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ARTICLE 17 RECOGNITION

1.1

The Board of Trustees of tHeniversity of Vermont and State Agricultural College recognizes
United Academics, AAUFAFT as the exclusive representative of all-tuthe faculty employed by

the University (.75 or greater FTE appointments for 9, 10, 11 or 12 months), including faculty
holding the ranks of lecturer, senior lecturer, instructor, assistant, associate and full professor;
Extension faculty holding the ranks of lecturer, instructor, assistestcete and full professor;
Clinical faculty outsideof the College of Medicine holding the ranks of lecturer, instructor, or
assistant, associate and full professor; Library faculty (including the Dana Medical Library) holding
the ranks of lecturer, instructor, or assistant, associate and full professegaréh Faculty holding

the ranks of research associate, lecturer, instructor, or assistant, associate and full professor; Visiting
Faculty holding the ranks of lecturer, instructor or assistant, associate and full professor who are in
a second or subsequeappointment or who are in the third year or more of an initial appointment

or who have been employed in any capacity ateersity of Vermont prior to their appointment

as a Visiting faculty member; employed by thimiversity in accordance with the Order of
Certification issued by the Vermont Labor Relations Board on May 2, 2001 in Docket-¥6.f60

the purpose of collective bargaining with respect to rates of pay, hours of employment and other
terms and conditions of emplment as required by law

1.2

Excluded from the unit are: College of Medicine faculty; Emeatulty; parttime faculty
(including Adjunct faculty) that is, those who are less than .75 FTE appointments for 91,16x

12 monthsAssistant, Associate and Vice Provosts, Assistant and Associate Vice Prefidargs,
AssociatéDears, and Assistaridears; DepartmenthaimpersonandDepartment Vice Chairpersons

in the College of Nursing and Health Scien¢E®HS), Director of the Center on Disability &
Community InclusionDirector d Teacher EducatigrDirector of Vermont ReadsDirector of the
Gund Institute on Environment; Director of EPSCOR; CNHS Program Director for Physical
Therapy; Director and Associate Director of Extensinector of Food Systems Research Center
Visiting Faculty in the first or second year of an initial appointment who have no prior employment
with the University, professional, administrative and technical employees without academic rank;
clerical employees without academic rankiaintenance and security employees; and all
confidential, supervisory and managerial employees.

The University and United Academics recognize that the designation of confidential, supervisory
and manageria@mployees is ultimately the decision of the Vermont Labor Relations Board based
on t he B o adatioth 0f she $tatet Eenplqgyae®Labor Relations Act. In order to try to resolve
the designation of certain faculty members as confidential, supenasarymanagerial without
resorting to litigation before the Board, the University and United Academics agree that any
individual who holds a dual appwment as a faculty member and as an administrative Director will
be excluded as confidential, supervisand managerial if the individual serves as a Director in any
of the following capacities:

9 Director in the Libraries;
Director of a School within a College;
Director of the Statistics Program;
CNHS Program Director for Physical Therapy;

)l
)l
1
9 Directorand Associate Director of Extension.
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If the University wishes to designate @mfidential, managerial, and/or supervisory any position

other than those listed abmvthe University will provide notice to United Academics of its
designation, including theummary of dutieand justification for exclusiofrom the unit, at least

60 days in advance of the positiexclusiondate with an opportunity to provide feedbackhyited

Academics If United Academicgl i sagr ees with t he UnitediAgademes t y 0 s
may challenge the Uwversit y 6 s designation via a wuldntad cl ari
Academicswith the Vermont Labor Relations Board.

Individuals who hold an excluded administrative position, and who then go on sabbatical leave, shall
continue to be excluded from the bargaining unit when on such sabbatical where it is clear at the
commencement of the sabbatical leave that the individwaturning to an excluded administrative
position at the conclusion of the sabbatical leave.

ARTICLE 2 - DEFINITIONS

2.1

Board: The ter m iA@eementdférstathe BoadeodTrustees df theiversity
of Vermont and State Agricultural College acting on its own or through Uhwersity
administration.

2.2
University | n keeping with the desir ewetaoknowledgeatiee a ¢
facultyds |l egitimate role in governance. Howe

and responsilities, th e t Wnivarsitth a s u sAgaemientefets hoithe Board and/or the
administration of theUniversity of Vermont ad State Agricultural CollegeThe University
fiContractAd mi ni strator 6 shal | Wneersityioe purpasds ofoecdipzof d a g €
all notices and documentdeeenced in thid\greemenunless otherwise expressly provided.

2.3

United Academics T h e Urtitexl rAcademios a s u s &gceenmemrefersha tise United
Academics, AAUPAFT, acting on its own or acting through its officers or agents. The President
of United Academicshall be the authorized agentlited Academics$or purposes of receipt of

all notices and documents referenced in ggeementunless otherwise expressly provided.

2.4

Faculty member or faculty: The terms dAfaculty
this Agreemento refer to an individual or individuals who are represented by the bargaining unit,
except when the context specifically provides otherwise.

2.5

Base sal ary: The t erAgreeinbnaeters tothad, BOooryldmoatk salarg, e d |
of .75 FTE or greater, paid by théniversity to a faculty member for the period of his or her
contraced appointment. Base salary is exclusive of supplemental, additional and award
compensation from thidniversityas defined irArticle 19, Compensation in Excess of Base Salary

2.6

Days: The ter m Rgreeyenteferate calersla daysi pnovideththas when atime
period would otherwise begin or expire on a weekerndraversity holiday, the time period begins
or ends respectively on the néktiversitybusiness day.

Article 1 Recognition
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ARTICLE 3-UNION SECURITY

3.1

Subject to the provisions of thisrticle and applicable law, theniversity agrees to deduct equal
amounts of regulatnited Academicsdues on a senmonthly basis in accordance with the
Constitution and Byaws of United Academicdrom the salaries of each faculty member who
voluntarily authorizes such deduction in writing in accordance with eb#ckuthorization forms

United Academicgrovides. Such deductions shall begin with the first payroll period after receipt
of the checkoff authorizatiorform andsaid monies shall be transmitted on a monthly basis by mail

no later than the 10th of each month toltlmted Academic3reasurer potherUnited Academics
designee. Such deductions shall continue until instruction to cease payroll deductions is given in
writing by the faculty member to théniversty Payroll Office.

3.2

ShouldUnited Academicseek tochange thenanner of assessing dues from the current straight
percentage of salary which members must now pay, it shall giveriversity notice of such a
planned modification, and the parties will negotiate the impact ofctietgeand whether it is
reasonable for theniversityto continue to comply with the terms of tiigticle.

3.3

United Academicshall indemnify, defend and otherwise hold thaversity harmless against any

and all claims, demands, suits or other forms of liability that shall arise out of or by reason of action
theUniversitytakes pursuant to thisrticle.

