RI�,QVWLWXWLRQDO�5HVHDUFK��DQG�2IILFH�RI�)LQDQFH�
DQG�$GPLQLVWUDWLRQ���
�
II.� To�add�a�section�in�Article�6�that�consolidates�and�refers�to�all�PSUǦAAUP�

notice�items�in�the�CBA�and�MOUs.�
A.� �

$UWLFOH����(;&+$1*(�2)�,1)250$7,21�
�
6HFWLRQ�����7KH�8QLYHUVLW\�DJUHHV�WR�SURYLGH�$VVRFLDWLRQ�ZLWK�DGGLWLRQDO�LQIRUPDWLRQ�LQ�RWKHU�
VHFWLRQV�RI�WKH�FRQWUDFW�HQXPHUDWHG�KHUH�IRU�UHIHUHQFH��

D�� 'HFLVLRQ�RI�$VVRFLDWH�9LFH�3UHVLGHQW�+5�IRU�$SSHDO�RI�DQ�$FDGHPLF�3URIHVVLRQDO�
3RVLWLRQ�5HYLHZ�>$UWLFOH�����6HFWLRQ����G��)LUVW�/HYHO�RI�$SSHDO@�

E�� 'HFLVLRQ�RI�3URYRVW�RU�UHOHYDQW�9LFH�3UHVLGHQW�IRU�$SSHDO�RI�DQ�$FDGHPLF�3URIHVVLRQDO�
3RVLWLRQ�5HYLHZ�>$UWLFOH�����6HFWLRQ����G��6HFRQG�/HYHO�RI�UHYLHZ@�

F�� &RS\�RI�3URIHVVLRQDO�'HYHORSPHQW�3ODQ�LPSOHPHQWHG�IRU�DQ�$FDGHPLF�3URIHVVLRQDO�
>$UWLFOH�����6HFWLRQ����J�@�

G�� $QQXDO�UHSRUW�RI�LQIRUPDWLRQ�FRQFHUQLQJ�DGYDQFHPHQW��DSSHDOV��DQG�UHTXHVWV�IRU�SRVLWLRQ�
UHYLHZ�DQG�SURIHVVLRQDO�GHYHORSPHQW�SODQV�IRU�$FDGHPLF�3URIHVVLRQDOV�IURP�$VVRFLDWLRQ�
9LFH�3UHVLGHQW�+XPDQ�5HVRXUFHV�>$UWLFOH�����6HFWLRQ����E�@�

H�� 1RWLILFDWLRQ��DQG�RSSRUWXQLW\�WR�SURYLGH�LQSXW��LI�VXEVWDQWLDO�FKDQJHV�DUH�FRQWHPSODWHG�
IRU�WKH�HYDOXDWLRQ�JXLGHOLQHV�IRU�DFDGHPLF�SURIHVVLRQDOV�>$UWLFOH�����6HFWLRQ���ODVW�
SDUDJUDSK@�

I�� 1RWLILFDWLRQ��DQG�LQYLWDWLRQ�WR�SDUWLFLSDWH��LQ�DFDGHPLF�SURIHVVLRQDO�ZRUNORDG�DG�KRF�
FRPPLWWHH�>$UWLFOH����6HFWLRQ�����E�@�

J�� 'HSDUWPHQW�FKDQJH�LQ�FXUULFXODU�RU�SURJUDPPDWLF�QHHGV�WR�MXVWLI\�OD\RII�RI�177)�RQ�
FRQWLQXRXV�DSSRLQWPHQW�>$UWLFOH����6HFWLRQ����H�����L�@�
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0HPRUDQGXP�RI�$JUHHPHQW�
+RXVHNHHSLQJ�,WHPV�IRU�WKH�6XFFHVVRU�$JUHHPHQW�
$SULO����������
3DJH���RI����
�

K�� 1RWLFH�RI�UHYHUVDO�RI�OD\RII�DQG�UHFDOO�RI�177)�>$UWLFOH�����6HFWLRQ����H��Y�@�
L�� 1RWLFH�WR�H[WHQG�177)�IL[HG�WHUP�DSSRLQWPHQW�EH\RQG���\HDUV�>$UWLFOH�����6HFWLRQ��@�
M�� 'HFLVLRQ�WR�DSSRLQW�D�177)�ZLWK�D�IL[HG�WHUP�FRQWUDFW�WR�D�177)�SRVLWLRQ�HOLJLEOH�IRU�

&RQWLQXRXV�$SSRLQWPHQW�>$UWLFOH�����6HFWLRQ��@�
N�� 5HSRUW�RQ�WKH�,3'$�WKDW�ZHQW�XQXVHG�DQG�ZHUH�UHYHUWHG�WR�WKH�&ROOHJH��6FKRRO�RU�RWKHU�

XQLW�DQG�WKH�XVH�RI�VXFK�IXQGV�>$UWLFOH����6HFWLRQ����I�@�
O�� 'HFODUDWLRQ�WKDW�D�FRQGLWLRQ�RI�ILQDQFLDO�H[LJHQF\�H[LVWV��RU�WKDW�D�FRQGLWLRQ�UHTXLULQJ�

GHSDUWPHQWDO�UHGXFWLRQV�RU�HOLPLQDWLRQV�H[LVWV�>$UWLFOH����6HFWLRQ���D�@�
P�� 7KH�SURYLVLRQDO�SODQ�WR�DGGUHVV�WKH�FRQGLWLRQ�UHTXLULQJ�D�GHFODUDWLRQ�RI�ILQDQFLDO�

H[LJHQF\��RU�D�FRQGLWLRQ�UHTXLULQJ�GHSDUWPHQWDO�UHGXFWLRQV�RU�HOLPLQDWLRQV�>$UWLFOH����
6HFWLRQ��@�

Q�� 7KH�UHTXHVW�E\�D�PHPEHU�IRU�D�UHWUHQFKPHQW�KHDULQJ��DQG�QHHG�IRU�368�$$83�DSSRLQW�D�
PHPEHU�WR�WKH�DGYLVRU\�UHWUHQFKPHQW�KHDULQJ�SDQHO�>$UWLFOH����6HFWLRQ��@�

R�� 7KH�GHFLVLRQ�RI�WKH�3UHVLGHQW�RI�D�UHWUHQFKPHQW�KHDULQJ�>$UWLFOH����6HFWLRQ��@�
S�� 5HSRUWV�UHJDUGLQJ�WKH�PDLQWHQDQFH�RI�VWDQGDUGV�SUHVFULEHG�IRU�DLU�DQG�ZDWHU�TXDOLW\��VDIH�

ZRUNLQJ�FRQGLWLRQV��VHLVPLF�VDIHW\��DQG�YHFWRU�FRQWURO�>$UWLFOH����6HFWLRQ��@�
T�� 7R�WKH�H[WHQW�SHUPLWWHG�XQGHU�ODZ��IDFXOW\�UHSRUWV�RI�LQFLGHQWV�RI�WKUHDWHQLQJ�VWXGHQW�

FRQGXFW�ILOHG�ZLWK�&DPSXV�3XEOLF�6DIHW\�RU�(QUROOPHQW�0DQDJHPHQW�DQG�6WXGHQW�$IIDLUV�
>$UWLFOH����6HFWLRQ��@�

U�� $QQXDOO\�E\�'HFHPEHU����D�OLVW�LQFOXGLQJ�DQ�LWHPL]DWLRQ�RI�WKH�PLQLPXP�FRPSRQHQWV�RI�
D�IDFXOW\�RIILFH�GHHPHG�WR�EH�ODFNLQJ�IRU�HDFK�LQGLYLGXDO�IDFXOW\�PHPEHU�>$UWLFOH����
6HFWLRQ����G�@�

V�� 5HVXOWV�RI�DOO�VXUYH\V�RQ�IDFXOW\�ZRUNLQJ�FRQGLWLRQV��HGXFDWLRQDO�PHGLD�VHUYLFHV��DQG�
LQIRUPDWLRQ�RQ�WHFKQRORJ\�FRPSXWHU�UHVRXUFHV�ZLWKLQ�RQH�PRQWK�RI�FRPSOHWLRQ�>DUWLFOH�
����6HFWLRQ����H�@�

W�� 'HOLYHU\�RI�D�ZULWWHQ�FRPSODLQW�IURP�WKH�3UHVLGHQW�WR�D�EDUJDLQLQJ�XQLW�PHPEHU�VHHNLQJ�
VDQFWLRQV�PRUH�VHYHUH�WKDQ�DQ�2UDO�5HSULPDQG�>$UWLFOH����6HFWLRQ����F�@�

X�� 1RWLILFDWLRQ�RI�WKH�VXVSHQVLRQ�RI�D�PHPEHU�GXULQJ�WKH�SHQGHQF\�RI�SURFHHGLQJ�>$UWLFOH�
���6HFWLRQ���G�@�

Y�� 1RWLILFDWLRQ�RI�UHTXHVW�E\�D�EDUJDLQLQJ�XQLW�PHPEHU�WR�KDYH�WKH�LPSRVLWLRQ�RI�D�VHYHUH�
VDQFWLRQ�UHYLHZHG�E\�DQ�DG�KRF�FRPPLWWHH�RI�SHHUV��QRWLILFDWLRQ�WR�368�$$83�WR�
DSSRLQW�D�PHPEHU�WR�VHUYH�RQ�WKH�SDQHO�>$UWLFOH����6HFWLRQ���H�@�

Z�� 7KH�3UHVLGHQW¶V�GHFLVLRQ�WR�LPSRVH�RU�QRW�LPSRVH�D�VHYHUH�VDQFWLRQ�>$UWLFOH������J�@�
[�� 3ULRU�WR�-DQXDU\���RI�HDFK�\HDU�RI�WKLV�DJUHHPHQW��WKH�2IILFH�RI�+XPDQ�5HVRXUFHV�ZLOO�

SURYLGH�WKH�QHZ�PLQLPXP�VDODU\�UDWHV�IRU�IDFXOW\�PHPEHUV�WR�WKH�$VVRFLDWLRQ�>$UWLFOH�
����6HFWLRQ�������DQG����@�

\�� 3ULRU�WR�-DQXDU\���RI�HDFK�\HDU��WKH�2IILFH�RI�+XPDQ�5HVRXUFHV�ZLOO�SURYLGH�WKH�QHZ�
PLQLPXP�DQG�PD[LPXP�VDODU\�UDWHV�IRU�$FDGHPLF�3URIHVVLRQDOV�WR�WKH�$VVRFLDWLRQ�
>$UWLFOH�����6HFWLRQ������@�

]�� 3ULRU�WR�LPSOHPHQWLQJ�DQ\�GHFLVLRQ�WR�DZDUG�VDODU\�LQFUHDVHV�WR�JURXSV�RI�PHPEHUV�RWKHU�
WKDQ�LQFUHDVHV�LQ�$UWLFOH�����WKH�8QLYHUVLW\�ZLOO�QRWLI\�WKH�$VVRFLDWLRQ�RI�WKH�GHFLVLRQ�DQG�
ZLOO�IXUQLVK�WKH�$VVRFLDWLRQ�ZLWK�D�UHDVRQDEOH�ZULWWHQ�GHVFULSWLRQ�RI�WKH�QDWXUH�DQG�
SXUSRVH�RI�WKH�LQFUHDVHV��>$UWLFOH�����6HFWLRQ��@�

DD��7KH�'6/%�TXDUWHUO\�UHSRUW�>$UWLFOH����6HFWLRQ���N�@�
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0HPRUDQGXP�RI�$JUHHPHQW�
+RXVHNHHSLQJ�,WHPV�IRU�WKH�6XFFHVVRU�$JUHHPHQW�
$SULO����������
3DJH���RI����
�

EE��7KH�8QVSHQW�)DFXOW\�'HYHORSPHQW�)XQGV�XQVSHQW�LQ�WKH�SUHYLRXV�\HDU�E\�6HS����RI�HDFK�
\HDU�>$UWLFOH����6HFWLRQ��@�

6HFWLRQ�����+,3$$�&RPSOLDQFH�3ROLFLHV��7KH�8QLYHUVLW\�ZLOO�SURYLGH�368�$$83�ZLWK�
+,3$$�SROLFLHV�GHYHORSHG�SXUVXDQW�WR�����RI�WKH�368�+,3$$�&RPSOLDQFH�SROLF\��7KH�
8QLYHUVLW\��WKURXJK�5HVHDUFK�DQG�6SRQVRUHG�3URMHFWV�*UDGXDWH�6WXGLHV��ZLOO�3URYLGH�368��
$$83�ZLWK�FRSLHV�RI�DOO�VXEVHTXHQW�FKDQJHV�PDGH�WR�+,3$$�SROLFLHV�SXUVXDQW�WR�SDUDJUDSK�
����RI�WKH�3ROLF\�ZLWKLQ����GD\V�RI�WKH�FKDQJH��>��������028���@�

B.� �
III.� To�make�changes�to�Article�9�consistent�with�the�changed�required�by�

2019�07Jul25�MOA�Effects�of�the�Janus�vs�AFSCME�Supreme�Court�
Decision��

�
8SRQ�ZULWWHQ�UHTXHVW�RQ�D�IRUP�SURYLGHG�E\�WKH�$VVRFLDWLRQ�DQG�DSSURYHG�E\�WKH�8QLYHUVLW\��
PHPEHUV�RI�WKH�$VVRFLDWLRQ�PD\�KDYH�UHJXODU�GXHV�GHGXFWHG�IURP�WKHLU�SD\FKHFNV�LQ�DPRXQWV�
DQG�DW�WLPHV�FHUWLILHG�E\�WKH�7UHDVXUHU�RI�WKH�$VVRFLDWLRQ��$XWKRUL]DWLRQ�WR�GHGXFW�GXHV�VKDOO�
UHPDLQ�YDOLG�XQWLO�ZULWWHQ�QRWLFH�LV�JLYHQ�WR�WKH�8QLYHUVLW\�E\�WKH�PHPEHU�$VVRFLDWLRQ�WR�FDQFHO�
WKH�DXWKRUL]DWLRQ��7KH�8QLYHUVLW\�ZLOO��E\�WKH�ILIWHHQWK����WK��RI�WKH�PRQWK�IROORZLQJ�WKH�
GHGXFWLRQ��VHQG�SD\PHQW�WR�WKH�$VVRFLDWLRQ�IRU�WKH�WRWDO�DPRXQW�VR�GHGXFWHG�DFFRPSDQLHG�E\�D�
OLVWLQJ�LGHQWLI\LQJ�WKH�PHPEHUV�DQG�WKH�DPRXQWV�IRU�ZKRP�WKH�GHGXFWLRQV�DUH�EHLQJ�SDLG��,Q�WKH�
HYHQW�WKDW�WKH�8QLYHUVLW\�GLVFRYHUV�RU�OHDUQV�RI�D�GXHV�GHGXFWLRQ�HUURU��D�OHWWHU�ZLOO�EH�VHQW�WR�WKH�
DIIHFWHG�HPSOR\HH�DQG�D�FRS\�RI�WKLV�OHWWHU�ZLOO�EH�VHQW�WR�WKH�$VVRFLDWLRQ��
�
�
IV.� To�incorporate�the�2019�07Jul25�MOA�Effects�of�the�Janus�vs�AFSCSME�

Supreme�Court�Decision�(Article�10)�
�

,,�� $UWLFOH������$662&,$7,21�'8(6�$1'�92/817$5<�5(35(6(17$7,21�
)((6�
�
6HFWLRQ����'HILQLWLRQV�
�
0HPEHU���D�3RUWODQG�6WDWH�8QLYHUVLW\�HPSOR\HH�ZKRVH�SRVLWLRQ�LV�LQ�WKH�$$83�%DUJDLQLQJ�8QLW�
ZKR�HLWKHU���

x� submitted a Membership Application prior to the execution of this agreement, or 
x� submitted  a “Payroll Deduction Authorization/Membership Application” to PSU-AAUP 

after the execution of this agreement indicating their enrollment as a member of PSU-
AAUP, and their agreement to pay member dues. 

�
9ROXQWDU\�5HSUHVHQWDWLRQ�)HH�3D\HU��D�3RUWODQG�6WDWH�8QLYHUVLW\�HPSOR\HH�ZKRVH�SRVLWLRQ�LV�LQ�
WKH�$$83�%DUJDLQLQJ�8QLW�DQG�ZKR�DIILUPDWLYHO\�FRQVHQWHG�DQG�YROXQWDULO\�VXEPLWWHG�D�
³3D\UROO�'HGXFWLRQ�$XWKRUL]DWLRQ�0HPEHUVKLS�$SSOLFDWLRQ´�WR�368�$$83�DIWHU�WKH�H[HFXWLRQ�
RI�WKLV�DJUHHPHQW��LQGLFDWLQJ�WKHLU�DJUHHPHQW�WR�YROXQWDULO\�SD\�UHSUHVHQWDWLRQ�IHHV�WR�368�
$$83�LQ�VXSSRUW�RI�WKH�ZRUN�RI�WKH�$VVRFLDWLRQ��ZLWKRXW�FKRRVLQJ�WR�EHFRPH�D�PHPEHU�RI�WKH�

�����������������������	��������
	����	���	�������������



0HPRUDQGXP�RI�$JUHHPHQW�
+RXVHNHHSLQJ�,WHPV�IRU�WKH�6XFFHVVRU�$JUHHPHQW�
$SULO����������
3DJH���RI����
�
$VVRFLDWLRQ��
�
$VVRFLDWH�0HPEHU��D�3RUWODQG�6WDWH�8QLYHUVLW\�HPSOR\HH�ZKRVH�SRVLWLRQ�LV�QRW�LQ�WKH�$$83�
EDUJDLQLQJ�XQLW��ZKR�HLWKHU��
�

භ� KDV�VXEPLWWHG�D�³3D\UROO�'HGXFWLRQ�$XWKRUL]DWLRQ�0HPEHUVKLS�$SSOLFDWLRQ´�WR�EHFRPH�
DQ�$VVRFLDWH�0HPEHU�DIWHU�WKH�GDWH�RI�H[HFXWLRQ�RI�WKLV�DJUHHPHQW��RU��

�
භ� ZDV�SUHYLRXVO\�DQ�$VVRFLDWH�PHPEHU�RQ�WKH�GDWH�RI�H[HFXWLRQ�RI�WKLV�DJUHHPHQW��

�
1RQ�PHPEHU��D�3RUWODQG�6WDWH�8QLYHUVLW\�HPSOR\HH�ZKRVH�SRVLWLRQ�LV�LQ�WKH�$$83�%DUJDLQLQJ�
8QLW�DQG�ZKR�LV�QHLWKHU�D�0HPEHU�QRU�D�9ROXQWDU\�5HSUHVHQWDWLRQ�)HH�3D\HU��
�
6HFWLRQ���� ,PSOHPHQWDWLRQ�
�

$�� (PSOR\HHV�KLUHG�SULRU�WR�WKH�H[HFXWLRQ�RI�WKLV�DJUHHPHQW��
�

��� 0HPEHUV�RI�368�$$83�SULRU�WR�WKH�H[HFXWLRQ�RI�WKLV�DJUHHPHQW��ZLOO�EH�SUHVXPHG�WR�
UHPDLQ�PHPEHUV�LQ�JRRG�VWDQGLQJ�RI�368�$$83�DQG�ZLOO�FRQWLQXH�WR�KDYH�GXHV�
GHGXFWHG�DV�SUHYLRXVO\�DXWKRUL]HG��7KHLU�PHPEHU�DSSOLFDWLRQV�ZLOO�UHPDLQ�YDOLG�IRU�
WKH�GXUDWLRQ�RI�WKHLU�HPSOR\PHQW�ZLWKLQ�WKH�EDUJDLQLQJ�XQLW�RU�XQWLO�ZULWWHQ�QRWLFH�LV�
SURYLGHG�WR�WKH�$VVRFLDWLRQ�SHU�WKH�UHTXLUHPHQWV�RI�6HFWLRQ����EHORZ��

�
��� )DLU�6KDUH�)HH�3D\HUV�SULRU�WR�-XQH����������ZKRVH�IDLU�VKDUH�IHH�GHGXFWLRQV�ZHUH�

WHUPLQDWHG�HIIHFWLYH�-XQH�����������ZLOO�EH�GHVLJQDWHG�DV�QRQ�PHPEHUV�XQWLO�RU�XQOHVV�
WKH\�VXEPLW�D�³3D\UROO�'HGXFWLRQ�$XWKRUL]DWLRQ�0HPEHUVKLS�$SSOLFDWLRQ´�WR�HLWKHU�
EHFRPH�PHPEHUV�RU�WR�RSW�LQ�DV�YROXQWDU\�UHSUHVHQWDWLRQ�IHH�SD\HUV��

�
%�� (PSOR\HHV�KLUHG�DIWHU�WKH�H[HFXWLRQ�RI�WKLV�DJUHHPHQW��

�
��� $Q�HPSOR\HH�ZKRVH�SRVLWLRQ�LV�LQ�WKH�$$83�EDUJDLQLQJ�XQLW�FDQ�HOHFW�WR�EHFRPH�D�

368�$$83�PHPEHU�RU�D�368�$$83�YROXQWDU\�UHSUHVHQWDWLRQ�IHH�SD\HU�E\�
FRPSOHWLQJ�DQG�VXEPLWWLQJ�WKH�³3D\UROO�'HGXFWLRQ�$XWKRUL]DWLRQ��368�$$83�
0HPEHUVKLS�$SSOLFDWLRQ´�WR�368�$$83��ZKR�ZLOO�WKHQ�VXEPLW�WKH�DSSOLFDWLRQ�WR�WKH�
2IILFH�RI�+XPDQ�5HVRXUFHV��

�
��� 7KH�2IILFH�RI�+XPDQ�5HVRXUFHV��XSRQ�WKH�FRPPHQFHPHQW�RI�HPSOR\PHQW��ZLOO�

SURYLGH�HDFK�QHZ�HPSOR\HH�LQ�WKH�$$83�%DUJDLQLQJ�XQLW�ZLWK�D�3D\UROO�'HGXFWLRQ�
$XWKRUL]DWLRQ��368�$$83�0HPEHUVKLS�$SSOLFDWLRQ�DQG�WKH�368�$$83�1HZ�+LUH�
3DFNHW�DW�WKH�WLPH�QHZ�HPSOR\HHV�DUH�SURYLGHG�ZLWK�RWKHU�QHZ�HPSOR\HH�HQUROOPHQW�
IRUPV���

�
6HFWLRQ����*HQHUDO�7HUPV�
�
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�

$�� 7KH�³3D\UROO�'HGXFWLRQ�$XWKRUL]DWLRQ��368�$$83�0HPEHUVKLS�$SSOLFDWLRQ´�VKDOO�EH�
FUHDWHG�DQG�PDLQWDLQHG�E\�368�$$83�DQG�SURYLGHG�WR�WKH�8QLYHUVLW\�E\�WKH�$VVRFLDWLRQ�
IRU�GLVWULEXWLRQ��H[DPSOH�LV�$SSHQGL[�$���7KH�³3D\UROO�'HGXFWLRQ�$XWKRUL]DWLRQ��368�
$$83�0HPEHUVKLS�$SSOLFDWLRQ´�ZLOO�EH�XSGDWHG�SHULRGLFDOO\�E\�WKH�$VVRFLDWLRQ�DV�LW�
GHHPV�QHFHVVDU\����

�
%�� :KHQHYHU�D�PHPEHU�GXHV�RU�YROXQWDU\�UHSUHVHQWDWLRQ�IHH�UDWH�FKDQJH�LV�UHTXLUHG��E\�WKH�

��WK�RI�WKH�PRQWK�SUHFHGLQJ�LPSOHPHQWDWLRQ��WKH�DPRXQW�RU�UDWH�RI�WKH�SD\UROO�GHGXFWLRQ�
VKDOO�EH�SURYLGHG�WR�WKH�8QLYHUVLW\�LQ�ZULWLQJ�E\�WKH�$VVRFLDWLRQ�IRU�LPSOHPHQWDWLRQ�RQ�
WKH��VW�RI�WKH�IROORZLQJ�PRQWK���

�
&�� 368�$$83�ZLOO�PDLQWDLQ�DQG�PDNH�DYDLODEOH�WKH�³$XWKRUL]DWLRQ�WR�'LVFRQWLQXH�0HPEHU�

'XHV�RU�5HSUHVHQWDWLRQ�)HH�'HGXFWLRQ´�IRUP��7KH�2IILFH�RI�+XPDQ�5HVRXUFHV�ZLOO�GLUHFW�
DOO�UHTXHVWV�IRU�WKLV�IRUP�WR�WKH�$VVRFLDWLRQ���

�
6HFWLRQ����3D\UROO�3URFHVVHV�
�
$�� 7KH�8QLYHUVLW\�ZLOO�GHGXFW�FXUUHQW�$VVRFLDWLRQ�GXHV�RU�YROXQWDU\�UHSUHVHQWDWLRQ�IHHV�

IURP�WKH�VDODU\�RI�HDFK�HPSOR\HH�ZKR�YROXQWDULO\�HOHFWV�DQG�DXWKRUL]HV�VXFK�GHGXFWLRQ�DV�
LQGLFDWHG�RQ�WKH�³3D\UROO�'HGXFWLRQ�$XWKRUL]DWLRQ��368�$$83�0HPEHUVKLS�
$SSOLFDWLRQ�´���

�
%�� 9ROXQWDU\�UHSUHVHQWDWLRQ�IHHV�VKDOO�EH�FDOFXODWHG�DQG�ZLWKGUDZQ�IURP�HPSOR\HHV�ZKR�

KDYH�DXWKRUL]HG�D�GHGXFWLRQ�RQ�DQ\�DQG�DOO�DSSOLFDEOH�VDODU\�UHFHLYHG�IRU�WKH�PRQWK��
�

&�� 1HZ�DXWKRUL]DWLRQV�VXEPLWWHG�WR�SD\UROO�RQ�RU�EHIRUH�WKH�ODVW�FDOHQGDU�GD\�IRU�HDFK�PRQWK�
ZLOO�EH�HIIHFWLYH�IRU�GHGXFWLRQV�LQ�WKH�IROORZLQJ�PRQWK��

�
'�� 3D\VWXE�UHSUHVHQWDWLRQV��

�
7KH�8QLYHUVLW\�DJUHHV�WR�KDYH�FOHDU�UHSUHVHQWDWLRQ�LQIRUPDWLRQ�RQ�WKH�SD\VWXE�WR�VKRZ�
WKH�IROORZLQJ��

�
D�� 0HPEHU�GXHV��

�
E�� $VVRFLDWH�PHPEHU�GXHV��

�
F�� 9ROXQWDU\�UHSUHVHQWDWLRQ�IHHV�

�
�

(�� %DQQHU�FRGLQJ�IRU�$$83�6WDWXV��
�

0HPEHUVKLS��9ROXQWDU\�5HSUHVHQWDWLRQ�)HH�3D\HU��$VVRFLDWH�0HPEHU��DQG�1RQ�PHPEHU�
VWDWXV�ZLOO�EH�DVVLJQHG�VHSDUDWH�FRGHV�IRU�XVH�LQ�%DQQHU�WR�UHSUHVHQW�$$83�6WDWXV��

�
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�

)�� %DQQHU�FRGLQJ�IRU�'DWH�RI�(QWU\�LQWR�WKH�$$83�%DUJDLQLQJ�8QLW�
�

7KLV�ILHOG�VKDOO�LQGLFDWH�WKH�GDWH�DW�ZKLFK�HPSOR\HH�ZDV�ILUVW�HOLJLEOH�IRU�PHPEHUVKLS�LQ�
WKH�$$83�%DUJDLQLQJ�8QLW��7KLV�LV�D�FKDQJH�IURP�FXUUHQW�ILHOG�GHILQLWLRQ��ZKLFK�LV�WKH�
GDWH�WKDW�$$83�GHGXFWLRQV�ILUVW�EHJDQ��

�
6HFWLRQ����&DQFHOODWLRQ�RI�0HPEHU�'XHV�DQG�5HSUHVHQWDWLRQ�)HHV��
�

$�� 368�$$83�ZLOO�EH�UHVSRQVLEOH�IRU�UHFHLYLQJ�DQG�YHULI\LQJ�DOO�PHPEHU�GXHV�RU�YROXQWDU\�
UHSUHVHQWDWLRQ�IHH�FDQFHOODWLRQ�UHTXHVWV�IURP�PHPEHUV�RU�IHH�SD\HUV�DQG�VXEPLWWLQJ�WKRVH�
FDQFHOODWLRQV�WR�WKH�2IILFH�RI�+XPDQ�5HVRXUFHV��

�
%�� 7KH�2IILFH�RI�+XPDQ�5HVRXUFHV�ZLOO�DFFHSW�WKH�³$XWKRUL]DWLRQ�WR�'LVFRQWLQXH�0HPEHU�

'XHV�RU�5HSUHVHQWDWLRQ�)HH�'HGXFWLRQV´�IRUP��H[DPSOH�LV�$SSHQGL[�%���VXEPLWWHG�WR�
WKHP�E\�368�$$83�DQG�VLJQHG�E\�D�368�$$83�UHSUHVHQWDWLYH�DV�WKH�RQO\�YDOLG�ZD\�WR�
FDQFHO�GXHV�RU�IHHV�IRU�DQ\�368�$$83�PHPEHU���

�
6KRXOG�WKH�2IILFH�RI�+XPDQ�5HVRXUFHV�UHFHLYH�D�UHTXHVW�GLUHFWO\�IURP�D�PHPEHU�WR�
GLVFRQWLQXH�PHPEHU�GXHV�RU�YROXQWDU\�UHSUHVHQWDWLRQ�IHHV��WKH\�ZLOO�DGYLVH�WKHP�WKDW�
+XPDQ�5HVRXUFHV�GRHV�QRW�SURFHVV�WKHVH�UHTXHVWV�GLUHFWO\�IURP�HPSOR\HHV��DQG�WKH�
2IILFH�RI�+XPDQ�5HVRXUFHV�ZLOO�GLUHFW�WKHP�WR�FRQWDFW�368�$$83���

�
,I�D�FDQFHOODWLRQ�UHTXHVW�DUULYHV�YLD�HPDLO��WKH�2IILFH�RI�+XPDQ�5HVRXUFHV�ZLOO�IRUZDUG�
WKH�PHPEHU¶V�UHTXHVW�LQ�VHSDUDWH�HPDLO�WR�368�$$83�DW�DDXS#SVXDDXS�QHW���

�
&�� 7KH�8QLYHUVLW\�VKDOO�SURYLGH�D�OLVW�RI�DOO�PHPEHUV�ZKRVH�PHPEHU�GXHV�RU�YROXQWDU\�

UHSUHVHQWDWLRQ�IHHV�ZHUH�FDQFHOOHG�GXULQJ�WKH�DQQXDO�FDQFHOODWLRQ�SHULRG�WR�WKH�
$VVRFLDWLRQ�ZLWKLQ����GD\V�RI�WKH�FORVXUH�RI�WKH�FDQFHOODWLRQ�SHULRG��7KH�8QLYHUVLW\�VKDOO�
FRQILUP�FDQFHOODWLRQ�RI�PHPEHU�GXHV�RU�UHSUHVHQWDWLRQ�IHHV�IRU�HDFK�FDQFHOODWLRQ�GRQH�
RXWVLGH�WKH�ZLQGRZ�SHULRG��

�
6HFWLRQ����:KHQ�D�0HPEHU�RU�)HH�3D\HU�PRYHV�IURP�D�5HSUHVHQWHG�WR�DQ�8QUHSUHVHQWHG�
3RVLWLRQ�
�

$�� 6KRXOG�D�368�$$83�PHPEHU�PRYH�WR�D�QHZ�SRVLWLRQ�WKDW�LV�QRW�UHSUHVHQWHG�E\�368�
$$83��WKH�8QLYHUVLW\�VKDOO�QRWLI\�WKHP�YLD�HPDLO��ZLWK�D�FRS\�WR�$$83��WKDW�WKH\�KDYH�
PRYHG�LQWR�D�QHZ�SRVLWLRQ�WKDW�LV�QRW�UHSUHVHQWHG�E\�368�$$83��,I�WKH\�KDYH�TXHVWLRQV�
DERXW�$VVRFLDWH�PHPEHUVKLS�WKH\�VKRXOG�FRQWDFW�WKH�368�$$83�����

�
%�� 6KRXOG�D�368�$$83�YROXQWDU\�UHSUHVHQWDWLRQ�IHH�SD\HU�PRYH�WR�D�QHZ�SRVLWLRQ�WKDW�LV�

QRW�UHSUHVHQWHG�E\�368�$$83��WKH�8QLYHUVLW\�ZLOO�QRWLI\�WKHP�YLD�HPDLO��ZLWK�D�FRS\�WR�
$$83��WKDW�WKH\�KDYH�PRYHG�LQWR�D�QHZ�SRVLWLRQ�WKDW�LV�QRW�UHSUHVHQWHG�E\�368�$$83�
DQG�WKH\�VKRXOG�FRQWDFW�368�$$83�DERXW�WKHLU�UHSUHVHQWDWLRQ�IHH�VWDWXV���

�
6HFWLRQ����&RQYHUVLRQ�RI�YROXQWDU\�UHSUHVHQWDWLRQ�IHHV�WR�PHPEHU�GXHV�
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�

�
7KH�8QLYHUVLW\�ZLOO�FKDQJH�WKH�GHGXFWLRQ�IRU�D�YROXQWDU\�UHSUHVHQWDWLRQ�IHH�SD\HU�IURP�YROXQWDU\�
UHSUHVHQWDWLRQ�IHH�SD\HU�WR�368�$$83�PHPEHU�ZKHQ�368�$$83�VXEPLWV�D�QHZ�³3D\UROO�
'HGXFWLRQ�$XWKRUL]DWLRQ��368�$$83�0HPEHUVKLS�$SSOLFDWLRQ´�VLJQHG�E\�WKH�PHPEHU�
LQGLFDWLQJ�WKH�VHOHFWLRQ�RI�PHPEHUVKLS�DQG�PHPEHU�GXHV�GHGXFWLRQ��$�PHPEHU�FDQ�PRYH�IURP�D�
YROXQWDU\�UHSUHVHQWDWLRQ�IHH�SD\HU�WR�GXHV�SD\LQJ�PHPEHU�DW�DQ\�WLPH���

�
6HFWLRQ����&RQYHUVLRQ�RI�PHPEHU�GXHV�WR�YROXQWDU\�UHSUHVHQWDWLRQ�IHHV�

�
7KH�8QLYHUVLW\�ZLOO�FKDQJH�WKH�GHGXFWLRQ�IURP�PHPEHU�GXHV�SD\HU�WR�YROXQWDU\�UHSUHVHQWDWLRQ�
IHH�SD\HU�IRU�D�368�$$83�PHPEHU�ZKHQ�368�$$83�VXEPLWV�D�QHZ�³3D\UROO�'HGXFWLRQ�
$XWKRUL]DWLRQ��368�$$83�0HPEHUVKLS�$SSOLFDWLRQ´�LQGLFDWLQJ�WKH�VHOHFWLRQ�IRU�WKH�DJUHHPHQW�
WR�SD\�YROXQWDU\�UHSUHVHQWDWLRQ�IHHV��VLJQHG�E\�WKH�PHPEHU��$�PHPEHU�FDQ�PRYH�IURP�GXHV�
SD\LQJ�PHPEHU�WR�UHSUHVHQWDWLRQ�IHH�SD\HU�DW�DQ\�WLPH���
�
6HFWLRQ����,QGHPQLILFDWLRQ�
�
7KH�$VVRFLDWLRQ�VKDOO�LQGHPQLI\�DQG�KROG�KDUPOHVV�WKH�8QLYHUVLW\��DQG�LWV�DJHQWV�DQG�HPSOR\HHV��
DJDLQVW�DQ\�DQG�DOO�FODLPV��VXLWV��RUGHUV��MXGJPHQWV�RU�RWKHU�IRUPV�RI�OLDELOLW\�RI�DQ\�QDWXUH�
ZKDWVRHYHU�WKDW�DULVH�RXW�RI�RU�UHODWH�WR�DQ\�DFWLRQ�WDNHQ�RU�QRW�WDNHQ�E\�WKH�8QLYHUVLW\��LWV�DJHQWV�
RU�HPSOR\HHV��IRU�WKH�SXUSRVH�RI�FRPSO\LQJ�ZLWK�$UWLFOH����RI�WKLV�&ROOHFWLYH�%DUJDLQLQJ�
$JUHHPHQW��
�
6HFWLRQ����1HZ�+LUH�2ULHQWDWLRQ�
�
7KH�2IILFH�RI�+XPDQ�5HVRXUFHV�DQG�WKH�2IILFH�RI�$FDGHPLF�$IIDLUV�VKDOO�SURYLGH�WKH�
$VVRFLDWLRQ�ZLWK�DQ�RSSRUWXQLW\�WR�PHHW�ZLWK�QHZ�HPSOR\HHV�DW�FDPSXV�ZLGH�QHZ�KLUH�DQG�RU�
QHZ�IDFXOW\�RULHQWDWLRQV�VHW�XS�WR�LQWURGXFH�QHZ�HPSOR\HHV�WR�WKH�8QLYHUVLW\���
�
�
V.� To�incorporate�2017�06Jun07�MOU�PSU�Board�of�Trustee�Policy�on�the�

Roles�of�the�Board,�President�and�Faculty,�Shared�Governance�and�
Academic�Freedom�(Article�12)�

�
$UWLFOH�����$&$'(0,&�)5(('20�$1'�*29(51$1&(�
�

��� $UWLFOH����6HFWLRQ���VKDOO�EH�UHSODFHG�ZLWK�WKH�IROORZLQJ��
�

7KH�8QLYHUVLW\�DQG�$VVRFLDWLRQ�HQGRUVH�WKH�SULQFLSOHV�RI�DFDGHPLF�IUHHGRP�DUWLFXODWHG�LQ�
WKH�$PHULFDQ�$VVRFLDWLRQ�RI�8QLYHUVLW\�3URIHVVRUV������6WDWHPHQW�RI�3ULQFLSOHV�RQ�
$FDGHPLF�)UHHGRP�DQG�7HQXUH��DQG�GHILQHG�LQ�8QLYHUVLW\�6WDQGDUG��������������WKH�

�
��7KLV�UHODWHV�RQO\�WR�WKH�SRUWLRQ�RI�WKH������6WDWHPHQW�WKDW�UHODWHV�WR�DFDGHPLF�IUHHGRP��WKH�
VXEMHFW�RI�WHQXUH�LV�DGGUHVVHG�LQ�$UWLFOH�����352027,21�$1'�7(185(���
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�

%RDUG�RI�7UXVWHHV�3ROLF\�RQ�WKH�5ROHV�RI�WKH�%RDUG��3UHVLGHQW�DQG�)DFXOW\��6KDUHG�
*RYHUQDQFH�DQG�$FDGHPLF�)UHHGRP��DGRSWHG�E\�WKH�%RDUG�RQ�-XQH������������)DFXOW\�
DUH�HQWLWOHG��ZLWKRXW�LQVWLWXWLRQDO�GLVFLSOLQH�RU�UHVWUDLQW��WR�GLVFXVV�DOO�UHOHYDQW�PDWWHUV�LQ�
WKH�FODVVURRP��WR�H[SORUH�DOO�DYHQXHV�RI�VFKRODUVKLS��UHVHDUFK��DQG�FUHDWLYH�H[SUHVVLRQ��
DQG�WR�VSHDN�RU�ZULWH�RQ�PDWWHUV�RI�SXEOLF�FRQFHUQ�DV�ZHOO�DV�RQ�PDWWHUV�UHODWHG�WR�
SURIHVVLRQDO�GXWLHV�DQG�WKH�IXQFWLRQLQJ�RI�WKH�8QLYHUVLW\���$FDGHPLF�IUHHGRP�FDUULHV�ZLWK�
LW�FHUWDLQ�UHVSRQVLELOLWLHV��VXFK�DV�WKH�IDLWKIXO�SHUIRUPDQFH�RI�SURIHVVLRQDO�GXWLHV�DQG�
REOLJDWLRQV��WKH�UHFRJQLWLRQ�RI�WKH�GHPDQGV�RI�WKH�VFKRODUO\�HQWHUSULVH��DQG�WKH�FDQGRU�WR�
PDNH�LW�FOHDU�WKDW�ZKHQ�RQH�LV�VSHDNLQJ�RQ�PDWWHUV�RI�SXEOLF�LQWHUHVW��RQH�LV�QRW�VSHDNLQJ�
IRU�WKH�LQVWLWXWLRQ��
�

��� $UWLFOH����6HFWLRQ���VKDOO�EH�PRGLILHG�DV�IROORZV���
�

1RWZLWKVWDQGLQJ�WKH�H[FOXVLYH�ULJKW�RI�WKH�DVVRFLDWLRQ�WR�QHJRWLDWH�DQG�UHDFK�DJUHHPHQW�
RQ�WHUPV�DQG�FRQGLWLRQV�RI�HPSOR\PHQW��UHFRJQL]HG�LQ�$UWLFOH����5(&2*1,7,21���DQG�
WKH�ULJKW�RI�WKH�8QLYHUVLW\�WR�FDUU\�RXW�LWV�RUGLQDU\�DQG�FXVWRPDU\�IXQFWLRQV�RI�
PDQDJHPHQW��UHFRJQL]HG�LQ�$UWLFOH����5(6(59('�5,*+76�2)�7+(�81,9(56,7<���
WKH�SDUWLHV�DJUHH�WKDW�LW�LV�PXWXDOO\�GHVLUDEOH�WKDW�WKH�FROOHJLDO�V\VWHP�RI�VKDUHG�
JRYHUQDQFH�EH�PDLQWDLQHG�DQG�VWUHQJWKHQHG�VR�WKDW�IDFXOW\�ZLOO�KDYH�D�PHFKDQLVP�DQG�
SURFHGXUHV��LQGHSHQGHQW�RI�FROOHFWLYH�EDUJDLQLQJ��IRU�DSSURSULDWH�SDUWLFLSDWLRQ�LQ�WKH�
JRYHUQDQFH�RI�WKH�8QLYHUVLW\���7R�WKDW�HIIHFW��WKH�3RUWODQG�6WDWH�8QLYHUVLW\�)DFXOW\�
&RQVWLWXWLRQ�VKDOO�UHPDLQ�LQ�H[LVWHQFH�IRU�WKH�GXUDWLRQ�RI�WKLV�$JUHHPHQW�VXEMHFW�WR�WKH�
SURYLVLRQV�RI�WKH�IRUPHU�2UHJRQ�8QLYHUVLW\�6\VWHP�,0'�������WKURXJK��������WKH�%RDUG�
RI�7UXVWHHV�3ROLF\�RQ�WKH�5ROHV�RI�WKH�%RDUG��3UHVLGHQW�DQG�)DFXOW\��6KDUHG�*RYHUQDQFH�
DQG�$FDGHPLF�)UHHGRP��DGRSWHG�E\�WKH�%RDUG�RQ�-XQH������������

�
�
VI.� To�update�the�most�recent�version�(2018�06Jun25�PT�Guidelines�FINAL)�

of�the�University�Promotion�and�Tenure�Guidelines�to�include�the�2017�
05May02�Revised�Post�Tenure�Guidelines�(Article�14)�

�
$UWLFOH�����352027,21�$1'�7(185(�
�
6HFWLRQ������3RUWODQG�6WDWH�8QLYHUVLW\�3ROLF\�DQG�3URFHGXUHV�IRU�WKH�(YDOXDWLRQ�RI�)DFXOW\�IRU�
7HQXUH��3URPRWLRQV��DQG�0HULW�,QFUHDVHV���GDWHG�0D\����������DQG�DGRSWHG�E\�WKH�)DFXOW\�
6HQDWH�RQ�-XQH�����������DV�PRVW�UHFHQWO\�UHYLVHG�E\�WKH�)DFXOW\�6HQDWH�RQ�$SULO���������-XQH�
����������ZKLFK�LQFOXGHV�WKH�3RVW�7HQXUH�*XLGHOLQHV�UHYLVHG�RQ�0D\�����������ZKLFK�VSHFLI\�WKH�
PHDQV�RI�LPSOHPHQWDWLRQ�RI�8QLYHUVLW\�6WDQGDUGV��������������WKURXJK���������������VKDOO�
UHPDLQ�LQ�HIIHFW�ZLWK�UHVSHFW�WR�PHPEHUV�RI�WKH�EDUJDLQLQJ�XQLW��H[FHSW�DV�PRGLILHG�E\�WKLV�
$JUHHPHQW��
�
VII.� To�ensconce�LOA�#1�and�PSU�Standard�580Ǧ022Ǧ0030Ǧ�0035�in�the�

Contract�as�Article�15�
�
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�
$UWLFOH�����8QLYHUVLW\�3ULYLOHJHV�
�
[Article intentionally left blank.] [Previous text was deleted via collective bargaining.] 
�
3DUW�$��6WDII�)HH�3ULYLOHJHV�
�
6HFWLRQ����(OLJLELOLW\�
�
0HPEHUV�DSSRLQWHG�DW�KDOI�WLPH�RU�PRUH�PD\�UHJLVWHU�IRU�D�PD[LPXP�RI�WZHOYH�KRXUV�RI�FUHGLW�
SHU�WHUP�DW�WKH�VWDII�IHH�UDWH�XQGHU�WKH�WHUPV�DQG�FRQGLWLRQV�DSSURYHG�E\�WKH�%RDUG�DQG�GHVFULEHG�
LQ�WKH�$FDGHPLF�<HDU�)HH�%RRN��$XGLWRU�SULYLOHJHV�DUH�DFFRUGHG�WR�HPSOR\HHV�XQGHU�WKH�WHUPV�
DQG�FRQGLWLRQV�DSSURYHG�E\�WKH�%RDUG�DQG�GHVFULEHG�LQ�WKH�$FDGHPLF�<HDU�)HH�%RRN���
�
6HFWLRQ����7UDQVIHU�RI�6WDII�)HH�3ULYLOHJHV��
�
0HPEHUV�HOLJLEOH�IRU�VWDII�IHH�SULYLOHJHV�PD\�WUDQVIHU�VXFK�SULYLOHJHV�WR�IDPLO\�PHPEHUV�RU�
GRPHVWLF�SDUWQHUV�FRQVLVWHQW�ZLWK�WKH�IROORZLQJ�WHUPV�DQG�FRQGLWLRQV���
�
����3HUVRQV�HOLJLEOH�WR�UHFHLYH�D�WUDQVIHU�RI�VWDII�IHH�SULYLOHJHV�PXVW�EH�HLWKHU���

�D��$�IDPLO\�PHPEHU��WR�LQFOXGH�VSRXVH�RU�GHSHQGHQW�FKLOGUHQ��LQ�DFFRUGDQFH�ZLWK�
DSSOLFDEOH�,QWHUQDO�5HYHQXH�6HUYLFH��,56��FRGH��RU��

�E��$��GRPHVWLF�SDUWQHU���DV�GHILQHG�LQ�WKH�$IILGDYLW�RI�'RPHVWLF�3DUWQHUVKLS��RU�WKH�
GHSHQGHQW�FKLOG�RI�D�GRPHVWLF�SDUWQHU���
����6WDII�IHH�SULYLOHJHV���

�D��$UH�XVDEOH�RQO\�E\�HLWKHU�WKH�HPSOR\HH�RU�WUDQVIHUHH���
�E��0D\�QRW�EH�VXEGLYLGHG�DPRQJ�IDPLO\�PHPEHUV�RU�GRPHVWLF�SDUWQHUV�DQG�WKHLU�

GHSHQGHQWV�GXULQJ�D�WHUP���
�F��$UH�OLPLWHG�WR�RQH�WUDQVIHU�SHU�WHUP���
�G��$UH�OLPLWHG�WR�QR�PRUH�WKDQ�WZHOYH������DFDGHPLF�FUHGLWV�SHU�WHUP��DQG��
�H��7KHUH�LV�QR�IHH�SODWHDX�DW�DQ\�FDPSXV�IRU�VWDII�PHPEHUV��GRPHVWLF�SDUWQHUV��RU�HOLJLEOH�

GHSHQGHQWV���
����5HFLSLHQWV�RI�WUDQVIHUUHG�VWDII�IHH�SULYLOHJHV�PD\�UHJLVWHU�IRU�FRXUVHV�DW�DQ\�2UHJRQ�
8QLYHUVLW\�6\VWHP�LQVWLWXWLRQ��VXEMHFW�WR�SROLFLHV�RI�WKH�LQVWUXFWLQJ�LQVWLWXWLRQ��,QVWLWXWLRQV�UHVHUYH�
WKH�ULJKW�WR�H[FOXGH�SURJUDPV�IURP�HOLJLELOLW\�IRU�WKH�SULYLOHJH���
����0DQGDWRU\�HQUROOPHQW�IHHV�LQFOXGLQJ��EXW�QRW�OLPLWHG�WR��5HVRXUFH��+HDOWK�6HUYLFH��%XLOGLQJ��
DQG�,QFLGHQWDO��ZLOO�DSSO\���
�
3DUW�%��3K\VLFDO�(GXFDWLRQ�3ULYLOHJHV��
�
3K\VLFDO�HGXFDWLRQ�IDFLOLWLHV�DUH�DYDLODEOH�WR�PHPEHUV�IRU�UHFUHDWLRQDO�SXUSRVHV�RQ�SD\PHQW�RI�DQ�
DSSURSULDWH�IHH��
�
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�
VIII.� To�replace�obsolete�language�regarding�Institutional�Career�

Support/Peer�Review�(Article�16)�
�
,,,�� Article 16.  ,167,787,21$/�&$5((5�6833257�3((5�5(9,(:�3267�
7(185(�5(9,(:�
�
6HFWLRQ�����1RWKLQJ�LQ�WKH�³3URFHGXUHV�IRU�3RVW�7HQXUH�5HYLHZ�DW�3RUWODQG�6WDWH�8QLYHUVLW\´�
VKDOO�DIIHFW�RU�DOWHU�WKH�$VVRFLDWLRQ¶V�DELOLW\�WR�ILOH�D�JULHYDQFH��DV�SURYLGHG�LQ�$UWLFOH�����WKDW�
DOOHJHV�D�YLRODWLRQ�RI�VXFK�JXLGHOLQHV��
�
6HFWLRQ�����7KH�JXLGHOLQHV�PXVW�DW�D�PLQLPXP��
�

�D��%H�LQ�ZULWLQJ�DQG�EH�PDGH�DYDLODEOH�WR�PHPEHUV��
�E��(VWDEOLVK�MRE�UHOHYDQW�HYDOXDWLRQ�FULWHULD��
�F��3URYLGH�WKDW�WKH�UHVXOWV�RI�WKH�UHYLHZ�EH�LQ�ZULWLQJ�DQG�SURYLGHG�WR�WKH�PHPEHU��
�G��3URYLGH�WKDW�WKH�PHPEHU�LV�HQWLWOHG�WR�PHHW�ZLWK�WKH�UHYLHZHUV��
�H��3URYLGH�WKDW�WKH�PHPEHU�LV�DEOH�WR�UHVSRQG�WR�WKH�UHYLHZ�E\�VXEPLWWLQJ�D�VWDWHPHQW�RU�

FRPPHQWV��ZKLFK�VKDOO�EH�DWWDFKHG�WR�WKH�UHYLHZ��
�I�� 3URYLGH�WKDW�WKH�PHPEHU�PD\�VXEPLW�UHOHYDQW�PDWHULDOV�WR�WKH�UHYLHZHUV��DQG�
�J��3URYLGH�WKDW�WKH�PHPEHU�PD\�UHTXHVW�D�UHYLHZ�LI�RQH�KDV�QRW�EHHQ�SURYLGHG�ZLWKLQ�WKH�

WLPH�SHULRG�SURYLGHG�IRU�E\�WKH�JXLGHOLQHV��
�
6HFWLRQ�����5HVXOWV�RI�DQ\�SRVW�WHQXUH�UHYLHZ�VKDOO�QRW�EH�WKH�EDVLV�IRU�MXVW�FDXVH�IRU�VDQFWLRQV�
SXUVXDQW�WR�$UWLFOH����RU�XQLODWHUDO�FKDQJHV�LQ�WKH�IDFXOW\�PHPEHU¶V�OHWWHU�RI�RIIHU�RU�
VXSSOHPHQWDO�OHWWHU�RI�RIIHU��
�
IX.� Ensconce�2018�05May04�MOA�Supplemental�Letter�of�Offer�Correction�

CORRECTED�into�Article�16��
�
6HFWLRQ����$OO�'HSDUWPHQWDO�3URPRWLRQ�DQG�7HQXUH�JXLGHOLQHV�DSSURYHG�E\�WKH�2IILFH�RI�
$FDGHPLF�$IIDLUV��2$$��ZLOO�VKRZ�WKH�GDWH�RI�2$$�DSSURYDO���
�
6HFWLRQ����7HQXUH�7UDFN�IDFXOW\�PHPEHUV�WKDW�KDYH�D�ILUVW�RU�VHFRQG�\HDU�UHYLHZ�FDQ�FKRRVH�WR�
EH�HYDOXDWHG�XQGHU�WKH�3	7�JXLGHOLQHV�LQ�SODFH�DW�WKH�WLPH�RI�KLUH��DQG�DV�WKRVH�UHTXLUHPHQWV�
KDYH�EHHQ�LQWHUSUHWHG�E\�WKH�6&+22/�&2//(*(�'(37�DW�WKH�WLPH�RI�KLUH���RU�XQGHU�WKH�3	7�
JXLGHOLQHV�LQ�SODFH�DW�WKH�WLPH�RI�WKHLU�UHYLHZ��7KH�PHPEHU�VKDOO�LQGLFDWH�WKH�JXLGHOLQHV�FKRVHQ�
DW�WKH�EHJLQQLQJ�RI�WKHLU�QDUUDWLYH��7KDW�FKRLFH�ZLOO�FDUU\�IRUZDUG�WR�WKH�PHPEHU¶V�VXEVHTXHQW�
UHYLHZV�WKURXJK�WR�WKH�WHQXUH�GHFLVLRQ���
�
�
X.� Ensconce�2018�08Aug23�MOA�Impact�MOA�Advising�Redesign�on�Career�

Counselors�in�CBA�(Article�17)�
�
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IV.� Article 17.  ACADEMIC PROFESSIONAL FACULTY  
�
6HFWLRQ�����&DUHHU�&RXQVHORUV�
�
$�� &DUHHU�&RXQVHORU�:RUNORDG��

D�� &DUHHU�&RXQVHORUV�ZLOO�H[HUFLVH�SURIHVVLRQDO�MXGJPHQW�WR�PDQDJH�WKHLU�MRE�GXWLHV�DQG�
UHVSRQVLELOLWLHV�LQ�FRQVXOWDWLRQ�ZLWK�WKHLU�VXSHUYLVRUV���

E�� &DUHHU�&RXQVHORUV�PD\�UDLVH�FRQFHUQV�DERXW�WKHLU�SRVLWLRQ��ZRUNORDG�RU�RWKHU�ZRUN�
UHODWHG�LVVXHV�ZLWK�WKHLU�VXSHUYLVRU���,I�QR�UHVROXWLRQ�RFFXUV�ZLWKLQ�D�UHDVRQDEOH�
DPRXQW�RI�WLPH��FDUHHU�FRXQVHORUV�PD\�PHHW�GLUHFWO\�ZLWK�WKH�$VVRFLDWH�9LFH�3URYRVW�
WR�GLVFXVV�WKH�LVVXH���,I�WKHUH�LV�QR�UHVROXWLRQ�WKDW�RFFXUV�ZLWKLQ�D�UHDVRQDEOH�WLPH��
ZRUNORDG�LVVXHV�FDQ�EH�HOHYDWHG�WR�WKH�DG�KRF�FRPPLWWHH�DV�UHIHUHQFHG�LQ�$UWLFOH�����
6HFWLRQ����LQ�WKH�&ROOHFWLYH�%DUJDLQLQJ�$JUHHPHQW���
�

%�� $SSRLQWPHQW�6FKHGXOLQJ��
D�� &DUHHU�&RXQVHORU�VXSSRUW�QHHGV�PD\�YDU\�E\�LQGLYLGXDO�FDUHHU�FRXQVHORU���
E�� ,Q�DGGLWLRQ�WR�VWXGHQW�DOXPQL�FDUHHU�FRXQVHOLQJ��FDUHHU�FRXQVHORUV�GR�SURMHFWV��WHDFK�

FODVVHV�DQG�FRQGXFW�ZRUNVKRSV�DVVRFLDWHG�ZLWK�FRXQVHOLQJ�VWXGHQWV�DQG�DOXPQL��7LPH�
ZLOO�FRQWLQXH�WR�EH�DOORFDWHG�IRU�WKLV�ZRUN���

F�� &DUHHU�&RXQVHORUV�ZLOO�H[HUFLVH�WKHLU�SURIHVVLRQDO�MXGJPHQW�ZKHQ�VFKHGXOLQJ�WKHLU�
DYDLODELOLW\�DQG�DSSRLQWPHQWV�ZLWK�VWXGHQWV�DOXPQL�LQ�FRQVXOWDWLRQ�ZLWK�WKHLU�
VXSHUYLVRU��

G�� &DUHHU�6HUYLFHV�KDV�SURFHGXUHV�DURXQG�GURS�LQ�DSSRLQWPHQWV��&DUHHU�&RXQVHORUV�ZLOO�
EH�DVNHG�WR�SURYLGH�LQSXW�SULRU�WR�DQ\�GHFLVLRQ�WR�FKDQJH�LQ�GURS�LQ�DSSRLQWPHQW�
SURFHGXUHV��

�
&�� &DUHHU�&RXQVHORU�3URIHVVLRQDO�'HYHORSPHQW��7UDLQLQJ�	�6XSSRUW�

D�� 7KH�6XSHUYLVRU�DQG�WKH�$VVRFLDWH�9LFH�3URYRVW�IRU�$GYLVLQJ�DQG�&DUHHU�6HUYLFHV�ZLOO�
VHHN�LQSXW�DQG�UHFHLYH�UHTXHVWV�IRU�WUDLQLQJ�IURP�&DUHHU�&RXQVHORUV�DQG�ZLOO�EH�
UHVSRQVLYH�WR�FDUHHU�FRXQVHORU�WUDLQLQJ�QHHGV��

E�� &DUHHU�&RXQVHORU�WUDLQLQJ�LV�QRW�SURIHVVLRQDO�GHYHORSPHQW�SXUVXDQW�WR�&%$�$UWLFOH�
����&DUHHU�&RXQVHORU�WUDLQLQJ�UHODWHG�WR�WKH�GHOLYHU\�RI�&DUHHU�6HUYLFHV�SURYLGHG�E\�
368�ZLOO�EH�FRQGXFWHG�GXULQJ�ZRUN�WLPH���
�

'�� &DUHHU�&RXQVHORU�/RFDWLRQ�DQG�:RUN�(QYLURQPHQW�
&DUHHU�&RXQVHORUV�ZLOO�KDYH�ZRUNVSDFH�FRPSDUDEOH�WR�ZKDW�WKH\�KDG�SULRU�WR�WKH�LPSOHPHQWDWLRQ�
RI�WKH�$FDGHPLF�DQG�&DUHHU�$GYLVLQJ�5HGHVLJQ�UHFRPPHQGDWLRQV��&RPSDUDELOLW\�VKDOO�EH�EDVHG�
RQ�IXQFWLRQDOLW\��VXFK�DV��FDSDFLW\�WR�KDYH�SULYDWH�FRQYHUVDWLRQV�ZLWK�VWXGHQWV�DOXPQL��VXIILFLHQW�
VSDFH�DQG�FKDLUV�WR�KDYH�PHHWLQJV�ZLWK�VWXGHQWV�DOXPQL��DQG�FRPSXWHU��SKRQH�DQG�RWKHU�
UHVRXUFHV�W\SLFDOO\�UHTXLUHG�LQ�WKH�SRVLWLRQ��
�
(�� &DUHHU�&RXQVHORU�5ROHV�DQG�5HVSRQVLELOLWLHV�

D�� 1R�FDUHHU�FRXQVHORU�ZKRVH�SRVLWLRQ�UHVLGHV�LQ�WKH�$GYLVRU�&RXQVHORU���MRE�IDPLO\�
ZLOO�KDYH�WKHLU�SRVLWLRQ�PRYHG�WR�WKH�$GYLVRU�&RXQVHORU���MRE�IDPLO\�DV�D�UHVXOW�RI�
WKH�$FDGHPLF�DQG�&DUHHU�$GYLVLQJ�5HGHVLJQ��
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0HPRUDQGXP�RI�$JUHHPHQW�
+RXVHNHHSLQJ�,WHPV�IRU�WKH�6XFFHVVRU�$JUHHPHQW�
$SULO����������
3DJH����RI����
�

E�� &DUHHU�&RXQVHORUV�ZLOO�KDYH�RQH�DVVLJQHG�VXSHUYLVRU��VXSHUYLVRU�RI�UHFRUG��WR�ZKRP�
WKH\�UHSRUW���

�
)�� 3HUVRQQHO�(YDOXDWLRQ�DQG�6XSHUYLVLRQ�

D�� 7KH�SDUWLHV�UHFRJQL]H�&RRUGLQDWHG�$GYLVLQJ�DQG�&DUHHU�6HUYLFHV�DV�D�³XQLW´�LQ�$UWLFOH�
���6HFWLRQ����E���)RU�WKH�SXUSRVHV�RI�HYDOXDWLRQ�DQG�VXSHUYLVLRQ��&DUHHU�6HUYLFHV�LV�D�
³VXE�XQLW´�RI�&RRUGLQDWHG�$GYLVLQJ�DQG�&DUHHU�6HUYLFHV��$�FRPPRQ�VHW�RI�
SHUIRUPDQFH�FULWHULD�ZLOO�JXLGH�WKH�HYDOXDWLRQ�SURFHVV�IRU�DOO�&DUHHU�&RXQVHORUV���

�
�
XI.� Ensconce�2018�05May16�MOA�Article�18�Section�2�general�effects�in�CBA�

(Article�18)�
�
$UWLFOH�����121�7(185(�75$&.�,16758&7,21$/�$1'�5(6($5&+�)$&8/7<�
�
6HFWLRQ�����1RQ�7HQXUH�7UDFN�,QVWUXFWLRQDO�)DFXOW\�&RQWLQXRXV�$SSRLQWPHQWV�
�
�H��7HUPV�RI�&RQWLQXRXV�$SSRLQWPHQW���
�

��� 'XH�WR�D�FKDQJH�LQ�FXUULFXODU�QHHGV�RU�SURJUDPPDWLF�UHTXLUHPHQWV�PDGH�LQ�DFFRUGDQFH�
ZLWK�DSSOLFDEOH�VKDUHG�JRYHUQDQFH�SURFHGXUHV��,Q�VXFK�D�FDVH��

L�� $V�VRRQ�DV�SUDFWLFDEOH��EXW�QR�ODWHU�WKDQ����GD\V�SULRU�WR�LVVXLQJ�D�QRWLFH�RI�
WHUPLQDWLRQ��WKH�'HSDUWPHQW�&KDLU�PXVW�SURYLGH�ZULWWHQ�MXVWLILFDWLRQ�IRU�WKH�
GHFLVLRQ�DQG�H[SODQDWLRQ�RI�WKH�DSSOLFDEOH�VKDUHG�JRYHUQDQFH�SURFHGXUH�WR�WKH�
IDFXOW\�PHPEHUV��WKH�'HDQ��WKH�3URYRVW�DQG�WKH�$VVRFLDWLRQ��

LL�� ,I�WKH�HPSOR\PHQW�RI�PXOWLSOH�IDFXOW\�PHPEHUV�LQ�HTXLYDOHQW�SRVLWLRQV��DQG�
ZLWK�HTXLYDOHQW�SRVLWLRQ�UHODWHG�TXDOLILFDWLRQV��VNLOOV�DQG�H[SHUWLVH��DUH�WR�EH�
WHUPLQDWHG�GXH�WR�WKH�VDPH�FKDQJH�LQ�FXUULFXODU�QHHGV�RU�SURJUDPPDWLF�
UHTXLUHPHQWV��WKHQ�OD\�RII�VKDOO�EH�LQ�RUGHU�RI�VHQLRULW\��)DFXOW\�ZLOO�EH�ODLG�
RII�LQ�LQYHUVH�RUGHU�WR�OHQJWK�RI�FRQWLQXRXV�VHUYLFH�DW�WKH�8QLYHUVLW\���

D�� ³&RQWLQXRXV�VHUYLFH�´�IRU�SXUSRVHV�RI�OD\RII�DQG�UHFDOO��PHDQV�WLPH�
ZRUNHG�DW�368�LQ�D�SRVLWLRQ�WKDW�DQQXDOL]HV�DW�����)7(�RU�JUHDWHU����

E�� 6KRXOG�PHPEHUV�VXEMHFW�WR�OD\RII�DQG�UHFDOO�KDYH�WKH�VDPH�VHQLRULW\�
GDWH��WKHQ�WKH�RUGHU�RI�VHQLRULW\�IRU�WKDW�VHQLRULW\�GDWH�VKDOO�EH�
GHWHUPLQHG�E\�WKH�VHTXHQFH�RI�QXPEHUV�LQ�WKHLU�368�,'�QXPEHU��
0HPEHUV�ZLOO�EH�ODLG�RII�IURP�KLJKHVW�368�,'�QXPEHU�WR�ORZHVW�368�
,'�QXPEHU��DQG�VKDOO�EH�UHFDOOHG�IURP�KLJKHVW�368�,'�WR�ORZHVW�368�
,'�QXPEHU��

LLL�� 7KH�IDFXOW\�PHPEHU�LV�WR�EH�JLYHQ�DW�OHDVW�VL[�PRQWKV¶�QRWLFH�RI�WHUPLQDWLRQ�RI�
HPSOR\PHQW��ZLWK�VXFK�WHUPLQDWLRQ�HIIHFWLYH�DW�WKH�HQG�RI�WKH�DFDGHPLF�\HDU��

D�� ,I�D�IDFXOW\�PHPEHU�UHFHLYHV�D�QRWLILFDWLRQ�RI�WHUPLQDWLRQ�SXUVXDQW�WR�
WKLV�VHFWLRQ�DQG�ZDV�HOLJLEOH�IRU�DQG�KDG�VXEPLWWHG�D�SRUWIROLR�IRU�
SURPRWLRQ�UHYLHZ��RU�ZHUH�LQ�WKHLU��WK�\HDU�RI�SUREDWLRQDU\�VHUYLFH�DQG�
ZHUH�HOLJLEOH�IRU�FRQWLQXRXV�DSSRLQWPHQW��RU�ZHUH�HOLJLEOH�SXUVXDQW�WR�
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/HWWHU�RI�$JUHHPHQW�����&%$����������DQG�VXEPLWWHG�WKHLU�SRUWIROLR�
IRU�FRQWLQXRXV�DSSRLQWPHQW�UHYLHZ��WKRVH�UHYLHZV�VKDOO�SURFHHG�
ZLWKRXW�UHVSHFW�WR�WKH�WHUPLQDWLRQ�QRWLFH���

L�� ,I�WKH�IDFXOW\�PHPEHU�DFKLHYHV�SURPRWLRQ�RU�FRQWLQXRXV�
DSSRLQWPHQW��WKH\�VKDOO�EH�FRQVLGHUHG�WR�EH�LQ�WKH�QHZ�UDQN�RU�
HPSOR\PHQW�VWDWXV�DZDUGHG�SXUVXDQW�WR�WKH�UHFDOO�SURFHGXUHV�LQ�
$UWLFOH�����6HFWLRQ���H�����Y��DQG�WKLV�$JUHHPHQW���

LL�� ,I�WKH�SUREDWLRQDU\�HPSOR\HH�DSSO\LQJ�IRU�FRQWLQXRXV�
DSSRLQWPHQW�LV�QRW�DZDUGHG�FRQWLQXRXV�DSSRLQWPHQW��WKH\�VKDOO�
EH�WHUPLQDWHG�FRQVLVWHQW�ZLWK�WKLV�VHFWLRQ��

LY�� 7KH�6FKRRO�&ROOHJH�ZLOO�PDNH�D�JRRG�IDLWK�HIIRUW�WR�ILQG�D�FRPSDUDEOH�
SRVLWLRQ�ZLWKLQ�WKH�8QLYHUVLW\�IRU�WKH�IDFXOW\�PHPEHU��

Y�� ,I�WKH�UHDVRQ�IRU�WKH�GHFLVLRQ�WKDW�OHDG�WR�WKH�OD\RII�LV�UHYHUVHG�ZLWKLQ�WKUHH�
\HDUV�IURP�WKH�GDWH�WKDW�QRWLFH�RI�WHUPLQDWLRQ�ZDV�SURYLGHG�WR�WKH�IDFXOW\�
PHPEHU��WKH�DIIHFWHG�IDFXOW\�PHPEHUV�ZLOO�EH�UHFDOOHG�LQ�LQYHUVH�RUGHU�RI�
OD\RII��7R�H[HUFLVH�UHFDOO�ULJKWV��D�IDFXOW\�PHPEHU�PXVW��

D�� 1RWLI\�+XPDQ�5HVRXUFHV�LQ�ZULWLQJ��ZLWKLQ����GD\V�RI�WKH�WHUPLQDWLRQ�
QRWLFH��RI�LQWHQW�WR�EH�SODFHG�RQ�WKH�UHFDOO�OLVW��,I�ZKHQ�WKHUH�LV�D�QHHG�
IRU�D�UHFDOO�OLVW��WKH�SDUWLHV�DJUHH�WR�PHHW�SURPSWO\�IRU�WKH�SXUSRVH�RI�
QHJRWLDWLQJ�D�SURFHVV�IRU�DGPLQLVWHULQJ�WKH�UHFDOO�OLVW��

E�� ,QIRUP�+XPDQ�5HVRXUFHV�RI�DQ\�FKDQJH�LQ�WHOHSKRQH��HPDLO�RU�
DGGUHVV��

F�� ,Q�WKH�HYHQW�RI�D�UHFDOO��+XPDQ�5HVRXUFHV�ZLOO�FRQWDFW�WKH�IDFXOW\�
PHPEHU�E\�SKRQH�DQG�HPDLO��DQG�QRWLI\�WKH�$VVRFLDWLRQ��RI�WKH�UHFDOO��

G�� 7KH�UHFDOOHG�IDFXOW\�PHPEHU�ZLOO�KDYH�WHQ������ZRUNLQJ�GD\V�WR�DFFHSW�
RU�UHMHFW�WKH�SRVLWLRQ��)DLOXUH�WR�FRQWDFW�+XPDQ�5HVRXUFHV�ZLWKLQ�WHQ�
�����ZRUNLQJ�GD\V�ZLOO�EH�FRQVLGHUHG�D�UHMHFWLRQ�RI�WKH�SRVLWLRQ��

H�� $�UHFDOOHG�IDFXOW\�PHPEHU�ZKR�UHMHFWV�D�SRVLWLRQ�ZLOO�EH�UHPRYHG�
IURP�WKH�UHFDOO�OLVW��

I�� $FFHSWDQFH�RI�DQ\�MRE�DW�368��RWKHU�WKDQ�WKH�177)�SRVLWLRQ�IURP�
ZKLFK�WKH\�ZHUH�ODLG�RII��ZLOO�QRW�LPSDFW�WKHLU�SRVLWLRQ�RQ�WKH�UHFDOO�
OLVW��

J�� )RU�HPSOR\HHV�UHFDOOHG�WR�WKHLU�SRVLWLRQ���
��� 7KH�WLPH�VSHQW�RQ�WKH�UHFDOO�OLVW�ZLOO�QRW�FRXQW�DV�D�EUHDN�LQ�

VHUYLFH��7LPH�RQ�WKH�UHFDOO�OLVW�VKDOO�EH�FRQVLGHUHG�WKH�VDPH�DV�
D�OHDYH�ZLWKRXW�SD\�DQG�DOO�PHPEHUV�ODLG�RII�VKDOO�UHWDLQ�
EHQHILWV�DQG�SULYLOHJHV�RI�D�PHPEHU�RQ�OHDYH�ZLWKRXW�SD\�
�FRQVLVWHQW�ZLWK�$UWLFOH�����6HFWLRQ����G�����

��� 8SRQ�UHFDOO��WKH�8QLYHUVLW\�ZLOO�UHWXUQ�WKH�HPSOR\HHV�WR�WKH�
FRQWUDFW�W\SH�DQG�UDQN��ZLWK�WKH�VDPH�FRQWUDFW�SURYLVLRQV��DV�LQ�
WKH�LQGLYLGXDO�FRQWUDFW�IURP�ZKLFK�WKH\�ZHUH�WHUPLQDWHG��

��� 8SRQ�UHWXUQ�WR�VHUYLFH��HPSOR\HHV�ZKR�KDG�FRPSOHWHG�WKH�VL[�
\HDU�SUREDWLRQDU\�SHULRG�ZLOO�QRW�EH�UHTXLUHG�WR�FRPSOHWH�D�
QHZ�VL[�\HDU�SUREDWLRQDU\�SHULRG���
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��� 8SRQ�UHWXUQ�WR�VHUYLFH��HPSOR\HHV�ZKR�ZHUH�LQ�WKH�VL[�\HDU�
SUREDWLRQDU\�SHULRG�ZLOO�UHWXUQ�WR�WKHLU�SUREDWLRQDU\�SHULRG�DW�
WKH�SRLQW�RI�H[LW�XSRQ�WHUPLQDWLRQ��

�
�
XII.� Article�18�Section�2Ǧ�eliminate�obsolete�Language��
�
�K�� 1RQ�WHQXUH�WUDFN�LQVWUXFWLRQDO�IDFXOW\�KLUHG�RQ�RU�EHIRUH�$SULO���������ZLOO�EH�FRQYHUWHG�
WR�FRQWLQXRXV�DSSRLQWPHQW�RU�EH�HOLJLEOH�IRU�FRQWLQXRXV�DSSRLQWPHQW��VKDOO�EH�HYDOXDWHG��DQG�DUH�
RWKHUZLVH�VXEMHFW�WR��WKH�SURYLVLRQV�RI�/HWWHU�RI�$JUHHPHQW�����ZKLFK�LV�LQFRUSRUDWHG�LQWR�WKLV�
$JUHHPHQW��
�
XIII.� Ensconce�2019�05May07�MOA�CA�and�Promotion�Review�Procedures�

Clarifications�EXECUTED�into�Article�18.�For�clarification�and�simplicity,�
we�propose�this�item�also�incorporate�2020�05May28�MOA�NTTF�post�
CA�3Ǧ5�EXECUTED�RAT,�which�was�executed�during�successor�bargaining�
which�moots�parts�of�the�first�MOA.��

6HFWLRQ����
��� 7LPLQJ�IRU�5HYLHZV�RI�177)�,�PHPEHUV�IROORZLQJ�WKH�DZDUG�RI�FRQWLQXRXV�DSSRLQWPHQW��

D�� 7KH�ILUVW�WKLUG�\HDU�UHYLHZ�VKDOO�RFFXU�LQ�WKH�IRXUWK�\HDU�DIWHU�WKH�FRPSOHWLRQ�RI�WKUHH�
\HDUV�LQ�D�FRQWLQXRXV�DSSRLQWPHQW��DFFRUGLQJ�WR�WKH�FDOHQGDU�SXEOLVKHG�E\�WKH�2$$��

E�� 7KH�VHFRQG�DQG�VXEVHTXHQW�WKLUG�\HDU�UHYLHZV�VKDOO�RFFXU�LQ�WKH�WKLUG�\HDU�RI�HYHU\�
VXEVHTXHQW�WKUHH�\HDU�SHULRG��DFFRUGLQJ�WR�WKH�FDOHQGDU�SXEOLVKHG�E\�WKH�2IILFH�RI�
$FDGHPLF�$IIDLUV��
�

�I�� (YDOXDWLRQ�)ROORZLQJ�&RQWLQXRXV�$SSRLQWPHQW��)DFXOW\�RQ�D�FRQWLQXRXV�DSSRLQWPHQW�DUH�
WR�EH�HYDOXDWHG�HYHU\�WKUHH�ILYH�����\HDUV�IROORZLQJ�FRQWLQXRXV�DSSRLQWPHQW�DQG�WKHQ�
HYHU\�ILYH�����\HDUV�IROORZLQJ�WKH�ODVW�HYDOXDWLRQ�RU�SURPRWLRQ��SXUVXDQW�WR�JXLGHOLQHV�DV�
SURYLGHG�LQ�6HFWLRQ���EHORZ��,Q�WKH�HYHQW�RI�DQ�XQVDWLVIDFWRU\�HYDOXDWLRQ��WKH�HYDOXDWLRQ�
VKDOO�LGHQWLI\�WKH�GHILFLHQFLHV�WKDW�UHTXLUH�UHPHGLDWLRQ�DQG�PD\�PDNH�UHFRPPHQGDWLRQV�
IRU�LPSURYHPHQW��)ROORZLQJ�DQ�XQVDWLVIDFWRU\�HYDOXDWLRQ��D�UHPHGLDWLRQ�SODQ�ZLOO�EH�
GHYHORSHG�DV�SURYLGHG�LQ�SDUDJUDSK��J��EHORZ��

�
�
6HFWLRQ����
�F��7LPLQJ�IRU�5HYLHZV�RI�1RQ�7HQXUH�7UDFN�5HVHDUFK�)DFXOW\�PHPEHUV��177)�5��

D�� 3URPRWLRQDO�UHYLHZV�RI�177)�5�PHPEHUV�PD\�RFFXU�WZLFH�GXULQJ�WKH�DFDGHPLF�RU�
FDOHQGDU�\HDU���

E�� 177)�5�PHPEHUV�KLUHG�RQ�D����PRQWK�DSSRLQWPHQW�ZLOO�IROORZ�WKH�UHYLHZ�VFKHGXOH�
HVWDEOLVKHG�E\�2IILFH�RI�$FDGHPLF�$IIDLUV��2$$��IRU�177)�KLUHG�RQ���PRQWK�
DSSRLQWPHQWV��)RU�H[DPSOH��D����PRQWK�177)�5�PHPEHU�ZKR�LV�KLUHG�$SULO����������
ZLOO�UHFHLYH�WKHLU�ILUVW�UHYLHZ�GXULQJ�WKH���������UHYLHZ�VFKHGXOH�EHJLQQLQJ�
6HSWHPEHU������������
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F�� &KDQJHV�LQ�UDQN�DQG�FRPSHQVDWLRQ�UHODWHG�WR�WKH�SURPRWLRQ�ZLOO�EH�HIIHFWLYH�DW�WKH�
EHJLQQLQJ�RI�WKH�177)�5�PHPEHU¶V�QH[W�DSSRLQWPHQW�SHULRG��W\SLFDOO\�-XO\���IRU����
PRQWK�DSSRLQWPHQWV�DQG�6HSWHPEHU����IRU���PRQWK�DSSRLQWPHQWV����

�G��3URPRWLRQDO�DQG�RU�&RQWLQXRXV�$SSRLQWPHQW�UHYLHZV�RI�177)�,�PHPEHUV�ZLWK�³PLG�\HDU´�
KLUH�GDWHV��

D�� ��PRQWK�177)�,�PHPEHUV�ZLWK�D�KLUH�GDWH�ODWHU�WKDQ�2FWREHU�ZLOO�EH�UHYLHZHG�
DFFRUGLQJ�WR�WKH�VFKHGXOH�HVWDEOLVKHG�E\�WKH�2IILFH�RI�$FDGHPLF�$IIDLUV��VWDUWLQJ�ZLWK�
WKH�IDOO�RI�WKHLU�VHFRQG�IXOO�DFDGHPLF�\HDU�IROORZLQJ�KLUH��)RU�H[DPSOH��D���PRQWK�
177)�,�PHPEHU�ZKR�LV�KLUHG�RQ�D�SUREDWLRQDU\�&RQWLQXRXV�$SSRLQWPHQW�RQ�-DQXDU\�
��������ZLOO�UHFHLYH�WKHLU�ILUVW�UHYLHZ�LQ�WKH�UHYLHZ�LQ�WKH�DFDGHPLF�\HDU���������
UHYLHZ�F\FOH�EHJLQQLQJ�6HSWHPEHU������������

E�� 177)�,�PHPEHUV�RQ����PRQWK�DSSRLQWPHQWV�ZLWK�D�KLUH�GDWH�ODWHU�WKDQ�2FWREHU���
ZLOO�EH�UHYLHZHG�DFFRUGLQJ�WR�WKH�VFKHGXOH�HVWDEOLVKHG�E\�2IILFH�RI�$FDGHPLF�
$IIDLUV��VWDUWLQJ�ZLWK�WKH�IDOO�RI�WKHLU�VHFRQG�IXOO�DFDGHPLF�\HDU�IROORZLQJ�KLUH��)RU�
H[DPSOH�����PRQWK�177)�,�PHPEHUV�ZKR�DUH�KLUHG�-DQXDU\����������ZLOO�UHFHLYH�
WKHLU�ILUVW�UHYLHZ�LQ�WKH�DFDGHPLF�\HDU�UHYLHZ�F\FOH�EHJLQQLQJ�6HSWHPEHU������������

�
�
�
XIV.� Ensconce�2017�02Feb24�MOU�re�IPDAs�in�CBA�(Article�19)�
�
$UWLFOH�����352)(66,21$/�'(9(/230(17�$1'�6833257�
�
6HFWLRQ����,QGLYLGXDO�3URIHVVLRQDO�'HYHORSPHQW�$FFRXQW��,3'$��3URJUDP�
�

�K��,3'$V�IRU�QHZO\�HPSOR\HG�PHPEHUV�
�
��� $Q�,3'$�ZLOO�EH�FUHDWHG�IRU�QHZO\�HPSOR\HG�PHPEHUV�XSRQ�KLUH��,I�FRQWLQXHG�

HPSOR\PHQW�LV�FRQGLWLRQHG�XSRQ�FRPSOHWLRQ�RI�D�WULDO�VHUYLFH�SHULRG�SURYLGHG�IRU�E\�
$UW������6HFWLRQ����WKH�DFDGHPLF�SURIHVVLRQDO�ZLOO�QRW�EH�DEOH�WR�DFFHVV�WKHLU�,3'$�
IXQGV�XQWLO�WKH\�KDYH�VXFFHVVIXOO\�FRPSOHWHG�WKHLU�WULDO�VHUYLFH��,I�HPSOR\PHQW�LV�QRW�
FRQGLWLRQHG�RQ�WKH�FRPSOHWLRQ�RI�D�WULDO�VHUYLFH�SHULRG��WKH�HPSOR\HH�ZLOO�KDYH�DFFHVV�
WR�WKHLU�,3'$�IXQGV�IURP�WKH�GDWH�RI�KLUH��

��� 7KH�DPRXQW�FUHGLWHG�WR�DQ�,3'$�IRU�D�QHZO\�HPSOR\HG�PHPEHU�ZLOO�EH�SURUDWHG�
DFFRUGLQJ�WR�WKH�QXPEHU�RI�IXOO�FDOHQGDU�PRQWKV�UHPDLQLQJ�LQ�WKH�ILVFDO�\HDU�IURP�
WKHLU�GDWH�RI�KLUH���1LQH�PRQWK�PHPEHUV�KLUHG�RQ�6HSWHPEHU����RI�WKH�DFDGHPLF�\HDU�
ZLOO�EH�FUHGLWHG�ZLWK�WKH�IXOO�\HDU¶V�,3'$��
�

�L�� ,3'$V�IRU�SDUW�WLPH�PHPEHUV�
�
7KH�DPRXQW�FUHGLWHG�WR�DQ�,3'$�IRU�D�PHPEHU�ZKR�LV�OHVV�WKDQ�����)7(�ZLOO�EH�SURUDWHG�
EDVHG�RQ�WKH�PHPEHU¶V�)7(���+RZHYHU��DQ�DSSURYHG�VDEEDWLFDO�OHDYH�ZLOO�QRW�UHVXOW�LQ�
SURUDWLRQ�RI�WKH�,3'$�FUHGLW��
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IX.� Ensconce�2017�06Jun01�MOU�Unspent�Faculty�Development�Funds�in�

CBA�(Article�19)�
�
$UWLFOH�����352)(66,21$/�'(9(/230(17�$1'�6833257�
�
6HFWLRQ����8QVSHQW�)DFXOW\�'HYHORSPHQW�)XQGV�
�

��� %\�6HSWHPEHU����RI�HDFK�\HDU�WKH�2IILFH�RI�$FDGHPLF�$IIDLUV��2$$��ZLOO�VKDUH�ZLWK�WKH�
)'&�DQG�WKH�$VVRFLDWLRQ�D�VSUHDGVKHHW�RI�WKH�SUHYLRXV�\HDU¶V�DOORFDWLRQ�DQG�H[SHQGLWXUH�
RI�IDFXOW\�GHYHORSPHQW�IXQGV�LQ�WKH�IRUPDW�SURYLGHG�LQ�WKH�8QLYHUVLW\¶V�0DUFK����������
UHVSRQVH�WR�WKH�$VVRFLDWLRQV�)HEUXDU\����������,QIRUPDWLRQ�5HTXHVW���

��� $W�WKH�HQG�RI�HDFK�ILVFDO�\HDU��2$$�ZLOO�SODFH�LQ�UHVHUYHV�D�EXIIHU��+ROG�%DFN��RI��������
IURP�IXQGV�WKDW�DUH�UHOHDVHG�IURP�H[SLUHG�SURMHFWV�WR�FRYHU�H[SHQGLWXUHV�WKDW�RFFXU�LQ�WKH�
\HDU�IROORZLQJ�WKH�UHOHDVH�RI�WKH�IXQGV�WKDW�WKH�IDFXOW\�PHPEHU¶V�GHSDUWPHQW�LV�XQDEOH�WR�
FRYHU���

��� $OO�UHPDLQLQJ�IXQGV�DIWHU�WKH�+ROG�%DFN�WKDW�DUH�XQVSHQW�ZLOO�EH�PDGH�DYDLODEOH�IRU�UH�
DOORFDWLRQ�E\�WKH�)DFXOW\�'HYHORSPHQW�&RPPLWWHH��)'&���

��� 7KH�VSUHDGVKHHW�ZLOO�LQFOXGH�WKH�DJJUHJDWH�DPRXQW�RI�IXQGV�WKDW�DUH�UHOHDVHG�DW�WKH�HQG�RI�
WKH�DFDGHPLF�\HDU��DIWHU�FDUU\�RYHU�DSSURYDOV�IURP�2$$�DQG�RU�WKH�)DFXOW\�'HYHORSPHQW�
&RPPLWWHH��)'&���WKH�IXQGV�WKDW�DUH�UROOHG�LQWR�WKH�)'&�IURP�XQXVHG�375�3'3�SODQV�
IURP�WKH�SUHYLRXV�\HDU��WKH�+ROG�%DFN�IURP�WKDW�DFDGHPLF�\HDU��DQG�WKH�IXQGV�WKDW�DUH�
UHOHDVHG�IURP�WKH�SUHYLRXV�DFDGHPLF�\HDU¶V�+ROG�%DFN�DV�IROORZV��WKLV�LV�DQ�H[DPSOH�
RQO\���
�

��������&RQWUDFWXDO�$OORFDWLRQ��� � � ����������
�����1R�/RQJHU�$OORFDWHG�DQG�5HOHDVHG�IXQGV�� �����������
�����8QVSHQW�DQG�5HOHDVHG�+ROG�%DFN�IURP������� ������������
�����8QVSHQW�375�3'3�IXQGV� � � ������������
����������8QVSHQW�DQG�5HOHDVHG����������RQO\�� �����������VHH���EHORZ��
7RWDO�DYDLODEOH�IRU�)'&�DOORFDWLRQ���������� � ����������
�����+ROG�%DFN����������

XV.� Ensconce�Per�Diem�Travel�Policy�(2016�11Nov14�MOU)�and�its�
modification�(2017�08Aug16�MOA)�in�CBA�(Article�24)�

�
$UWLFOH�����:25.,1*�&21',7,216�
�
6HFWLRQ�����3HU�'LHP�7UDYHO�3ROLF\��
�

��� 368�$$83�UHSUHVHQWHG�HPSOR\HHV�ZKR�DUH�WUDYHOLQJ�DV�SDUW�RI�D�)HGHUDO�JUDQW�RU�
FRQWUDFW�VKDOO�EH�UHLPEXUVHG�IRU�SHU�GLHP�EDVHG�RQ�WKH�DFWXDO�WLPH�WKH\�GHSDUWHG�DQG�WKH�
DFWXDO�WLPH�WKH\�DUULYHG�KRPH�RU�DV�VWLSXODWHG�E\�WKH�JUDQW�RU�FRQWUDFW��

�
��� 368�$$83�UHSUHVHQWHG�HPSOR\HHV�ZKR�WUDYHO�IRU�DQ\�RWKHU�ZRUN�SXUSRVH�VKDOO�FRQWLQXH�

WR�EH�UHLPEXUVHG�IRU�SDUWLDO�GD\�SHU�GLHP�DW�WKH�UDWH�RI�����SHU�WUDYHO�GD\��

�����������������������	��������
	����	���	�������������



0HPRUDQGXP�RI�$JUHHPHQW�
+RXVHNHHSLQJ�,WHPV�IRU�WKH�6XFFHVVRU�$JUHHPHQW�
$SULO����������
3DJH����RI����
�
�
�
XVI.� Ensconce�Online�Leave�Reporting�System�MOU�2019�12Dec16�in�CBA�

(Article�24)�
�
$UWLFOH�����:25.,1*�&21',7,216�
�
6HFWLRQ�����2QOLQH�/HDYH�5HSRUWLQJ�6\VWHP�
�
��� 0HPEHUV�PXVW�UHSRUW�OHDYH�XVHG��
��� 0HPEHUV�PXVW�XVH�WKH�2QOLQH�/HDYH�5HSRUWLQJ�6\VWHP�XQOHVV�WKHUH�DUH�H[WHQXDWLQJ�

FLUFXPVWDQFHV�WKDW�SUHYHQW�WKHP�IURP�GRLQJ�VR��,I�VXFK�FLUFXPVWDQFHV�H[LVW��WKH\�VKRXOG�
QRWLI\�WKHLU�VXSHUYLVRU�DV�VRRQ�DV�SRVVLEOH��

��� 2YHUWLPH�HOLJLEOH��)/6$�QRQ�H[HPSW��DQG�YDFDWLRQ�HOLJLEOH�PHPEHUV�����PRQWK�HPSOR\HHV��
ZLOO�UHFHLYH�QRWLILFDWLRQV�WR�LQSXW�OHDYH�XVHG�RQ�RU�DERXW�WKH��VW�RI�WKH�PRQWK��,I�OHDYH�LV�QRW�
LQSXW�E\�RU�DERXW�WKH���WK�RI�WKH�PRQWK��WKH\�ZLOO�UHFHLYH�QRWLILFDWLRQ�RQ�RU�DERXW�WKH���WK�RI�
WKH�PRQWK���

��� 7KH�2QOLQH�/HDYH�UHSRUWLQJ�SURFHVV�VKDOO�QRW�UHTXLUH�LQSXW�IURP�VLFN�WLPH�RQO\�HOLJLEOH�
PHPEHUV����PRQWK�HPSOR\HHV��LI�WKHUH�LV�QR�OHDYH�WR�UHSRUW�GXULQJ�WKH�UHSRUWLQJ�SHULRG���

��� 7KH�8QLYHUVLW\�ZLOO�VHQG�QR�PRUH�WKDQ�RQH�QRWLFH�RQ�RU�DERXW�WKH��VW�RI�WKH�PRQWK�IRU�WKH�
SUHYLRXV�PRQWK�WR�VLFN�WLPH�HOLJLEOH�PHPEHUV����PRQWK�HPSOR\HHV���7KH�QRWLILFDWLRQ�VKDOO�
VWDWH�WKDW�QR�OHDYH�LQSXW�LV�UHTXLUHG�LI�QR�OHDYH�QHHGV�WR�EH�UHSRUWHG�IRU�WKH�UHSRUWLQJ�SHULRG��

��� 2Q�RU�DERXW�WKH���WK�RI�WKH�PRQWK��PHPEHUV�ZLOO�UHFHLYH�QRWLILFDWLRQ�WKDW�WKHLU�OHDYH�UHSRUW�
ZDV�IRUZDUGHG�WR�WKHLU�VXSHUYLVRU�IRU�DSSURYDO��0HPEHUV�ZLOO�UHFHLYH�D�VXEVHTXHQW�QRWLFH�
ZKHQ�WKH�OHDYH�UHSRUW�LV�DSSURYHG���

�
XVII.� To�adopt�more�realistic�timelines�for�the�convening�of�the�ad�hoc�

committee�of�peers�in�the�disciplinary�process�(Article�27)�
�
$UWLFOH�����,0326,7,21�2)�352*5(66,9(�6$1&7,216�
�
6HFWLRQ�����3URFHGXUHV�IRU�WKH�,PSRVLWLRQ�RI�6DQFWLRQV��
�

�H��:LWKLQ�ILYH�����WHQ������ZRUNLQJ�GD\V�RI�WKH�UHFHLSW�RI�QRWLFH�WR�LPSRVH�VHYHUH�VDQFWLRQ��D�
EDUJDLQLQJ�XQLW�PHPEHU�PD\�UHTXHVW�D�UHYLHZ�DQG�D�KHDULQJ�E\�DQ�DG�KRF�FRPPLWWHH�RI�
SHHUV��7KH�FRPPLWWHH�VKDOO�EH�FRQVWLWXWHG�DV�IROORZV��ZLWKLQ�WZR�����WHQ������ZRUNLQJ�
GD\V�RI�WKH�UHFHLSW�RI�WKH�UHTXHVW�IRU�UHYLHZ��WKH�3UHVLGHQW�VKDOO�DSSRLQW�RQH�PHPEHU��DQG�
WKH�$VVRFLDWLRQ�VKDOO�DSSRLQW�D�VHFRQG�PHPEHU�WR�VHUYH��WKH�WZR�����PHPEHUV�WKXV�
VHOHFWHG�VKDOO��ZLWKLQ�WZR�����ILYH�����ZRUNLQJ�GD\V�RI�WKHLU�VHOHFWLRQ��FKRRVH�D�WKLUG�
PHPEHU�ZKR�VKDOO�VHUYH�DV�FKDLUSHUVRQ��7KH�DG�KRF�FRPPLWWHH�VKDOO�ZLWKLQ�WHQ������WKLUW\�
�����ZRUNLQJ�GD\V�RI�VHOHFWLRQ�UHYLHZ�WKH�PDWWHU�DQG�KROG�D�KHDULQJ��LI�UHTXHVWHG��DQG�
VKDOO�ZLWKLQ�ILIWHHQ������ZRUNLQJ�GD\V�RI�VHOHFWLRQ�LVVXH�D�UHSRUW�WR�WKH�3UHVLGHQW�VWDWLQJ�
ZKHWKHU�LQ�WKHLU�RSLQLRQ�WKHUH�LV�MXVW�FDXVH�WR�LPSRVH�WKH�VDQFWLRQ��
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XVIII.�Ensconce�2016�11Nov14�MOU�Procedures�for�Paid�Administrative�Leave�

during�an�Investigation�in�the�CBA�(Article�27)�
 

$UWLFOH�����,0326,7,21�2)�352*5(66,9(�6$1&7,216�
�

6HFWLRQ�����3URFHGXUHV�IRU�WKH�,PSRVLWLRQ�RI�6DQFWLRQV��
�
� �G��6XVSHQVLRQ�RI�WKH�IDFXOW\�PHPEHU�GXULQJ�WKH�SHQGHQF\�RI�SURFHHGLQJ�LV�MXVWLILHG�RQO\�LI�

LPPHGLDWH�KDUP�WR�WKH�PHPEHU�RU�RWKHUV�LV�WKUHDWHQHG�E\�WKH�PHPEHU
V�FRQWLQXDQFH��
�

��� 3URFHGXUHV�IRU�3DLG�$GPLQLVWUDWLYH�/HDYH�GXULQJ�DQ�,QYHVWLJDWLRQ�
�

L�� 'HILQLWLRQ�
�
³3DLG�DGPLQLVWUDWLYH�OHDYH�GXULQJ�DQ�LQYHVWLJDWLRQ´�PHDQV�WKH�SODFHPHQW�RI�DQ�
$$83�UHSUHVHQWHG�HPSOR\HH�RQ�SDLG�DGPLQLVWUDWLYH�OHDYH�ZKHQ�WKH\�DUH�WKH�
VXEMHFW�RI�RQH�RI�WKH�IROORZLQJ������DQ�DGPLQLVWUDWLYH�LQYHVWLJDWLRQ�E\�WKH�
8QLYHUVLW\��VXFK�DV�E\�2*',��+5��RU�,$2�������DQ�H[WHUQDO�LQYHVWLJDWLRQ�E\�
UHJXODWRU\�DXWKRULWLHV��OLFHQVXUH�ERDUGV��HWF���RU�����D�FULPLQDO�LQYHVWLJDWLRQ���
�

LL�� 3URFHGXUH�
�

D�� $Q�HPSOR\HH�ZKR�LV�WKH�VXEMHFW�RI�DQ�LQYHVWLJDWLRQ�VKRXOG�W\SLFDOO\�UHPDLQ�
LQ�UHJXODU�GXW\�VWDWXV�WKURXJKRXW�WKH�FRXUVH�RI�WKH�LQYHVWLJDWLRQ���,Q�UDUH�
FDVHV��LW�PD\�EH�DSSURSULDWH�WR�UHPRYH�WKH�HPSOR\HH�IURP�WKH�ZRUNSODFH�
GXULQJ�DQ�LQYHVWLJDWLRQ���6XFK�FDVHV�JHQHUDOO\�DULVH�ZKHQ��
�
��� 7KHUH�LV�D�VLJQLILFDQW�FRQFHUQ�WKDW�WKH�HPSOR\HH¶V�SUHVHQFH�RQ�FDPSXV�

PD\�SXW�DW�ULVN�WKH�KHDOWK�DQG�VDIHW\�RI�VWXGHQWV�RU�RWKHU�PHPEHUV�RI�WKH�
XQLYHUVLW\�FRPPXQLW\��

��� 7KH�HPSOR\HH¶V�SUHVHQFH�LQ�WKH�ZRUNSODFH�SRVHV�D�ULVN�WR�WKH�LQWHJULW\�RI�
WKH�LQYHVWLJDWLRQ��RU�

��� 7KHUH�LV�D�UHDVRQDEOH�EDVLV�WR�EHOLHYH�WKDW�FRQWLQXDWLRQ�RI�WKH�HPSOR\HH�
LQ�UHJXODU�GXW\�VWDWXV�GXULQJ�DQ�LQYHVWLJDWLRQ�SRVHV�DQ�XQDFFHSWDEOH�OHYHO�
RI�ULVN�WR�8QLYHUVLW\�UHVRXUFHV��H[SRVHV�WKH�8QLYHUVLW\�WR�OLDELOLW\��RU�
FDXVHV�VXEVWDQWLDO�GLVUXSWLRQ�LQ�WKH�ZRUNSODFH���
�

E�� ,Q�FDVHV�ZKHUH�WKH�8QLYHUVLW\�LV�FRQVLGHULQJ�SODFLQJ�DQ�$$83�UHSUHVHQWHG�
HPSOR\HH�RQ�SDLG�DGPLQLVWUDWLYH�OHDYH�GXULQJ�DQ�LQYHVWLJDWLRQ��WKH�
8QLYHUVLW\�ZLOO�PDNH�HYHU\�HIIRUW�WR�FRQVXOW�ZLWK�$$83�LQ�DFFRUGDQFH�ZLWK�
WKH�IROORZLQJ�JXLGHOLQHV��
�
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��� 7KH�8QLYHUVLW\�ZLOO�QRWLI\�$$83�DQG�UHTXHVW�D�PHHWLQJ�LQ�SHUVRQ��RU�
E\�SKRQH��WR�GLVFXVV�WKH�8QLYHUVLW\¶V�FRQFHUQV�DQG�SRVVLEOH�DOWHUQDWLYHV�
WR�SDLG�DGPLQLVWUDWLYH�OHDYH�GXULQJ�DQ�LQYHVWLJDWLRQ��

��� 7KH�PHHWLQJ�VKRXOG�RFFXU�ZLWKLQ�WZR�EXVLQHVV�GD\V�ZKHQHYHU�SRVVLEOH��
��� $W�WKH�PHHWLQJ��WKH�SDUWLHV�ZLOO�VKDUH�DV�PXFK�LQIRUPDWLRQ�DV�

UHDVRQDEO\�SRVVLEOH�LQ�RUGHU�WR�KDYH�D�IXOO�DQG�FRPSOHWH�GLVFXVVLRQ���
+RZHYHU��WKH�SDUWLHV�DFNQRZOHGJH�WKDW�LQ�VRPH�FDVHV�WKH�8QLYHUVLW\�
PD\�QRW�EH�DEOH�WR�GLVFORVH�FRQILGHQWLDO�LQIRUPDWLRQ�DERXW�DQ�RQJRLQJ�
LQYHVWLJDWLRQ����

��� 7KH�SDUWLHV�DJUHH�WKDW�WKH\�ZLOO�FRQVLGHU�WKH�UHSXWDWLRQDO�DQG�RWKHU�
GDPDJH�DVVRFLDWHG�ZLWK�WKH�PHDVXUHV�EHLQJ�FRQVLGHUHG�DQG�VKDOO�PDNH�
UHDVRQDEOH�DQG�KRQHVW�HIIRUWV�WR�PLQLPL]H�WKDW�GDPDJH��

��� 7KH�SDUWLHV�DJUHH�WKDW�WKH\�ZLOO�FRQVLGHU�WKH�ZRUNORDG�WR�FRYHU�LI�WKH�
HPSOR\HH�LV�SODFHG�RQ�DGPLQLVWUDWLYH�OHDYH�GXULQJ�DQ�LQYHVWLJDWLRQ��,I�
DGPLQLVWUDWLYH�OHDYH�LV�XVHG��WKH�SDUWLHV�ZLOO�GHWHUPLQH�KRZ��DQG�
ZKHWKHU��WKH�ZRUNORDG�ZLOO�EH�GLVWULEXWHG��

��� 7KH�SDUWLHV�DJUHH�WR�PDLQWDLQ�FRQILGHQWLDOLW\�ZLWK�UHJDUG�WR�WKH�PDWWHUV�
GLVFORVHG�DQG�GLVFXVVHG�GXULQJ�WKH�PHHWLQJ���1HLWKHU�SDUW\�ZLOO�GLVFORVH�
LQIRUPDWLRQ�REWDLQHG�LQ�WKH�PHHWLQJ�WR�DQ\�WKLUG�SDUW\�RU�XVH�VXFK�
LQIRUPDWLRQ�IRU�DQ\�SXUSRVH�RWKHU�WKDQ�WR�VHHN�D�PXWXDOO\�DFFHSWDEOH�
DJUHHPHQW�UHJDUGLQJ�SDLG�DGPLQLVWUDWLYH�OHDYH�GXULQJ�DQ�LQYHVWLJDWLRQ�
RU�DSSURSULDWH�DOWHUQDWLYHV��RU�DV�QHHGHG�WR�SURFHVV�JULHYDQFHV�WKDW�DULVH�
RXW�RI�WKH�XVH�RI�DGPLQLVWUDWLYH�OHDYH��XS�WR�DQG�LQFOXGLQJ�DUELWUDWLRQ��

��� 7KH�SDUWLHV�ZLOO�GLVFXVV�WKH�FRQFHUQV��DQG�FRQVLGHU�DOWHUQDWLYH�RSWLRQV�
WR�DGGUHVV�WKRVH�FRQFHUQV�ZLWK�WKH�JRDO�RI�DYRLGLQJ�SDLG�DGPLQLVWUDWLYH�
OHDYH�GXULQJ�DQ�LQYHVWLJDWLRQ�ZKHQHYHU�SRVVLEOH���6XFK�RSWLRQV�PD\�
LQFOXGH��
�
D�� 5HTXLULQJ�WKH�HPSOR\HH�WR�WHOHFRPPXWH�GXULQJ�WKH�FRXUVH�RI�WKH�

LQYHVWLJDWLRQ��
E�� 7HPSRUDU\�UHDVVLJQPHQW�WR�RWKHU�GXWLHV�RU�RWKHU�ZRUN�ORFDWLRQV��
F�� ,PSRVLQJ�WHPSRUDU\�OLPLWDWLRQV�RQ�WKH�HPSOR\HH¶V�GXWLHV�RU�

DXWKRULW\��DQG�
G�� 2WKHU�FUHDWLYH�VROXWLRQV�SURSRVHG�E\�WKH�SDUWLHV��

�
��� ,I�WKH�SDUWLHV�DJUHH�XSRQ�DQ�DOWHUQDWLYH�VROXWLRQ��LW�ZLOO�EH�FRQILUPHG�LQ�

ZULWLQJ����
��� ,I�WKH�SDUWLHV�DUH�QRW�DEOH�WR�DJUHH��RU�QR�RWKHU�VROXWLRQ�VXIILFLHQWO\�DGGUHVVHV�

WKH�FRQFHUQV�UDLVHG�E\�WKH�8QLYHUVLW\��WKH�8QLYHUVLW\�PD\�LPSRVH�
,QYHVWLJDWRU\�$GPLQLVWUDWLYH�/HDYH���,Q�VXFK�FDVHV��WKH�$$83�GRHV�QRW�
ZDLYH�LWV�ULJKW�WR�ILOH�D�JULHYDQFH�DV�SURYLGHG�LQ�WKH�&%$���

�
LLL��7HUPV�RI�$GPLQLVWUDWLYH�/HDYH�GXULQJ�DQ�LQYHVWLJDWLRQ�

�
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:KHQ�WKH�8QLYHUVLW\�SODFHV�DQ�$$83�UHSUHVHQWHG�HPSOR\HH�RQ�SDLG�DGPLQLVWUDWLYH�
OHDYH�GXULQJ�DQ�LQYHVWLJDWLRQ��LW�ZLOO�FRPSO\�ZLWK�WKH�IROORZLQJ�UHTXLUHPHQWV��
�
D�� 7KH�8QLYHUVLW\�ZLOO�QRWLI\�WKH�HPSOR\HH�LQ�ZULWLQJ�WKDW�WKH\�DUH�EHLQJ�SODFHG�RQ�

SDLG�DGPLQLVWUDWLYH�OHDYH�GXULQJ�DQ�LQYHVWLJDWLRQ��
E�� 7KH�QRWLFH�WR�WKH�HPSOR\HH�ZLOO�VWDWH�WKH�JHQHUDO�QDWXUH�RI�WKH�LQYHVWLJDWLRQ�DQG�

WKH�DQWLFLSDWHG�GXUDWLRQ�RI�WKH�OHDYH��
F�� 7KH�QRWLFH�ZLOO�LQIRUP�WKH�HPSOR\HH�WKDW�SDLG�DGPLQLVWUDWLYH�OHDYH�GXULQJ�DQ�

LQYHVWLJDWLRQ�LV�QRW�GLVFLSOLQDU\�DQG�WKH\�ZLOO�QRW�ORVH�SD\�RU�EHQHILWV�GXULQJ�WKH�
SHULRG�WKH\�DUH�RQ�OHDYH��

G�� 7KH�HPSOR\HH�ZLOO�EH�UHLQVWDWHG�WR�UHJXODU�GXW\�VWDWXV�DV�VRRQ�DV�UHDVRQDEO\�
SRVVLEOH����

H�� ,Q�FDVHV�ZKHUH�WKH�8QLYHUVLW\�EHJLQV�WKH�SURFHVV�RI�VHHNLQJ�D�GLVFLSOLQDU\�
VDQFWLRQ�DJDLQVW�WKH�HPSOR\HH�IROORZLQJ�DQ�LQYHVWLJDWLRQ��WKH�8QLYHUVLW\�ZLOO�
FRPSO\�ZLWK�$UWLFOH����RI�WKH�&%$�DQG�WKH�HPSOR\HH�ZLOO�EH�UHWXUQHG�WR�UHJXODU�
GXW\�VWDWXV�XQOHVV�LPPHGLDWH�KDUP�WR�WKH�HPSOR\HH�RU�RWKHU�LV�WKUHDWHQHG�E\�WKH�
HPSOR\HH¶V�FRQWLQXDQFH���

�
XIX.� To�adopt�best�and�most�common�practice�in�collective�bargaining�

agreements�around�the�selection�of�the�arbitrator�(Article�28)�
�
$UWLFOH�����5(62/87,21�2)�',6387(6�
�
'LYLVLRQ�&��$5%,75$7,21�
�
6HFWLRQ�����:LWKLQ�WHQ������ZRUNLQJ�GD\V�RI�UHFHLSW�RI�QRWLFH�RI�LQWHQW�WR�DUELWUDWH��WKH�SDUWLHV�
VKDOO�PHHW�WR�DWWHPSW�WR�DJUHH�XSRQ�DQ�DUELWUDWRU��,I�WKH�SDUWLHV�DUH�XQDEOH�WR�DJUHH�XSRQ�DQ�
DUELWUDWRU�ZLWKLQ�ILYH�����ZRUNLQJ�GD\V�RI�WKH�PHHWLQJ��WKH�SDUW\�LQLWLDWLQJ�DUELWUDWLRQ�VKDOO�
UHTXHVW�WKH�)HGHUDO�0HGLDWLRQ�DQG�&RQFLOLDWLRQ�6HUYLFH�WR�VXEPLW�D�OLVW�RI�VHYHQ�����DUELWUDWRUV��
QRQH�RI�ZKRP�VKDOO�EH�DQ�HPSOR\HH�RI�DQ�2UHJRQ�SXEOLF�XQLYHUVLW\�XQOHVV�ERWK�SDUWLHV�KDYH�
DJUHHG�WR�WKH�FRQWUDU\���
�
7KH�ILUVW�VWULNH�VKDOO�EH�GHWHUPLQHG�E\�FRLQ�WRVV��(DFK�SDUW\�VKDOO�DOWHUQDWHO\�VWULNH�RQH�����QDPH�
IURP�WKH�OLVW�RI�VHYHQ������WKH�UHPDLQLQJ�SHUVRQ�VKDOO�EH�WKH�DUELWUDWRU��7KH�SDUW\�LQLWLDWLQJ�WKH�
DUELWUDWLRQ�VKDOO�VWULNH�WKH�ILUVW�QDPH����
�
XX.� Ensconce�2015�10Oct15�MOU�Procedure�for�Transfer�of�Tenure�Home�in�

the�Contract�as�new�(Article�29)�
�
$UWLFOH�����352&('85(�)25�75$16)(5�2)�7(185(�+20(�
�
Before initiating this procedure to request the transfer of tenure home, the faculty member is 
encouraged to pursue a dialogue with the current and potential home department(s)/unit(s) to 
explore the feasibility and possible impacts of transferring their tenure line.  
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�
��� )DFXOW\�PHPEHUV�ZKR�ZLVK�WR�WUDQVIHU�WKHLU�WHQXUH�KRPH�WR�DQRWKHU�GHSDUWPHQW�VKRXOG�PDNH�

D�ZULWWHQ�UHTXHVW�WR�WKH�GHSDUWPHQW�WR�ZKLFK�WKH\�ZDQW�WR�WUDQVIHU��DQG�WR�WKHLU�KRPH�
GHSDUWPHQW��ZLWK�D�FRS\�RI�WKH�UHTXHVW�WR�WKH�'HDQ�V��RU�'HDQ�(TXLYDOHQW�V����,Q�WKDW�UHTXHVW�
WKH\�VKRXOG�VWDWH�WKH�FXUULFXODU�DQG�UHVHDUFK�UHDVRQV�WKH\�IHHO�ZDUUDQW�WKH�PRYH�DV�ZHOO�DV�
DQ\�RWKHU�LVVXHV�WKH\�ZLVK�WR�KDYH�FRQVLGHUHG��
�

��� $IWHU�GLVFXVVLRQ�ZLWK�WKH�UHVSHFWLYH�'HDQV��WKH�GHSDUWPHQW�FKDLU�RU�GHVLJQHH�DQG�RU�RWKHU�
GHSDUWPHQW�PHPEHUV�DUH�HQFRXUDJHG�WR�KDYH�D�FRQYHUVDWLRQ�ZLWK�WKH�GHDQ�UHVSRQVLEOH�IRU�WKH�
SURSRVHG�QHZ�DFDGHPLF�KRPH�SULRU�WR�GHSDUWPHQW�GHOLEHUDWLRQV�WR�XQGHUVWDQG�WKH�SRWHQWLDO�
UHVRXUFH�LPSOLFDWLRQV�RI�D�PRYH��
�

��� 7KH�FKDLU�DQG�IDFXOW\�RI�WKH�GHSDUWPHQW�WR�ZKLFK�WKH�IDFXOW\�PHPEHU�ZLVKHV�WR�WUDQVIHU�
VKRXOG�UHYLHZ�DQG�GLVFXVV�WKH�UHTXHVW�DW�D�GHSDUWPHQW�PHHWLQJ�DQG�WDNH�IRUPDO�DFWLRQ�RQ�
WKHLU�UHFRPPHQGDWLRQ���7KH\�PD\�DVN�WKH�IDFXOW\�PHPEHU�WR�PDNH�D�SUHVHQWDWLRQ�RU�UHVSRQG�
WR�TXHVWLRQV�GXULQJ�WKH�PHHWLQJ��KRZHYHU��WKH�IDFXOW\�PHPEHU�VKRXOG�QRW�EH�SUHVHQW�GXULQJ�
WKH�GHOLEHUDWLRQV�DQG�YRWH��,Q�PDNLQJ�WKHLU�UHFRPPHQGDWLRQ�WKH�GHSDUWPHQW�VKRXOG�FRQVLGHU�
WKHLU�SURJUDPPDWLF�QHHGV��LPSDFW�RQ�VWXGHQWV��UHVRXUFH�LPSOLFDWLRQV���RQH�RI�ZKLFK�LV�WKH�
SRVVLELOLW\�WKDW�WKH�GHSDUWPHQW�ZLOO�QHHG�WR�FUHDWH�D�QHZ�IDFXOW\�OLQH��DQG�RWKHU�IDFWRUV�
UHOHYDQW�WR�WKH�LVVXH�LQFOXGLQJ��EXW�QRW�OLPLWHG�WR�FOHDUO\�DUWLFXODWLQJ�WLPHOLQHV�UHODWHG�WR�
DSSOLFDWLRQ�IRU�SURPRWLRQ�DQG�WHQXUH���

�
��� 7KH�&KDLU�RI�WKH�GHSDUWPHQW�WKH�IDFXOW\�PHPEHU�ZLVKHV�WR�WUDQVIHU�VKRXOG�WUDQVPLW�WKH�

GHSDUWPHQW�UHFRPPHQGDWLRQ�LQ�ZULWLQJ�WR�WKH�'HDQ��
�
��� 7KH�FKDLU�DQG�IDFXOW\�RI�WKH�KRPH�GHSDUWPHQW�VKRXOG�UHYLHZ�DQG�GLVFXVV�WKH�UHTXHVW�DW�D�

GHSDUWPHQW�PHHWLQJ�DQG�WDNH�IRUPDO�DFWLRQ�RQ�WKHLU�UHFRPPHQGDWLRQ���7KH\�PD\�DVN�WKH�
IDFXOW\�PHPEHU�WR�PDNH�D�SUHVHQWDWLRQ�RU�UHVSRQG�WR�TXHVWLRQV�GXULQJ�WKH�PHHWLQJ��KRZHYHU��
WKH�IDFXOW\�PHPEHU�VKRXOG�QRW�EH�SUHVHQW�GXULQJ�WKH�GHOLEHUDWLRQV�DQG�YRWH��,Q�PDNLQJ�WKHLU�
UHFRPPHQGDWLRQ��WKH�GHSDUWPHQW�VKRXOG�FRQVLGHU�WKHLU�SURJUDPPDWLF�QHHGV��LPSDFW�RQ�
VWXGHQWV��UHVRXUFH�LPSOLFDWLRQV��DQG�RWKHU�IDFWRUV�UHOHYDQW�WR�WKH�LVVXH����

�
��� 7KH�&KDLU�RI�WKH�IDFXOW\�PHPEHU¶V�KRPH�GHSDUWPHQW�VKRXOG�WUDQVPLW�WKH�KRPH�GHSDUWPHQW�

UHFRPPHQGDWLRQ�LQ�ZULWLQJ�WR�WKH�'HDQ�V���
�

��� 7KH�'HDQ�V��VKDOO�FRQVLGHU�WKH�UHFRPPHQGDWLRQV�DQG�GLVFXVV�ZLWK�WKH�UHVSHFWLYH�
GHSDUWPHQWV���7KH�'HDQ�V��VKRXOG�WKHQ�IRUZDUG�WKHLU�UHVSHFWLYH�UHFRPPHQGDWLRQV�WR�WKH�
3URYRVW��7KH�'HDQ�V��GHFLVLRQ�LV�ILQDO�XQOHVV�WKH�'HDQV�DUH�QRW�LQ�DJUHHPHQW���,Q�WKH�FDVH�RI�D�
GHQLDO��WKH�'HDQ�V��VKDOO�VSHFLI\�WKH�UHDVRQ�IRU�KHU�KLV�UHFRPPHQGDWLRQ���,Q�WKH�HYHQW�WKH�
'HDQV�DUH�QRW�LQ�DJUHHPHQW�WKH�UHFRPPHQGDWLRQV�IURP�ERWK�'HDQV�ZLOO�EH�IRUZDUGHG�WR�WKH�
3URYRVW��

�
��� 7KH�3URYRVW�ZLOO�DFW�RQ�WKH�UHTXHVW�RQFH�UHFHLYLQJ�WKH�'HDQ�V��DQG�WKH�GHSDUWPHQWV¶�

UHFRPPHQGDWLRQV��DQG�VKDOO�DGYLVH�WKH�IDFXOW\�PHPEHU��WKH�'HDQV��DQG�WKH�GHSDUWPHQWV�RI�
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KLV�KHU�GHFLVLRQ�LQ�ZULWLQJ��,Q�WKH�FDVH�RI�D�GHQLDO��WKH�3URYRVW�VKDOO�VSHFLI\�WKH�UHDVRQ�IRU�
KHU�KLV�GHFLVLRQ��

�
��� 6KRXOG�WKH�UHTXHVW�IRU�WUDQVIHU�RI�WHQXUH�KRPH�EH�GHQLHG�E\�WKH�3URYRVW��WKH�IDFXOW\�PHPEHU�

PD\�UHTXHVW�UHFRQVLGHUDWLRQ�RI�WKH�GHFLVLRQ�E\�WKH�3URYRVW�ZLWKLQ����EXVLQHVV�GD\V�RI�UHFHLSW�
RI�WKH�GHQLDO��7KH�IDFXOW\�PHPEHU�PD\�VXEPLW�QHZ�PDWHULDOV�IRU�FRQVLGHUDWLRQ��,Q�DGGLWLRQ�WR�
WKH�VXEPLVVLRQ�RI�WKH�UHTXHVW�IRU�UHFRQVLGHUDWLRQ��WKH�IDFXOW\�PHPEHU�PD\�VHHN�D�PHHWLQJ�
ZLWK�WKH�3URYRVW��

�
����,I�WKH�IDFXOW\�PHPEHU�UHTXHVWV�UHFRQVLGHUDWLRQ��WKH�3URYRVW�VKDOO�UHFRQVLGHU�KHU�KLV�GHFLVLRQ�

DQG�DGYLVH�KHU�KLV�GHFLVLRQ�ZLWKLQ����GD\V�RI�WKH�VXEPLVVLRQ�RI�WKH�UHTXHVW�IRU�
UHFRQVLGHUDWLRQ��RU�WKH�UHFRQVLGHUDWLRQ�PHHWLQJ��ZKLFKHYHU�LV�ODWHU��

�
*HQHUDO�3URYLVLRQV�

��� 7KHUH�VKDOO�EH�QR�UHWDOLDWLRQ�DJDLQVW�D�IDFXOW\�PHPEHU�ZKR�VXEPLWV�D�UHTXHVW�IRU�WUDQVIHU�
RI�WHQXUH�KRPH��$Q\�UHWDOLDWLRQ�H[SHULHQFHG�E\�WKH�IDFXOW\�PHPEHU�VKRXOG�EH�UHSRUWHG�WR�
WKH�3URYRVW¶V�RIILFH�DV�VRRQ�DV�SRVVLEOH��7KH�3URYRVW¶V�RIILFH��LQ�FROODERUDWLRQ�ZLWK�
+XPDQ�5HVRXUFHV��VKDOO�LQYHVWLJDWH�DQ\�FODLPV�RI�UHWDOLDWLRQ�DV�D�UHVXOW�RI�UHTXHVWLQJ�D�
WUDQVIHU�RI�WHQXUH�KRPH�SURFHGXUH�DQG�UHDFW�DFFRUGLQJO\�LI�UHWDOLDWLRQ�LV�IRXQG��
A.� �

�
XXI.� Capture�Agreed�changes�to�Millar�and�Hoffman�Award�Programs�in�2017�

11Nov15�MOA�Hoffman�Millar�EXECUTED���
�
$UWLFOH�����6$/$5<�$1'�5(7,5(0(17�
�
6HFWLRQ�����0LOODU�DQG�+RIIPDQ�$ZDUG�3URJUDPV�
�
7KH�IROORZLQJ�FKDQJHV�DUH�PDGH�WR�WKH�0LOODU�DQG�+RIIPDQ�$ZDUG�3URJUDPV��
�

��� 7R�DGG�WKH�IROORZLQJ�VHQWHQFH�WR�WKH�ILUVW�SDUDJUDSK�RI�WKH�GHVFULSWLRQV�RI�ERWK�DZDUGV��
³$OWKRXJK�WHQXUH�LV�QRW�UHTXLUHG�IRU�QRPLQDWLRQ�QRU�VHOHFWLRQ��KLVWRULFDOO\�WKLV�DZDUG�KDV�
EHHQ�EHVWRZHG�XSRQ�WHQXUHG�IDFXOW\�ZLWK�PDQ\�\HDUV�RI�GHGLFDWLRQ�WR�WKH�8QLYHUVLW\�´�

��� 7R�OLPLW�QRPLQDWLRQ�SDFNHW�VL]H�WR�WZHQW\�ILYH������SDJHV�IRU�HDFK�DZDUG���
��� 7R�DGG�WKH�UHTXLUHPHQW�WKDW�RQO\�FRPSOHWH�DQG�FRPSOLDQW�DSSOLFDWLRQ�SDFNHWV�ZLOO�EH�

FRQVLGHUHG��
��� 7R�XSGDWH�WKH�QRPLQDWLRQ�SURFHGXUHV�DQG�WLPHOLQHV��
��� 7R�OLPLW�QRPLQDWLRQ�WR�RQH�SULPDU\�QRPLQDWRU�DQG�XS�WR�WKUHH�FR�QRPLQDWRUV���
��� 7R�HQFRXUDJH�all�QRPLQDWRUV�WR�ZULWH�OHWWHUV�WKDW�SURYLGH�VXEVWDQWLYH�GHWDLO�UHJDUGLQJ�D�

FDQGLGDWH¶V�H[FHOOHQFH�LQ�WKH�UHOHYDQW�DUHDV�RI�DZDUG�GLVWLQFWLRQ��
��� 7R�SURYLGH�IRU�DSSOLFDWLRQ�SDFNHWV�EH�SUHVHUYHG�IRU�RQH�\HDU�XSRQ�UHTXHVW�RI�WKH�SULPDU\�

QRPLQDWRU��
��� 7R�DOORZ�368�VWXGHQWV�WR�EH�DEOH�WR�QRPLQDWH�FDQGLGDWHV�IRU�WKH�+RIIPDQQ�$ZDUG�ZLWK�D�

IDFXOW\�FR�QRPLQDWRU��
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�
�
�
XXII.� Update�Article�30�Section�3�from�2018�12Dec17�MOA�CPIǦU�replacement�

�
$UWLFOH������6$/$5<�$1'�5(7,5(0(17��
�
6HFWLRQ����&RVW�RI�/LYLQJ�$GMXVWPHQWV��<HDUV�;;;��
�
)RU�SXUSRVHV�RI�WKLV�$UWLFOH��³&3,´�PHDQV�WKH�3RUWODQG�6DOHP�&RQVXPHU�3ULFH�,QGH[�WKH�
&RQVXPHU�3ULFH�,QGH[��:HVW�5HJLRQ�IRU�DOO�FRQVXPHUV�IRU�$OO�8UEDQ�&RQVXPHUV��&3,�8���&3,�8�
:HVW�5HJLRQ�IRU�WKH�SUHYLRXV����PRQWK�SHULRG�DV�SXEOLVKHG�LQ�RU�QHDU�$XJXVW�RI�WKH�SUHFHGLQJ�
\HDU�E\�WKH�8�6��'HSDUWPHQW�RI�/DERU¶V�%XUHDX�RI�/DERU�6WDWLVWLFV�
 
�
XXIII.�To�remove�obsolete�language�and�include�important�reference�language�

from�University�Standards�577Ǧ040Ǧ0020�in�CBA�(Article�35)�
�
9�� $UWLFOH������3(56211(/�),/(6��
�
6HFWLRQ�����$�IDFXOW\�PHPEHU�KDV�WKH�ULJKW�WR�NQRZ�RI�WKH�H[LVWHQFH�DQG�ORFDWLRQ�RI�HDFK�RI�W7KH�
8QLYHUVLW\�VKDOO�PDLQWDLQ�QR�PRUH�WKDQ�WKUHH�OHJDOO\�SHUPLVVLEOH�SHUVRQQHO�ILOHV�PDLQWDLQHG�RQ�
KLP�RU�KHU�IDFXOW\�PHPEHUV�WKDW�PLJKW�EH�XVHG�UHODWLYH�WR�WKH�HPSOR\HH
V�TXDOLILFDWLRQV�IRU�
HPSOR\PHQW�RU�UH�HPSOR\PHQW��SHUIRUPDQFH�HYDOXDWLRQ��DQG�RU�GLVFLSOLQDU\�DFWLRQ��7KH�
SHUVRQQHO�ILOHV�VKDOO�EH�NHSW�LQ�ORFDWLRQV�FHQWUDO�WR�WKH�8QLYHUVLW\��VFKRRO�RU�FROOHJH��DQG�
GHSDUWPHQW�ZKHUH�WKH�IDFXOW\�UHVLGHV�LQ�GHVLJQDWHG��DYDLODEOH�ORFDWLRQV���E\�WKH�8QLYHUVLW\��(DFK�
ILOH�VKDOO�UHIHU�WR�WKH�H[LVWHQFH�DQG�ORFDWLRQ�RI�RWKHU�ILOHV��$OO�UHFRUGV�FRQWDLQLQJ�SHUVRQDO�
LQIRUPDWLRQ�DERXW�IDFXOW\�PHPEHUV�VKDOO�EH�NHSW�LQ�VHFXUHG�ILOHV��7KH�8QLYHUVLW\�LV�UHVSRQVLEOH�
IRU�LQIRUPLQJ�WKH�IDFXOW\�PHPEHU�RI�WKH�H[LVWHQFH�DQG�ORFDWLRQ�RI�VXFK�ILOHV��KHUHLQ�UHIHUUHG�WR�DV�
SHUVRQQHO�ILOHV��
�
7KH�8QLYHUVLW\�PD\�GLVFKDUJH�WKH�UHVSRQVLELOLW\�RI�IDFXOW\�QRWLILFDWLRQ�WKURXJK�D�GHVFULSWLRQ�RI�
WKH�ORFDWLRQ�DQG�SROLFLHV�ZLWK�UHVSHFW�WR�WKH�PDLQWHQDQFH�RI�SHUVRQQHO�ILOHV�LQ�WKH�8QLYHUVLW\�
)DFXOW\�+DQGERRN���
�
6HFWLRQ�����7KH�LQGLYLGXDO�VKDOO�KDYH�DFFHVV�WR�H[DPLQH�WKH�HQWLUH�FRQWHQWV�KLV�RU�KHU�RI�WKHLU�ILOH�
GXULQJ�QRUPDO�EXVLQHVV�KRXUV�XQGHU�FRQGLWLRQV�ZKLFK�SURWHFW�WKH�LQWHJULW\�RI�WKH�ILOHV��H[FHSW�IRU�
H[FLVHG�SRUWLRQV�DV�SHU�8QLYHUVLW\�6WDQGDUG�����������������DQG������7KH�IDFXOW\�PHPEHU�VKDOO�
KDYH�WKH�ULJKW�WR�FRSLHV�RI�KLV�RU�KHU�WKHLU�ILOH��7KH�IDFXOW\�PHPEHU�PD\�EH�DFFRPSDQLHG�E\�D�
UHSUHVHQWDWLYH�RI�KLV�RU�KHU�RZQ�FKRLFH�DW�WKH�WLPH�WKH�ILOH�LV�H[DPLQHG��
�
6HFWLRQ�����7KH�VRXUFH�RI�DOO�PDWHULDOV�LQ�WKH�SHUVRQQHO�ILOH�VKDOO�EH�LGHQWLILHG��1R�XQDXWKRUL]HG�
RU�DQRQ\PRXV�PDWHULDOV�VKDOO�EH�FRQWDLQHG�LQ�WKH�SHUVRQQHO�ILOH��8QLYHUVLW\�6WDQGDUG���������
�������6XUYH\�HYDOXDWLRQV�E\�VWXGHQWV�RI�D�IDFXOW\�PHPEHU
V�FODVVURRP�RU�ODERUDWRU\�
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�
SHUIRUPDQFH�VKDOO�EH�DQRQ\PRXV��7KH�UHFRUG�RI�WDEXODWHG�UHSRUWV�RI�HYDOXDWLRQV�VKDOO�EH�SODFHG�
LQ�DW�OHDVW�RQH�RI�WKH�ILOHV�GHVLJQDWHG�LQ�VHFWLRQ������������������>����������������@�
�
�
6HFWLRQ�����$�IDFXOW\�PHPEHU�PD\�DW�DQ\�WLPH�HQWHU�LQWR�WKH�PHPEHU
V�SHUVRQDO�UHFRUGV�ILOHV�
VXFK�FRPPHQWV��H[SODQDWLRQV��RU�UHEXWWDOV�DV�WKH�PHPEHU�PD\�ZLVK�>�����������������D�@��$�
IDFXOW\�PHPEHU�VKDOO�KDYH�WKH�ULJKW�WR�VXEPLW�DGGLWLRQDO�LQIRUPDWLRQ�WR�EH�SODFHG�LQ�KLV�RU�KHU�
SHUVRQQHO�ILOH�WR�LQFOXGH��EXW�QRW�OLPLWHG�WR��WUDQVFULSWV�VXSSRUWLQJ�FODLP�WR�DFDGHPLF�ZRUN��
GRFXPHQWV�VXSSRUWLQJ�FODLP�WR�SURIHVVLRQDO�WUDLQLQJ��OHWWHUV�DQG�UHFRUGV�GHVFULELQJ�ZRUN�
H[SHULHQFH��FRSLHV�RI�DOO�VWDWHPHQWV�RI�HPSOR\PHQW��DOO�GRFXPHQWV�UHODWLQJ�WR�SURIHVVLRQDO�
JURZWK�RU�SHUIRUPDQFH��GRFXPHQWV�LQGLFDWLQJ�VSHFLDO�FRPSHWHQFLHV��DFKLHYHPHQWV��VFKRODUO\�
UHVHDUFK��DFDGHPLF��SURIHVVLRQDO��RU�RWKHU�FRQWULEXWLRQV��DQ\�VWDWHPHQW�WKDW�WKH�IDFXOW\�PHPEHU�
ZLVKHV�WR�KDYH�HQWHUHG�LQ�UHVSRQVH�WR��RU�LQ�HODERUDWLRQ�RI�DQ\�RWKHU�LWHP�LQ�KLV�RU�KHU�WKHLU�ILOH��
�
$�FRS\�RI�DOO�HYDOXDWLRQV�VLJQHG��E\�WKH�PHPEHU�VLJQLI\LQJ�UHFHLSW��VKDOO�EH�SODFHG�LQ�WKH�
PHPEHU
V�HYDOXDWLRQ�ILOH��7KH�IDFXOW\�PHPEHU�PD\�HQWHU�LQWR�WKH�HYDOXDWLRQ�ILOH�VXFK�FRPPHQWV��
H[SODQDWLRQV��RU�UHEXWWDOV�DV�GHVLUHG��7KHUH�VKDOO�EH�DWWDFKHG�WR�HDFK�FRS\�RI�WKH�HYDOXDWLRQ�
UHWDLQHG�E\�WKH�8QLYHUVLW\��VFKRRO��FROOHJH��RU�GHSDUWPHQW�D�FRS\�RI�VXFK�FRPPHQWV��
H[SODQDWLRQV��RU�UHEXWWDOV��>�����������������E�@�
�
6HFWLRQ�����,I�D�GHSDUWPHQW�KHDG�RU�RWKHU�DGPLQLVWUDWLYH�RIILFHU�UHFHLYHV�D�ZULWWHQ�VWDWHPHQW�
FRQFHUQLQJ�D�IDFXOW\�PHPEHU��DQG�LW�LV�GHWHUPLQHG�WKDW�WKH�VWDWHPHQW�LV�VLJQLILFDQW��WKHUH�PXVW�EH�
DQ�LPPHGLDWH�QRWLILFDWLRQ�WR�WKH�IDFXOW\�PHPEHU�WKDW�VXFK�VWDWHPHQW�KDV�EHHQ�UHFHLYHG��DQG�LI�LW�
LV�GHFLGHG�WKDW�VXFK�PDWHULDO�VKRXOG�EH�UHWDLQHG��LW�PXVW�EH�UHWDLQHG�RQO\�LQ�WKH�IDFXOW\�PHPEHU
V�
SHUVRQDO�UHFRUGV�ILOHV��>�����������������H�@�
�
6HFWLRQ�����)DFXOW\�PHPEHUV�DW�WKH�8QLYHUVLW\�ZKR�IHHO�DGYHUVHO\�DIIHFWHG�E\�WKH�8QLYHUVLW\��
VFKRRO��FROOHJH��RU�GHSDUWPHQWDO�SHUVRQQHO�DFWLRQ�RU�ODFN�WKHUHRI�PD\�UHTXHVW�IURP�WKH�3UHVLGHQW�
RI�WKH�8QLYHUVLW\�RU�KLV�GHOHJDWH�REMHFWLYH�RU�TXDQWLWDWLYH�LQIRUPDWLRQ�FRQWDLQHG�LQ�ILOHV��ZKLFK�
DUH�OLPLWHG�DV�WR�DFFHVV��FRQFHUQLQJ�WKH�SHUVRQQHO�DFWLRQV�DIIHFWLQJ�FDWHJRULHV�RI�IDFXOW\�
PHPEHUV��ZKHUH�VXFK�DFWLRQV�DSSHDU�WR�KDYH�UHOHYDQFH�WR�WKH�FDVH�RI�WKH�IDFXOW\�PHPEHU�PDNLQJ�
WKH�UHTXHVW�IRU�LQIRUPDWLRQ��7KH�3UHVLGHQW�RU�KLV�GHOHJDWH�ZLOO�PDNH�VXFK�LQIRUPDWLRQ�DYDLODEOH��
6XFK�LQIRUPDWLRQ�PD\�LQFOXGH��DVVLJQPHQW��ORDG��OLVW�RI�SXEOLFDWLRQV��DQG�VXFK�RWKHU�LQIRUPDWLRQ�
DV�GHWHUPLQHG�E\�WKH�3UHVLGHQW�RU�KLV�GHOHJDWH�WR�EH�UHOHYDQW��EXW�ZLOO��LQ�QR�HYHQW��LQFOXGH�DQ\�
HYDOXDWLYH�VWDWHPHQWV�FRQFHUQLQJ�IDFXOW\�PHPEHUV��6XFK�LQIRUPDWLRQ�VKDOO�DOVR�EH�DYDLODEOH�WR�
DQ\�RWKHU�IDFXOW\�PHPEHU�DW�WKH�8QLYHUVLW\�XSRQ�UHTXHVW��>>����������������@�
�
�
XXIV.�Ensconce�2018�Sep21�MOA�PostǦDoctoral�Scholar�EXECUTED�&�RAT�as�

New�Article�39�(all�article�#s�advance)�
�
��� 5HVHDUFK�DQG�*UDGXDWH�6WXGLHV��5*6��ZLOO�GHYHORS�DQG�LPSOHPHQW�D�3RVWGRFWRUDO�6FKRODU�

0HQWRUVKLS�3URJUDP�DQG�ZLOO�FOHDUO\�FRPPXQLFDWH�WKH�H[SHFWDWLRQV�IRU�DOO�SDUWLFLSDQWV�RQ�D�
UHJXODU�EDVLV��
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�
��� ,PSDFWV�RI�3RVWGRF�&ODVVLILFDWLRQ�,PSOHPHQWDWLRQ�RQ�1RQ�7HQXUH�7UDFN�5HVHDUFK�)DFXOW\�

0HPEHUV��
D�� 368�ZLOO�FUHDWH�DQG�LPSOHPHQW�WKH�SRVWGRFWRUDO�VFKRODU�FODVVLILFDWLRQ��

�
E�� :KHQ�LW�LV�LPSOHPHQWHG��$$83�DQG�368�DJUHH�QR�HPSOR\HH�LQ�WKH�5HVHDUFK�

$VVLVWDQW�RU�5HVHDUFK�$VVRFLDWH�FODVVLILFDWLRQ�DQG�UDQN�ZKR�LV�HPSOR\HG�RQ�WKH�GDWH�
WKLV�$JUHHPHQW�LV�VLJQHG�ZLOO�EH�UHTXLUHG�WR�FKDQJH�WKHLU�FODVVLILFDWLRQ�DQG�UDQN�DV�D�
UHVXOW�RI�WKH�LPSOHPHQWDWLRQ�RI�368¶V�3RVWGRFWRUDO�6FKRODU�0HQWRUVKLS�3URJUDP��

�
F�� $$83�DQG�368�DJUHH�ZKHQ�D�FXUUHQW�HPSOR\HH�LQ�WKH�5HVHDUFK�$VVLVWDQW�RU�

5HVHDUFK�$VVRFLDWH�FODVVLILFDWLRQ�DQG�UDQN�DSSOLHV�IRU�DQG�DFFHSWV�D�QHZ�GLIIHUHQW�
SRVLWLRQ�DW�368�WKDW�LV�FODVVLILHG�DQG�WLWOHG�DV�D�SRVWGRFWRUDO�VFKRODU�SRVLWLRQ��WKH\�
PD\�RQO\�DSSO\�IRU�DQG�DFFHSW�WKH�QHZ�SRVLWLRQ�DV�D�SRVWGRFWRUDO�VFKRODU��$�³QHZ�
SRVLWLRQ´�LV�RQH�WKDW�LV�VXSSRUWHG�E\�D�GLIIHUHQW�VRXUFH�RI�IXQGLQJ��QHZ�RU�GLIIHUHQW�
JUDQW�IXQGLQJ�VRXUFH��RU�D�GLIIHUHQW�3ULQFLSOH�,QYHVWLJDWRU��3,��IDFXOW\�PHPEHU���DQG�
WKH�SRVLWLRQ�ZDV�DGYHUWLVHG�DV�D�SRVWGRFWRUDO�VFKRODU�SRVLWLRQ��
�

��� ,PSDFWV�RI�3RVWGRF�&ODVVLILFDWLRQ�,PSOHPHQWDWLRQ�RQ�7HQXUH�7UDFN�)DFXOW\�0HPEHUV��
D�� 368�DQG�$$83�DJUHH�WKDW�WKH�GXWLHV�DQG�H[SHFWDWLRQV�RXWOLQHG�EHORZ�DUH�SDUW�RI�

WHQXUH�WUDFN�IDFXOW\�PHPEHUV¶�FXUUHQW�GXWLHV�DQG�UHVSRQVLELOLWLHV�DV�RXWOLQHG�LQ�$UWLFOH�
��5HVSRQVLELOLWLHV�RI�WKH�0HPEHUV�DQG�HDFK�IDFXOW\�PHPEHU¶V�1RWLFH�RI�$SSRLQWPHQW�
DQG�6XSSOHPHQWDO�/HWWHU���
�

E�� 5*6��LQ�FRRSHUDWLRQ�ZLWK�RWKHU�XQLWV�DFURVV�FDPSXV�DQG�ZLWK�RXU�SDUWQHU�LQVWLWXWLRQ�
2+68��ZLOO�FUHDWH�DQG�LPSOHPHQW�SRVWGRFWRUDO�VFKRODU�WUDLQLQJ�DQG�HGXFDWLRQ�
DFWLYLWLHV�WKDW�ZLOO�DXJPHQW�WKH�GLVFLSOLQH�VSHFLILF�WUDLQLQJ�SURYLGHG�E\�WKHLU�IDFXOW\�
PHQWRUV��

�
F�� 5HVSRQVLELOLWLHV�RI�)DFXOW\�0HPEHUV�ZKR�6XSHUYLVH�3RVWGRFWRUDO�6FKRODUV�

L�� )DFXOW\�PHPEHUV�ZKR�KLUH�SRVWGRFWRUDO�VFKRODUV�DJUHH�WR�SDUWLFLSDWH�LQ�WKH�
3RVWGRFWRUDO�6FKRODU�0HQWRUVKLS�SURJUDP���
�

LL�� )DFXOW\�PHPEHUV�DUH�H[SHFWHG�WR�REWDLQ�DQG�SURYLGH�WKH�IXQGLQJ�IRU�HDFK�
SRVWGRFWRUDO�VFKRODU�SRVLWLRQ�DQG�SDUWLFLSDWH�LQ�JRRG�IDLWK�LQ�DQG�FRPSO\�ZLWK�
WKH�UHTXLUHPHQWV�RI�WKH�3RVW�'RFWRUDO�6FKRODU�0HQWRULQJ�3URJUDP��

�
LLL�� )DFXOW\�PHPEHUV�DUH�H[SHFWHG�WR�HQJDJH�LQ�KLULQJ��WUDLQLQJ��DQG�PHQWRULQJ�

DFWLYLWLHV�ZLWK�HDFK�SRVWGRFWRUDO�VFKRODU�WKH\�KLUH��6XFK�DFWLYLWLHV�LQFOXGH��EXW�
DUH�QRW�OLPLWHG�WR��

�
��� )DFXOW\�PHPEHUV��LQ�FROODERUDWLRQ�ZLWK�HDFK�SRVWGRFWRUDO�VFKRODU��

PXVW�FRPSOHWH�DQ�DQQXDO�,QGLYLGXDO�'HYHORSPHQW�3ODQ��,'3��IRU�WKH�
SRVWGRFWRUDO�VFKRODU��DQG�VXEPLW�D�\HDU�HQG�UHSRUW�RQ�WKH�SURJUHVV�RI�
WKH�,'3�WR�5*6���
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�

��� )DFXOW\�PHPEHUV�PXVW�PDNH�D�JRRG�IDLWK�HIIRUW�WR�VXSSRUW�DQG�
LPSOHPHQW�HDFK�SRVWGRFWRUDO�VFKRODU¶V�,'3���

�
��� )DFXOW\�PHPEHUV�PXVW�SDUWLFLSDWH�LQ�DQ�LQLWLDO�PHQWRU�WUDLQLQJ�IRU�3,V��

DQG�WKHQ�RQ�D�UHFXUUHQW�EDVLV�DV�UHTXHVWHG�E\�5*6��
�
XXV.� Replace�Article�39�(?)�with�new�agreement�2018�Sep21�MOA�Notice�to�

PSUǦAAUP�EXECUTED�&�RAT�(Renumber)�
�

9,�� $UWLFOH�;;���127,&(6�$1'�&20081,&$7,216�
�
7KH�8QLYHUVLW\�VKDOO�SURYLGH�ZULWWHQ�QRWLFH�WR�WKH�$VVRFLDWLRQ�RI�DQ\�GHFLVLRQ�RU�HIIHFWV�RI�D�
GHFLVLRQ�WKDW�FKDQJHV�³HPSOR\PHQW�UHODWLRQV´�DV�GHILQHG�E\�256������������D��DQG�WKDW�LPSDFWV�
D�PDQGDWRU\�VXEMHFW�IRU�QHJRWLDWLRQV��³(PSOR\PHQW�UHODWLRQV´�LQFOXGHV��EXW�LV�QRW�OLPLWHG�WR��
PDWWHUV�FRQFHUQLQJ�GLUHFW�RU�LQGLUHFW�PRQHWDU\�EHQHILWV��KRXUV��YDFDWLRQV��VLFN�OHDYH��JULHYDQFH�
SURFHGXUHV�DQG�RWKHU�FRQGLWLRQV�RI�HPSOR\PHQW���7KH�8QLYHUVLW\�ZLOO�SURYLGH�ZULWWHQ�QRWLFH�WR�
WKH�$VVRFLDWLRQ�SULRU�WR�WKH�LPSOHPHQWDWLRQ�RI�WKH�GHFLVLRQ�DQG�LQ�DGYDQFH�RI�WKH�DQWLFLSDWHG�
FKDQJH�WR�DOORZ�WKH�UHTXLUHG�SHULRG�RI�H[SHGLWHG�QHJRWLDWLRQV�DV�SHU�256�����������
�
&XVWRPDU\�RU�UHTXLUHG�QRWLFHV�RU�FRPPXQLFDWLRQV��XQOHVV�RWKHUZLVH�SURYLGHG�KHUHLQ��VKDOO�EH�
VHQW�DV�IROORZV��
�
)RU�WKH�$VVRFLDWLRQ��
�

*HQHUDO ([HFXWLYH�'LUHFWRU�
3UHVLGHQW��3RUWODQG�6WDWH�
8QLYHUVLW\�&KDSWHU�$PHULFDQ�
$VVRFLDWLRQ�RI�8QLYHUVLW\�
3URIHVVRUV�
F�R�3RUWODQG�6WDWH�8QLYHUVLW\�
3RVW�2IILFH�%R[�����
3RUWODQG��2UHJRQ�������
�
DDXS#SVXDDXS�QHW

([HFXWLYH�'LUHFWRU�
368�$$83�
32�%R[�����
3RUWODQG��25�������
SKLO#SVXDDXS�QHW�
DDXS#SVXDDXS�QHW��

�
)RU�WKH�8QLYHUVLW\��
�

3UHVLGHQW��
3RUWODQG�6WDWH�8QLYHUVLW\��
3RVW�2IILFH�%R[�����
3RUWODQG��2UHJRQ�������
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��
XXVI.�Update�Negotiations�for�a�successor�agreement�and�Term�for�the�new�

contract�(new�article�#s)�(New�Article�#s�for�Indemnification,�
Separability,�Totality�of�Agreement,�Negotiation�of�Successor�
Agreement,�Term�of�Agreement)�

�
VII.� Article 43 (renumbered as needed).  NEGOTIATION OF SUCCESSOR 
AGREEMENT  
�
7KH�SDUWLHV�ZLOO�FRQIHU�SULRU�WR�)HEUXDU\���������������UHJDUGLQJ�WKH�IRUPDW�IRU�VXFFHVVRU�
EDUJDLQLQJ��L�H���ZKHWKHU�WR�XVH�DQ�LQWHUHVW�EDVHG��WUDGLWLRQDO��RU�RWKHU�EDUJDLQLQJ�DSSURDFK����7KH�
SDUWLHV�ZLOO�DOVR�FRQIHU�UHJDUGLQJ�WKH�WLPLQJ�DQG�VFKHGXOLQJ�RI�VXFFHVVRU�EDUJDLQLQJ��
�
8QOHVV�WKH�SDUWLHV�DJUHH�RWKHUZLVH��IRU�WKH�SXUSRVH�RI�QHJRWLDWLQJ�D�VXFFHVVRU�$JUHHPHQW��WKH�
$VVRFLDWLRQ�ZLOO�VHQG�ZULWWHQ�QRWLFH�WR�WKH�8QLYHUVLW\�QR�ODWHU�WKDQ�0D\��������������VSHFLI\LQJ�
WKRVH�QHZ�VXEMHFWV�RU�VHFWLRQV�RI�WKLV�$JUHHPHQW�LW�SURSRVHV�WR�QHJRWLDWH��7KH�8QLYHUVLW\�VKDOO�
VHQG�ZULWWHQ�QRWLFH�WR�WKH�$VVRFLDWLRQ�QR�ODWHU�WKDQ�0D\���������������VSHFLI\LQJ�WKRVH�QHZ�
VXEMHFWV�RU�VHFWLRQV�RI�WKLV�$JUHHPHQW�LW�SURSRVHV�WR�QHJRWLDWH��7KRVH�VHFWLRQV�RI�WKLV�$JUHHPHQW�
QRW�RSHQHG�E\�VDLG�QRWLFHV�RU�E\�VXEVHTXHQW�PXWXDO�DJUHHPHQW�VKDOO�DXWRPDWLFDOO\�EHFRPH�D�SDUW�
RI�DQ\�VXFFHVVRU�$JUHHPHQW��1HJRWLDWLRQ�RI�WKH�VXFFHVVRU�$JUHHPHQW�VKDOO�EHJLQ�QR�ODWHU�WKDQ�
0D\���������������RU�VXFK�GDWH�WKHUHDIWHU�DV�PD\�EH�PXWXDOO\�DJUHHG�XSRQ�E\�WKH�SDUWLHV��
�
VIII.� Article 44 (renumbered as needed).  TERM OF AGREEMENT  
�
7KLV�$JUHHPHQW�VKDOO�EH�LQ�HIIHFW�IURP�WKH�GDWH�RI�UDWLILFDWLRQ�E\�ERWK�SDUWLHV��RU�DV�H[SUHVVO\�
SURYLGHG�LQ�WKLV�$JUHHPHQW��WKURXJK�1RYHPEHU����������������7KH�SDUWLHV�DJUHH�WR�UHRSHQHU�LQ�
)<������RQ�DOO�HFRQRPLFV�WRSLFV�H[FHSW�WKH�$FDGHPLF�3URIHVVLRQDO�,Q�5DQJH�6DODU\�
$GYDQFHPHQW�3RRO��$UWLFOH����6HFWLRQ�����3RVW�7HQXUH�5HYLHZ�6DODU\�,QFUHDVHV��$UWLFOH����
6HFWLRQ��%���DQG�3RVW�&RQWLQXRXV�$SSRLQWPHQW�$GYDQFHPHQW��$UWLFOH�����6HFWLRQ��&���
�
7KH�SDUWLHV�DJUHH�WKDW�HDFK�SDUW\�PD\�UHRSHQ�WKUHH�����DUWLFOHV�LQ�)<��������
�
XXVII.� Ensconce�in�back�of�contract�as�MOA�or�MOU�(in�addition�to�ones�

already�in�the�back):�
�
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