3.4

If a faculty member leaves the bargaining unit for any reasornheersity shall stop deducting
duespreviously authorized. If a faculty member leaves the fonitwo academic yearor lessand
then returns to the unihe faculty membewill automatically reverto their status upon leaving the
unit unless the faculty member completes a new form with new instruciaoslty who are out of
the unit for more thanwo academicyeas will need to complete a new form indicating that
deductions are to begin agaltaculty members moving from the pérhe to the fulitime unit will
retain the same status was the case in the pdine unitunless the faculty member completes a
new form with new instructions

3.5

United Academic®r a faculty member is free to report to the University any missing or incorrect
deductions as they become known. In the event that a payroll deduction for an engpjogeessed
incorrectly, theUniversity will correct the error in the next pay period after being informed of the
error by either the employee @mited Academicsor after internally identifying a missing or
incorrect deductiorCorrecting the error will include deducting any missed dues and the Sityver
notifying the member and United Academics.

In no event shall the University be liable Wmited Academicdor paymentof any past duethat
were not properly deducted from a unit memberd

Any credit due the University as a result of the above will be deducted from the next remittance of
dues taUnited AcademicsAny credit due to a faculty member resulting from an exdedsiction

and inaccurate remittance to the Union will be reimbursed to the faculty membénited
Academics
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ARTICLE 4 T BOARD RIGHTS AND RESPONSIBIL ITIES

4.1

Unless otherwise modified by thisgreement all the customary rights, powers, functions and
responsibilities of thé&Jniversity shall be retained by thdniversity and, in its discretion, may be
exercised by the Board acting directly or through its authorized agents, indlirdiregsity Officers

of Administration. Such rights and responsibilities shall include those rights and powers that have
been reserved to the Board through legislative acts and state and federal regulations and include all
matters relating to: a) the establishment and number of positions and vacancies and the filling of
those positions and vacancies; b) appointment, reappointment, promoti@marg] c) assignment

and scheduling of work, location of work assignments and transfer of employees; d) retrenchment;
e) governance; f) organizational structure and the establishment of schools, colleges, centers,
institutes, departments, divisions antestunits of théJniversity, g) reorganization, enlargement,
reduction or discontinuance of a function, position, or department or other unitidritregsity, or
transfers of such functions, positions, departments or units; h) discipline, suspensiariration;

i) curriculum, programs and degrees; j) the making of such rules, regulations and policies as needed,
including those relating to matters of budget, financial procedures and personnel provided they do
not conflict with theAgreementk) such actions necessary to carry out the mission afiheersity

in cases of emergency.

4.2

The exercise of any rights in a particular manner shall not precludéntiaersity from exercising

such right or function in any other manner that does not violat&grsement The Universityd s
failure to exercise any right or function reserved to it shall not be deemed a waiver of its right to
exercise same.

4.3

In addition, the parties acknowledge that written department policies (and college or school written
policies in those colleges and schools with no departments) relating to reappointment, promotion,
tenure and evaluation are incorporated by referencehigtégreementprovided such policies are
submitted to and approved by tBeans andProvostfollowing ratification of thisAgreementand
provided further that such policies are consistent with collegeJaneersity policies and do not
establish lesserbtigations or standards than stated elsewhere inAttiisle. Unless theDean or
Provostraises objections to such policies within @xmonths of submission, they shall be deemed
incorporated by reference into tAgreement

4.4

Provisions of theUniversity and University Of f i cer 6 s Ma n u athat deal withi t s s
bargainable topics under the State Employees Labor Relations Act do not apply to members of the
bargaining unit unless specifically incorporated by reference intéd\grsement

ARTICLE 5-ANTI-DISCRIMINATION , DIVERSITY, EQUITY AND INCLUSION

5.1

The UniversityandUnited Academics$o the extent of their respective authority and responsibility,
agree not to discriminate against a faculty member with respect to the application of the provisions
of this Agreemenbecause of race, color, sex, gender identity or expression, age, dispbditive
HIV-related blood test resultgenetic informationreligion, national origin,including shared

Article 4 Board Rights and Responsibilities 6
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ancestry or ethic characteristics (including antisemitic discrimination, -#&rab discrimination,
antrAsian discrimination, or similar forms of discriminatory conduptace of birthyeteran status

as defined and protected by the Uniform Services Employment aethBleyment Actjncluding

status as a disabled veteran, recently separated veteran, active duty wartime or campaign badge
veteran, or Armed Forces service medal vetesaryal orientation, political beligfsrime victim
statusaffiliation or membership or nemembership in th&nion, orany status or identitgr other

unlawful criteria as those terms are defined under applicabledaany factor or characteristic

added tothe UVM Equal Employment Opportunity/Affirmative Action policy statement in the
future

The parties agree that caste discrimination is
is defined as a system of rigid social stratification that originated in South Asia. Caste discrimination
caninvolve discriminationbased on the intersectionality of identities as outlined above (e.g. race,

color, national origin, religion, etc.). The parties also acknowledge that currently, caste
discrimination is not included in any state, local or federal law applicable to the University.
Nonetheless gicultymay bring claims of caste discrimination to the Office of Equal Opportunity for

review and redress under existing OEO policies and procedures.

5.2
The parties also agree thall harassment based dhe categories in Article 5.1 aferms of
discrimination and will not be tolerate

5.3

United Academics and the University recognize the value of diversity and inclusion among the
faculty covered by this collective bargaining agreement. They further agree that the Board of
Trustees Statement on Diversity (revised and adopted by the Boardstées: May 16, 201&nd
reapproved by the Board in February 20&4incorporated by reference to this Agreement. All
members of the bargaining unit shall familiarize themselves with this Statement.

https://www.uvm.edu/sites/default/files/U\ARoardof-
Trustees/policy_manual/VIl12b_diversity.pdf

To facilitate understanding, this statement, including any revisions of the statement, shall be
i ncorporated into the Universityodos equity and

5.4

United Academics and the University recognize that the recruitment and retention of faculty of color
is a compelling institutional interesind as an aspirational statement commit to doing more to
proactively fulfill that compelling interest. To assist in assessing institutional progress towards this
collective goal, prior to the start of each fall semester, the OEO will issue a report sumngémzing

the previous year) all reportsf bias, discrimination, and harassment received, as well as any
subsequenhvestigations performed, based on the categories in Article 5.1. The report will include
the number of reports, types of refsp and number of cases formally investigated with a United
Academics faculty member as complainant or respondent

ARTICLE 6 i ACADEMIC FREEDOM AND RESPONSIBIL ITY
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6.1

Institutions of higher educatipand particularly Land Grant Institutions, are intendealrate for

the common good to ensure the preservation and advancement of knowledge through its creation
and dissemination and not to further the interest of either the individual faculty member or the
institution as a whole. The common good thus depepds the free search for truth and its free
exposition.

6.2

Academic freedom is essential to these purposes and applies to both research and teaching. Freedom
in research is fundamental to the search for truth, and academic freedom, in its teaching aspects, is
fundamental for the protection of the rights of theufgcmember in teaching and of the student to
freedom in learning.

6.3

Academic freedom carries with it the equally demanding concept of academic responsibility. Fac

are expected to carry out their teaching and research responsibilities faithfully, in a manner consistent
with the traditions of academic freedom and professional excellence.

6.4
The 1940 AAUP Statement of Principles on Academic Freedom provides:

a. Faculty are entitled to full freedom in research and in the publication of the results, subject
to the adequate performance of their other academic duties; but research for pecuniary return
should be based upon an understanding with the authorities dhiersity.

b. Faculty are entitled to freedom in the classroom in discussing their subject, but they should
be careful not to introduce into their teaching controversial matter which has no relation to
their subject.

c. Faculty are citizens, members of a learned profession, and officers\dnitrersity. When
they speak or write as citizens, they should be free from institutional censorship or discipline,
but their special position in the community imposes special obligations. As scholars and
educational officers, they should remember that the publicjotme their profession and
their institution by their utterances. Hence, they should at all times be accurate, should
exercise appropriate restraint, should show resjpedhe opinions of others, and should
make every effort tindicate that they are not speaking for thaversity.

6.5
The parties agree that social media and other electronic media pose novel issues for faculty speech
and media use, specifically regarding the flow of digital information and efforts to maintain the
distinction between private speech acts and statements asaa representative of the University.
Accordingly, the parties adopt the Faculty Senate Resolution on Academic Freedom,agsed
18, 2023, subsequently approved by the UniversigsiBent inaccordwith the Faculty Senate
Constitution and ByLaws, aml approved and adopted by the Board of Trustees orisag, 2023.
That resolution includes the following provision from the 2014 report of the American Association
of University Professors on Academic Freedom and Electronic Communication:
a. Academic freedom, free inquiry, and freedom of expression within the academic community
may be limited to no greater extent in etenic format than they are in print, save for the
most unusual situation where the very nature of the medium itself might warrant unusual

Article 6 Academic Freedom and Responsibility 8



restrictons.

6.6

Full freedom in research and in the publication of the results applies to the use of electronic media
for the conduct of research and the dissemination of findings and results, as it appliasédhe

more traditional media.

Teaching may occur in any location, real or virtual, in which instructamors. In all these diffent
typesof classroom locations, the protections of academic freedom shall apply.

6.7

In their capacity as citizens, faculty should be free to engage in political activity so far as they are
able to do so consistently with thé&lniversity obligations. Certain kinds of political activity (such

as campaigning for elective office, serving in the State Legislature, or holding a {temted
appointment in a fultime governmental position) may require a unit member to seek a leave of
absencerbm theUniversity. Such leave requests will be addressed pursuant to the provisions of
Article 20, Berefits.

ARTICLE 7-FACULTY GOVERNANCE

7.1

While the Board, acting directly or through its authorized agents, retains final authority as to all
matters of institutional governance, it is recognized that the faculty, acting through the Faculty
Senateand its Committees (AFaculty Senateo), i s
policy in those areas specified in fhgculty Senate Constitution and Bylaws, subject to the approval
processes therein specified. These currently include:

a. all curricular matters, including establishment, dissolution and substantial changes of degree
programs

research and scholarship

admissions standards and prerequisites

requirements for regular certificates and degrees

regulations regarding attendance, examinations, grading, scholastic standing and honors
teaching quality

professional standards and criteria for positions accorded academic rank

other academic matters referred to it by the Board of Trusteegnitaersity administration,

the faculty of aschool, college, department, Extension or the Libraries or other members of
the Universitycommunity

i. approval of the academic calendar prepared by the Registrar

S@~oooT

7.2

While the Board, acting directly or through its authorized agents, retains final authority as to all
matters of institutional governance, it is recognized that the faculty, acting through the Faculty
Senate and its Committees (AFaculty Senateo),
formulation of policy with regard to:

a. institutional priorities
b. the allocation and utilization of théniversittdt s human, f i scal and phys

Article 6 Academic Freedom and Responsibility 9
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c. academic organization, including the establishment or elimination of colleges and departments
and the reorganization of the genddailiversityand college academic structure

d. admissions procedures and quotas

e. student financial aid

f. the library, the academic computing center, instrumentation and model facility, audiovisual
centerUniversitystore, the museum, supporting services, etc. as they affect scholarly activities
and research

g. administrative procedures and organizational structures

h. the appointment and promotion of academic and pddiegl administrative officers, including
all those at the budget management level whose functiotnarersity-wide

i. the selection of th&niversity PresidentProvostand Vice Presidents whenever those offices
become vacant or are created

j. the regulations concerning, and the awarding of honorary degrees

k. the distribution of unrestricted funds made available to Wheversity for discretionary
allocation in support of research or scholarly work

7.3
It is further reognized that United Academiess the elected bargaining agent, retains the exclusive
right to negotiate on terms and conditions of employment for members of the bargaining unit.

7.4

In all cases undeBectiors 1 and 2 of thidérticle, the Board or the administration and the Faculty
Senate may, if not otherwise specifiedUhyiversitypolicy, indicate a reasonable time by which the
recommendation or advice shall be rendered by the Faculty Senate. Should the administration and
the Faculty Senate be unable to reAgneementwithin one week on what shall be a reasonable
time to respond, the administration may set the timetable. Should the recommendation or advice not
be rendered by the ddline, theUniversity reserves the right to act without consideration of such
recommendation or advice.

7.5

At least once each semester, the President of United Academics &rdubst or their designees,

shall meet and discuss matters related to the administration Afytkementor other matters of
mutual interest or concern. Such discussions shall neither substitute for, nor circumvent, the
contractial grievance procedure, consultation mechanisms specified elsewherdgneamenor
otherwise applicabl&niversity policy or protocols. Furthermore, such discussion shall not be used
for negotiations of ancontractarticles.

ARTICLE 8- ACCESS TOUNIVERSITY FACILITIES AND RESOURCES

8.1

United Academicgsits officers and members, may engageimon activities onUniversity property

and utilize University facilities as long as such use does not interfere with or interrupt normal
University operations or the obligations and duties of faculty members or other employees and
subject to anyUniversity rules, regulations and procedures regarding the use of such facilities.
United Academicshall not use bulletin boards for organizing purposes.

8.2
United Academicsshall be entitled to reasonable use of campus mails in accordance with the
University Campus Mail Use Policy and United States Postal Regulatibnted Academicshall

Article 7 Faculty Governance 10
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be entitled to reason-alli éopdsei nf &euversityrdlesp o e c wm
regulations and procedures and consistent with such guidelines developed by the Bfftegise
Technology Services

8.3
United Academicshall have the right to reasonable useJaofversity meeting space and media
equipment in accordance withiversityrules, regulations and procedures.

8.4

At the beginning of each academic ydanjted Academicshall provide théJniversity with a list
of all of its officers and representatives, including their official mailing anthi addresses and
phone numbers. If there are changes in these positioited Academicsvill advise theUniversity
of such changes as soon as possible.

8.5

The University agrees to providene hundred 10Qorinted copies of thig\greementto United

Academicsat no cost tdJnited Academic®r its membersUnited Academicsnd theUniversity

may order additional copies at their own individual expedséed Academicsnay distribute this
Agreemento its members through campus mail. Thaversity agrees to post thisgreemenion

its website.

8.6

In order to conduct itepresentation activities, United Academight be provided with office space
on the main Universitgampus. Tie University shall also providdnited Academicsvith a desk,
chair, filing cabinet, bookcase, wastaper basket and recycling birhdre will be no rental charge
for this space.

ARTICLE 9-RIGHT TO INFORMATION

9.1

Upon receipt of a written request frdamited AcademicstheUniversity shall make available any
informationwithin its possession or control not exempted by law that is relevamemessary for
United Academic$o meet its collective bargaining responsibilities or to administeAtinisement

All United Academicgequests for information must be directed to Wmiversityd ontract
Administrator.Such information shall be made available within fourteen (14) calendar days of the
United Academia8 r ¢; ¢f suehsinformation is not readily available within said fourteen (14)
days, unless otherwise agreeable to the partiesirtiversity shall so notifyfUnited Academicand

shall make the requested information available as soon as reasonably possible. Said information may
include, but not be limited to, salary history by college, department, rank, sex, type of appointment
(e.g. research, clinical, library), length obntract (fiscal year, academic year or other), and
employment history including promotis, benefit participation and workload information. When
practicable, information shall be provided in computer file forfratrequesting materials from
facul ty Academizc Recadbes, United Academicshall follow the procedures défrticle

17.

Notwithstanding the above, théniversity may withhold from disclosure employee medical and

other personal information and confidential student information under Family Educational Rights
and Privacy Act (FERPA). Any other issues of alleged confidentiality will be treated on an ad hoc
basis by lhe two parties and may include consideration of appropriate procedures for protection of

Article 8 Access to University Facilities and Resources 1
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confidential information.

9.2
United Academicshall provide théJniversitya list of officers, members of the delegate assembly
and department representatives, and other information specified elsewherdagreébimient

United Academicswhile protecting the rights and confidentiality of its members, shall also provide
to theUniversityany information or data within its possession thatthersitymay request which

is relevant to the administration of tAgreemenbr necessary for thidniversityto otherwise carry

out its legal obligationsAll University requests for information must be directed to thated
Academicgresident.

Such information shall be made available within fourteen (14) calendar days Qhithegsityd s
request. If such information is not readily available within fourteen (14) calendar days, unless
otherwise agreeable to the partigsjted Academicshall so notify théJniversityand shall make

the requested information available as soon as reasonably possible.

9.3

TheUniversityshall make availableia the UVM websitea copy of minutes of the official meetings

of the Board of Trustees. A designedlfited Academicshall have an opportunity at reasonable
times to view any public document Universityshallppor t
also make available via the UVM websdite Annual Budget Request and other official budget and
financial documents to the extent they are public and the Annual Audited Financial Report.

9.4
Receipt of any particular information in no way prohibitaited Academicdrom requesting
additional information at some future date.

9.5

No later tharOctober 15n the fall semester arfeebruary 15n the spring semestetheUniversity

shall provide tdJnited Academics list of all bargaining unit members, indicating any new faculty
members from the previous semesidre parties may mutually agree to extend the deadline.

full time United Academicsnembership lists will contain the following informaticamployee 1D
number,record number, name, department code, academic unit, department, job code, title, tenure
status, length of appaiment, FTE, salary, birthdateome phone numbend cell phone number

(to the extent such numberere reported to central administration by the faculty member), home
addresscommentsand all other information required under the State Employees Labor Relations
Act to satisfythe annual list of employees requirement (3 VSA 910).

In these bargaining unit lists, the University shall also provide a list of all withdrawals from the unit
and any other changes of facultatsis since the last report timited Academicsnd their current
dues status.

TheFT United Academics membership |ist wildl I nc
will provide Uni t ed Academics with information regar
retirement.

Additionally, the University will provide United Academiasith information regarding new
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employees who are added to the bargaining unit, consistenttivdt State Employees Labor
Relations Act

No later than August 1 and to the extent known, the University shall provided Academicsa
list of newly hired bargaining unit faculgnd facultywho have reentered or exited the bargaining
unit, with names, title, department and academic unit, and UVM email address.

The University will alsosend themonthly dues repolists toUnited Academicsvith a searchable,
PeopleSoft generated, dugsduction report that lists the following information for each faculty
member who has an active FT deduction cedeployee ID numbename, department, deduction
code dues amourdndcomments

ARTICLE 10- PROFESSIONAL RESOURCES AND SUPPORT

10.1

Any rights or privileges under thisArticle must be consistent withUniversity,
college/school/division and department policies and procedures on use of resources, including but
not limited to those involving use of facilities, equipment and services.

10.2

Faculty members will be provided with reasonable access to avaldinimistrative and technical
support duplicating services, office supplies and equipment for the preparation of teaching
materials, examinationand related materialfor the purpose of carrying out their professional
responsibilities. Faculty members shall also have access to telephones, voice mail, photocopying,
computer and -enail resources, and software for the purpose of carrying out their professional
responsibiliies.

10.3
Faculty members shall have access to library materials and services.

10.4

Office Space Faculty members will be provided office space and, where space allocated to
department use allows, faculty members will be provided with private offices. Where space
constraints necessitate the sharing of offices among some faculty members, consisleaitiom

given to rank and years of service in determining allocation of private office space. Where space
constraints necessitate the sharing of office space, each faculty member will be provided with a desk,
chair, bookcase or shelvin@nd three file cawers.

10.5

Classroom AsignmentThe scheduling of classes and the assignment of instructional space to them
is the responsibility and prerogative of theiversity. TheUniversitywill assign instructional space
consistent with institutional and pedagogical needs including class size, room capacity and
configuration, location and instructional technology.

Faculty may request healtblated accommodations pertaining to the assignment of instructional
space that may or may not fall under the Americans with Disabilities Act (ADA). Requestise
submitted in writing to the Human ResouBervice Office where staff will review the request and,

if approved, work with the Registrar and others as appropriate to make reasonable accommodations
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and/or space assignment. Denial of any-A@#A requests shall not be grievable.

10.6

Transportation Rimbursement The University will reimburse faculty members for mileage
expenses, consistent witax law requirements andniversity policies on travel reimbursement,
whenever a faculty memberust undertak&niversitybusiness in a location other thidweir primary
work site.

10.7
Indemnification Faculty members will be indemnified in accordance withtitheversity policy on
indemnification of employee3he complete policy can be accessed orhigersityweb site

ARTICLE 11-RELEASE TIME FOR UNITED ACADEMICS ACTIVITIES

111

Each academic year, théniversity shall provideUnited Academicsvith a pool equivalent to a
teaching load oéight(8) courses not to exceed a total of twefayr (24) credit hours ofeaching
release time, or its equalent for norateaching faculty.Such release time may be used for the
purposes of conductindgJnited Academicsbusiness, including but not limited toontract
administration, grievances, and participation in the governance of its state and national affiliates.

United Academicshall notify theUniversity Contract Administrator and tliee asroffice of the

particular faculty members who shall receive release time. The particulars of any course release, or
equivalent, shall be coordinated with and approved by the Dean, who shall not act arbitrarily or
capriciously in exercisingheir discretion. Such notice shall be provided as far in advance as
possible to permit adequate coverage of assignments but no later than January 15th for the release
time in the followng Fall and Spring semester.

11.2

During the semester preceding the expiration of @wlective Bargaining Agreementhe
University shall provide an additional pool of up &wen(7) courses not to exceédenty-one(21)
credits of teaching release timeor its equivalent for distribution to members of tbaited
Academicsnegotiating committee for preparation for and attendance at negotiations.

United Academicss h a | | notify the Deanobs o f fQomtract wi t h
Administrator,of the particular faculty members who shall receive release time. The particulars of

any course release, or equivalent, shall be coordinated with and approved by the Dean, who shall
not actarbitrarily or capriciously in exercisingyeir discretion. Such notice shall be provided as far

in advance as possible to permit adequate coverage of assignments but no later than March 1 for the
release time in theoflowing Fall and Spring semester.

11.3.

a. United Academicsnay also purchase up to an additional five (5) courses not to exceed fifteen
(15) credits ofteachingrelease time, or its equivalent for research, extension, library or
clinical faculty each academic yeauchrelease time will be purchased at the faie article
19.3.c.i United Academicavill notify the Universityd €ontractAdministrator by January
15th as to whether and how many course releases aig fingichased for the following Fall
and $ring semestergnder the terms of Section 1 of this Article

b. In the year preceding negotiations for a successor agreedretgd Academicgan notify
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t he Un i Qoetracdd Adimipigiratounder the terms of Section 11.2 of this Article as to
whether and how maradditionalcourse releaseas teaching releasare being purchased for
the following Fall and Spring semester

11.4

Generally, a unit member may receive only one such course release, or its equoradenyt non
teaching unit member, per semester. However, up tdJmied Academicsnembers may receive
up to two (2) course releases, or its equivaienany nonteaching unit membgeach semester.

115

If a unit member to be released tdnited Academicdusiness is a Research faculty member or

other unit member with no teaching responsibilitiet)rated Academicgepresentative and the
Deanor designee shall meet and discuss how such
reduction should be.

ARTICLE 12- GRIEVANCE AND ARBITRATION PROCEDURE

12.1

The parties acknowledge that it is desirable for problems to be resolved where possible through free
and informal communication. The parties, as well as individual faculty members and their immediate
supervisors, are therefore encouraged to resolve prebiethis manner.

Any faculty member or group of faculty members shall have the right at any time to present
complaints to their supervisors informally and to have such complaints considered in good faith with
or without the intervention obnited Academicsprovided that settlements arising out of such
interaction shall not be incerstent with the terms of thisgreementunlesdJnited Academicsind
Provosthave approved the exception in writing.

If an issue cannot be resolved through informal discussion, the procedures presented below shall be
instituted.

No provision of thisArticle shall infringe upon the right adnited Academics$o act as the sole and
exclusive collective bargaining agent as providedhiticle 1, Recognition, of thisAgreement
including the right, if so requested by the faculty member(s), to furnistatt@mey representation
as advocate

12.2

For the purposes of thidrticle, a fAgrievanceodo shall be defined
member, a group of faculty members, Onited Academics that there has been violation,
misinterpretation or misapplication of a specific provision of greement Effective upon
ratification of this Agreement, the definition of a grievance shall also include any allegation that
there has been a violation, misinterpretation or misapplication of any formal Memorandum of
Agreement (MOU) executed between theaties with regard to an agreed upon interpretation or
modification of this Agreement, or with regard to a settlement of a grievance affecting a particular
faculty member or members. It does not include separation or sevaigmeeenents between the
University and any particular faculty member who is no loregaployed by the University as a
bargaining unit membefhis Article shall provide the exclusive means and procedures by which
any of theparties identified in thisectionmay grieve an alleged viation, misinterpretation or
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misapplication of thégreement
A formal filing of a grievance shall in evecase and at every step specify.

a. nature of the grievance, including a brief statement of pertinent facts and a history of the
grievance process to date;

b. the provision(s) of th&greementlleged to have been violated, misinterpreted or misapplied
(or discriminatorily applied); and

c. the remedy sought by the grievant.

12.3

Faculty shall have the right to have a ragtorneyUnited Academicsepresentative present at alll
stages of the grievance process, provided thdttteersity shall in no way be obligated to inform

the faculty member of such right. Neither the grievariimited Academicsor theUniversity may

have legal counsel present at any grievance step prior to the Labor Board step, unless otherwise
mutually agreed. At the Labor Board the grievantaited Academicss well as théJniversity

may be represented bggal counsel.

12.4

The term fAday s dArticelskalrrefer o eadendarrdays, provisled that, when a time
period would otherwise begin or expire on a weekendraversity holiday, the time period begins
or ends respectively on the néktiversitybusiness day.

In addition, when the time period under this Article ends during the Thanksgiving break it shall be
due no later than the following Wednesday; when the time period ends on or between December 23
- January 2 then the time period shall be extended for two days after January 2.

The counting of days under the time limitations cited below shall commence the day after the filing

of the grievance or the appropriate response at each step. All grievances and responses to grievances
shall be filed by a signed hard copy and bya&l onthe same day. The date of the hard copy shall

be the relevant date for the purposes of time limits undeAthide.

All communications regarding grievancasall be copied to thgniversityd €ontractAdministrator
and theUnited Academic$resident and/or his or her designee. The parties shall promptly inform
each othem writing should there be ehange irthe designated recipient.

If an individual faculty member files a grievance, thmiversity shall informUnited Academics
within two (2) days of such filing and shall send a copy of the grievance to United Academics within
five (5) days.

125
This procedure is designed to attempt to resolve a grievance to the mutual satisfaction of all parties
at the lowest possibieplevel.

12.6
If the grievance involves allegations that thaiversity has discriminatedgainst a faculty member
or a group of faculty members from the categories listed in Articleitoadill be processed in the
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same manner as any other grievance, except that eithelnthersity or United Academicsnay
forward such a grievance to thuniversity Office of Equal Opportunity (OEOgfter it has been
initially filed.

In such a case, the processing of the grievance by the initial recipient will be suspended pending
completion of an investigation bEO of the factual issues surrounding the grievance. The
investigation byOEOwill be limited to findings of fact, and, absent extenuating circumstances, will

be completed withifiorty-five (45)days ofOEQ0 s r ecei pt Infcasds Wherdgtedi e van c
Academicshas filed a grievance on behalf of an individual faculty member or meniteited
Academicsshall have the righto be present at any interview of such faculty member or members
during the investigation b@EQ.

Upon completion of the investigatio@EOwill send a report to the initial recipient of the grievance,
the grievant, th&niversitythrough itsContractAdministratorandUnited Academics Upon receipt

of the OEOreport, the initial recipient will schedule the appropriate grievance meeting as provided
herein.

12.7

A faculty membewhom agrievancenames as having committadliscriminatory act does not have

the right to file a grievance under tifigticle unless théJniversityimposes some form of discipline
against such faculty member, in which case the faculty member may file a grievance regarding the
Universityimposition of discipline in accordance wilrticle 13 of thisAgreement

12.8

Formal ProcedureWhether or not a grievant (a faculty member, a group of faculty members or
United Academicsattempts to resolve a concern through informal discussion, a formal grievance
must be filed at the appropriate step within thirty (30) days following the time at which the faculty
member and/ oUnited Academicsvere or reasonably should have been aware of the existence of
the situation that is the basis for the grievance.

STEP ONE In accordance with the requirements of formal filing liste8eation2 of thisArticle,

the grievance must be presented in writing to BlepartmentChair.  (If the grievant is in an
administrative unit with n&hair, then this step is omitted.) As an exception to this requirement that
grievances commence at Step One, a grievance may first be presented at Step Two or Three of this
procedure if the action being grieved originated withRieanor Provostrespectively.

Within ten (10) days of receipt of the grievance,@air will hold a meeting with the grievant and

United Academicsepresentative. In cases whévaited Academicdas filed the grievance, the
meeting shall include the particular faculty member or members are named in the grievance and a
United Academicgepresentative.flsuch faculty member is unable to attend the mediiniged
Academicamay designate a secohbhited Academicsepresentative to be present at the meeting.

In cases where no individutdculty member is named in the grievance, aimited Academicss

acting as the grievant, thémited Academicsnay designate two (2) representatives to the meeting.

For all meetings, the parties shall inform each other at least 24 hours in advance of the meeting as to
those who will be participating in the meetinfhe Chair, at their option, may have another
administrator or support staff member at the meeting.

If the grievance is not resolved at this meeting, then within ten (10) days of the meeting, the
DepartmentChair shall forward a written response to the grievance to the grievant, with a copy to
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theUnited Academicsepresentative.

STEP TWO If the grievance is not resolved at Step One, then within ten (10) days of the receipt of
the Step One answer, the grievance shall be filed at Step Two. The grievance must be presented in
writing to theDeanof the school or college (or decanal equivalentheir designee. Within fifteen

(15) days of receipt of the grievance, beanor designee will hold a meeting with the grievant and
theUnited Academicsepresentativdn cases wherbnited Academicéas filed the grievance, the
meeting shll include the particular faculty member or members are named in the grievance and a
United Academicgepresentative. If such faculty member is unable to attend the méktiteyl
Academicanay designate a secohihited Academicsepresentative to be present at the meeting.

In cases where no individual faculty member is named in the grievanceneied Academicss
acting as the grievant, th&€mited Academicsnay designate two (2) representatives to the meeting.

For all meetings, the parties shall inform each other at least 24 hours in advance of the meeting as to
those who will be participating in the meetinghe Dean at their option may have ather
administrator, such as aepartmentChair, or a support staff member, at the meeting.

If the grievance is not resolved at this meeting then, within fifteen (15) days of the meetidggithe
or designee, shall forward a written response to the grievance to the grievant, with aldopgdo
Academics

STEP THREE If the grievance is not resolved at Step Two, within ten (10) days of receipt of the
Step Two answer, the grievance will be advanced by the grievant to Step Three, which shall be the
Provostor their designee. Within twenty (20) days of receipt of the Step Three grievance, the
Provostor designesvill hold a meeting with the grievant akthited Academicsepresentative. The
Provostmay attheir discretion have another administrator or support staff member present at such
meeting.

In cases wher&nited Academicsas filed the grievance, the meeting shall include the particular
faculty member or membetisatare named in the grievance andrated Academicsepresentative.

If such faculty member is unable to attendnieseting,United Academicsnay designate a second
representative to be present at the meeting. In cases where no individual faculty member is named
in the grievance, antdnited Academicgs acting as the grievant, thé&mited Academicsnay
designate two (2) representatives to the mgeFor all meetings, the parties shall inform each other

at least 24 hours in advance as to the meeting of those who will be participating in the meeting.

If the grievance is not resolved at this meeting, then, within fifteen (15) days of the meeting, the
Provostor their designee shall forward a written response to the grievance to the grievant with a
copy toUnited Academics

As an exception to the above process, in any grievance involving threagoointment of a faculty
member for performance, or the denial of promotion or tenure, the denial of sabbatical leave or a
claimed violation of academic freedom, t@voswwill, prior to conducting the Step Three meeting,

first refer the case to a hearing panel for its recommendation on the grievance.

Thehearingpanel shall be composed of three members.Prbgostshall select one administrator
with faculty rank;United Academicshall select one bargaining unit member; and the President of
the Faculty Senatghall select one bargaining unit member, who shall ser@haisof thePanel.
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TheProvost or their designee, shall forward a copy of the grievance to the President of the Faculty
Senate within five (5) days of receipt of the grievance and will copymited Academic®resident
that it has been forwarded.

Within ten (10) days thereafter, the Senate PresidenErthestandUnited Academicsvill have
selected the panel members and notified one another of those selections.

The panel will be jointly convened by thimiversity ContractAdministrator andJnited Academics
Grievance Officer within ten (10) days of the appointment of the three panel members. At this initial
meeting, the panel will begin its review of the grievance.

The panel shall meet with the grievant and a representatilénitéd Academicgo hear the
grievance allegations. The panel shall meet separately with the depa@nadénand/orDeanor
Directorinvolved in the decision giving rise to the grievance. The panel shalitstaf@nion as to
whether or not the CollectiveaBgainingAgreementhas been violatedh view of the bases for
grievancesset forth inSection2 of thisArticle in any way The panel shall also make a written
recommendation, incorporating its reasoning, toRhevostas to the disposition of the grievance
within twenty (20) days of the convening of the panel.

A copy of t he panel 6s r e c o rfacutynndemlbers mamedsirhthel | be
grievanceUnited Academicand theUniversity ContractAdministrator.

Within twenty (20) days of r emowstoptheirdesignegetvié pane
hold the Step Three meeting with the grievant andJtiieed Academicsepresentative. ThHerovost

may, attheir discretion, have another administrator or staff member present at such meeting.
Members of the hearing panel may also attend and participate in such meeting

STEP FOUR If the grievance is not resolved at Step Three, then in order to advance the grievance

for further consideration, within thirty (30) days of the receipt of the Step Three answer the grievant
and/or theUnited Academicgepresentative must file the grievance with the Vermont Labor

Rel ati ons Board (AVLRBO). At this stage, the V
State Employees Labor Relations Act and associated rules and regulations. Each party siall bear
expense of preparingd presenting its own case. Both sides shall retain whatever rights they may

have under law to challenge the decisions of the VLRB. Unless otherwise mutually agreed, each
arbitration hearing shall deal with not more than one grievance.

In resolving grievances arising out of tiigreement the VLRB shall have no power to add to,
subtract from, modify, amend or disregard any of the provisions @&ghsement

Where the provisions of thisgreementcall for the exercise of judgment, the VLRB shall not
substitute its judgment for those of tbaiversity official(s) making such judgments, but shall be
confined to a determination of whether thgreementas been followed.

12.9

Failure of the grievant and/ddnited Academicgo comply with the time limitations of this
procedure aény of the Steps, including the initial filing of the grievance, shall constitute a forfeiture

of the right to pursue the grievance and shall preclude any further processing of the grievance. Failure
by the University to respond to a grievance within the time limitations set forth shall allow the
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grievance to proceed automatically to the next step. All time limits may be extended by mutual
agreemenevidenced by a written document to that effect signed by both parties and/or their duly
authorized representatives.

12.10

Grievances involving faculty members in more than one school or college may be initiated under
Step Three. Grievances involving two or more faculty members from different departments may be
initiated at Step Two instead of Step One. Grievances invowio@t morefaculty members from
different Schools or @leges may be initiated at Step Three instead of Step One or Step Two.

12.11

If United Academics alleges a grievance affecting two or more unit members it may file at the
appropriate step on behalf of those unit members with or without their consent. United Academics
may file a grievance at Step Three if it alleges tladrdractial violation of its rights as the sole and
exclusive collective bargaining agent has occurred.

12.12

This procedure shall be followed for all grievances except for those involving termination as defined
in Article 13, Discipline and Sanctions. In the case of a grievance regarding termination, the
grievance procedure shall commence with Step Three with the initial grievance filing being made
no later than fifteen (15) days of the effective termination date.

12.13

At no step in the Grievance Procedure shall a settlement be reheledinconsistent with the
provisions of thisAgreementunlesghe Provostor their designee and United Academics concur in
writing. Any resolution of a grievance must be memorialized by a written document signed and
dated by thdJnited Academicsepresentative and tHéniversity step respondent specifying the
nature of the resolution, a copy of which must be sent t&Jiiited Academicpresident and the
UniversityContractAdministrator. The withdrawal of a grievancelyited Academicsr a faculty
member must be communicated in writing toltheversityContractAdministrator. The wthdrawal

of a grievance prior t&tep Fourshall have the same effect with resptrprecedent as if no
grievance had been filed at all.

ARTICLE 1371 DISCIPLINE AND SANCTIONS

13.1

No faculty member shall be subject to discipline without just cause. It is understood that, in any case
involving discipline under thiérticle, theUniversitybears the burden of proving that there was just
cause for such action. Thigticle contains the only process through which a faculty member can
be disciplined.

Any University policy that deals in whole or in part with potential disciplinary matters shall not
contravene the collective bargaining Agreememhe previous statement shall appear on the
Universityodos Apolicieso introductory web page.

13.2
Definitions and limits

a. Asusedinthif\greement fAdi sci plineo shall be | imited t
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. Written | etters of repri mand. Any such | et
reprimando in order to be consactbeSuehtettea di s c
of reprimand shall be sufficiently specific to allow adequate preparation for the faculty
member 6s defense.

ii. Ineligibility for sabbaticals

iii. Ineligibility for professional development funds

iv. Suspensions without pay of varying length

v. Ineligibility for assignments yielding supplemental or additional compensation (e.g.
teaching Evening Division and Summer Session courses)

vi. Termination

As used in thisAgreement At er mi nati ono shall refer to the
to the expiration ofheir appointment with th&niversity or the discharge of a tenurethculty
member. The grounds on which termination can be considered are dereliction of duties,
professional incompetence, gross misconduct or academic dishonesty.

b. Demotion in rank may not be used as a form of discipline.

c. Termination of faculty prior to the expiration of their appointments or termination of tenured
faculty for financial, programmatic or other administrative considerations, shall not be covered
by the just cause provisions of thisrticle, but instead are addressed Amticle 15,
Retrenchment.

d ADisciplined shall not include or al counsel. i
performance evaluations or other performance reviews. Such matters are not grievable under
this Agreement.

13.3

Where appropriate and justified, thiniversity may also require as part of disciplinary action
restitution, appropriate training or counseling or other remedial actionUiliversity reserves all
rights to itself and/or third parties to initiate civil actions or criminal prosecutions for conduct or
misconduct that is believed to constitute a violation of law.

13.4

In cases where the administratemd/orOEOQ is condating an investigatory interview, it will notify
the faculty member in writingt least 24 hours prior to any investigatory meedsigp what is being
investigated and that it maptentially lead to disciplineggnd that théaculty member shall have the
right to have aJnited Academicsepresentative at that meeting.

13.5

If a faculty member under investigation the administration and/&@EQO indicates in writing that

they wish to be represented lynited Academicgduring the process, or lInited Academics
indicates in writing, with a copy to the faculty member, that the faculty member wishes to be
represented bynited Academicsluring the procesthen all futureadministration and/o©OEO
communications to the faculty member during the process shall be copleddd AcademicsThe
faculty member may revokihis requestn writing andthe administration and/@@EO will cease
copyingUnited Academicsfter the written revocation is received.

13.6
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When a faculty member is a witness to a matter pending b@ete@and is called to an investigatory
interview byOEQ, the administration and/@EO will inform the faculty members thalhey have

the right to consult wititUnited Academicsabouttheir role as a witness. If the faculty member
reasonably believes that such interview may result iniglisary actions tothem the faculty
member may indicate in writing thtteywish to be represented kynited Academicsluring the
process and may arrange to hawgnited Academicsepresentative be present at the investigatory
interview. In such cases, all futuradministration and/o©OEO communications to the faculty
member during the process shadl dopied tdJnited AcademicsThe faculty member may revoke
this request in writing anthe administration and/ddEO will cease copyindJnited Academics
after the written revocation is received.

13.7

Once theUniversity has been informed of any alleged acts that may form the basis for discipline,
except those that would constitute a crime, it shall have ninety (90) days after knowledge of the acts
to complete any necessary investigation and commence disciplinary prayeddi the case of
disciplinary action resulting from sexual harassment or other unprofessional conduct, it shall have
two hundred and seventy (270) days to complete any necessary investigation. The parties may
mutually agree to extend the time periods &y investigation under thisection Disciplinary
procedures may be initiated by thaiversitythrough theChair, Deanand/orProvost

13.8

In any case under thidrticle other than Retrenchment situations where thaversity is
contemplating termination of a ndenured faculty member, the suspension without pay for no more
than thirty (30) days of any faculty member, the ineligibility for sabbaticals, professional
development funds, or the ineligibility for teaching Everiigision and Summer Session courses,
the following procedures will be used:

a. TheDean(or decanal equivalent) will first provide written notification to the faculty member
that termination or suspension without pay or some other disciplinary action other than a
written letter of reprimand is being contemplatgdited Academicshall be informed of all
such cases. Such statement shall include a summary of the basis for the contemplated action
and, when such basis includes allegations of violations of policy or procedure, a reference to
any such policy or procedure. Such writtetification shall be delivered by hand, by certified
mail or by overnight delivery.

b. The faculty member shall be provided with an opportunity to formally respond Dzetiren
writing. Except in extenuating circumstances, such a response must be made within ten (10)
daysofthdDeartd s noti fi cation |l etter.

c. The faculty member shall be provided with an opportunity to meet witDdlamto discuss
the contemplated actioithe faculty membeshall be entitled to have @nited Academics
representative or attorney present at such meeting, provided thatitlegsity may have an
attorney present in the event the faculty membéhted Academicshooses to do so. Such
meeting shall be held within three (3) weeks of the written statement referrefections.a
of thisArticle.

d. Within seven (7) days following such meeting, beanshall notify the faculty member by
letter of the final action taken. Ifldnited Academicsepresentative or attorney accompanied
the faculty member at the meeting referred toSection8.c of this Article, then such
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representative or attorney shall receive a copy of the letter. In cases involving issues of
professional competence, tBeanmust consult with the Faculty Standards Committee prior

to final action. In such cases, the time limits between the meeting referregection8.c of

this Article and the final action shall be extended to fourteen (14) days.

e. Upon receipt of the letter indicating what final action was taken, the faculty member may
exercisaheirrights under the grievance procedure. Any challenge by a faculty member to the
disciplinary action must be processed under the grievance and arbitration provisions of this
Agreement

13.9

The procedures i8ection 8 of this Article will not apply in cases where ti@hair, Deanor decanal
equivalent olProvostissues a written letter of reprimand. Such letters of reprimand may be grieved,
however, under the just cause standard.

13.10

In any case where thgniversityis contemplating the termination of a tenured faculty member or
suspensions of tenured faculty members that exceed thirty (30) days, the following procedures will
be used:

a. Initiation of Charges. A proceeding for termination or suspension for more than thirty (30)
days of a tenured faculty appointment shall be initiated bipé&aanof the college or school in
which the faculty member holds a primary appointment. In cases whdbe#mhas, or may
reasonably be perceived to have, a conflict of interest, the matter shall be referreDégrthe
to theProvost who will act in place of th®ean

Once the Dean has been informed of the alleged acts that may form the basis for such
discipline, except those that would constitute a critihe,Deanshall have ninety (90) days

after knowledge of the acts to complete any necessary preliminary investigation and, if the
concerns giving rise to the investigation have merit, to commence formal disciplinary
proceedings described {b)(I) below. In the case of disciplinary actions resulting from sexual
harassment or other unprofessional condih&, Deanshall have two hundred and seventy
(270) days to complete any necessary investigation. The parties may mutually agree to extend
the time periods for any investigation under this section.

Subject to the confidentiality guidelines set forth below, preliminary investigation must be
undertaken by thBean(or theProvostif the Deanis disqualified) to verify that the charges

are reasonably supported. Such investigation may include a conference betvizesmtired

the faculty member prior to the formalization of written charges. In cases involving issues of
professional competence, tBeanmay consult with the Faculty Standards Committee; in
cases where thierovostis presiding, thérovostmay consult with the Professional Standards
Committee. Such consultations, if deemed necessary, should occur prior to the issuance of
written charges.

Following such preliminary investigation, if tibean(or theProvosiin the event of th®eard s
disqualification) concludes that the concerns giving rise to the investigation may have merit,
the Deanshall prepare a written statement that indicates with particularity the nature of the
charges, their bases, and the supporting evidence. A copy of this statement shall be delivered
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to the faculty member by hand or by certified mail.

b. Opportunity to Respond. The statement of charges will expressly provide the faculty member
thirty (30) days within which to respond to the charges in writing. If the faculty member fails
to respond within the requisite time period, the case shall be egfeyr theDeanto the
Provost If the faculty member responds to the charges Dib@anmay undertake whatever
further investigation of the facts appears necessary or appropriate Deahmay proceed to
the steps described 8ection10.c.i of thisArticle.

c. Disposition of the Charges.

i By the Dean If, after preliminary investigation, tHeeandetermines that the charges are
without merit, the statement of charges and supporting documentation shall be sealed and
maintained centrally and exclusively in tB#ice of the General Counsel. Access to such
records shall be limited to persons to whom access must be granted under law. In cases
where investigation reveals conduct requiring further action other than termination of
appointment or suspension without pay more than thirty (30) daygshe Dean shall
initiate action suitably responsive to the concern. If preliminary investigation reasonably
supports the charges and appointment termination may be an appropriate reBaanthe
shall so notify the faculty member in writing and then forward the statement of charges,
their bases, and supporting evidence to Brevost In the absence of extenuating
circumstances, thBeanshould complete process steps that involveDianwithin thirty
(30) days following receipt of a written response to the charges, or thirty days from the
expiration of the period within which the faculty member must respond, whichever is less.

i. By the Provost The Provostshall review the statement of charges, and the supporting
evidence, and initiate any such additional investigation as may be necessary or appropriate
to determine whether further action is required. In cases where the matter is pending in the
first instarce before thdProvostdue to the unavailability of thBean the Provostshall
proceed in a manner consistent with the steps outlin&eatiors 10.a and10.b of this
Article.

If the Provostdetermines that the charges are without merit, the statement of charges and
supporting documentation will be sealed and maintained centrally and exclusively in the
Office of the General Counsélccess to such records shall be limited to persons to whom
access must be granted under law. In cases where the investigation reveals conduct
requiring further action other than appointment terminationPtbgostshall initiate action
suitable to the nature of the concern. If Bx®vostconcludeshat preliminary evidence
reasonably supports the charges and termination of appointment may be appropriate, the
Provostshall prepare a final statement of charges. Absent extenuating circumstances, the
stage of the process involving tReovostshould be completed within foHywe (45) days
following receipt of the case record from tBean

Should theProvosé s f i nal written statement of <charg
that previously developed by tizean it must be forwarded to the faculty member, who

shall begiven thirty (30) days within which to respond, in writing. If any response received
suggests the need for further investigation,Rh@vostshall supplement the investigation

as appropriate, completing it within thirty (30) days of receipt of the response.
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Within ten (10) days following finalization of the statement of charges or the conclusion of

any supplemental investigation, tlReovostshall transmit a copy of the statement of
charges, t he bases 't her edJhiversitgpred csaspppor ttim
President, th®ean and the faculty member.

d. Committee Hearing.

General A hearing on the charges shall occur before a committee constituted by the President in the
manner described below. The function of the committee is to conduct a full and fair hearing on the

charges, to provide the faculty member with an opportunity teelbed regarding the charges, and

to report its findings, conclusions and recommendations to the President. The objective of the

hearing is to achieve a fair and just result as expeditiously as possible, with due regard both for the
rights of the &culty member as an individual and the integrity of the institution as a whole.

I. Committee Appointment. Within fifteen (15) days of receipt of the statement of charges,
the President shall appoint a committee comprised of five (5) persons, at least three (3) of
whom must be tenured faculty equivalent or senior in rank to the facuibbereand no
more than two (2) of whom may Iears orDepartmentChairs. The committee members
shall select from among their membershi@hair who will oversee the operations of the
committee, including transmitting and receiving communications. Thed@éreshall also
identify two faculty members, each of whom shall serve as an alternate in the event that a
faculty member becomes unavailable to serve following the commencement of the
proceedings. The faculty members, including the alternates, will leetesel by the
President from a list provided by the faculty grievance committee of the Faculty Senate,
which shall develop written procedures for the selection of such individuals. A list of
proposed committee members shall be furnished to the faculty méribg charged, and
an opportunity shall be provided to challenge any proposed member for cause, meaning
actual or reasonably perceived bias or conflict of interest with respect to the faculty member
or the matters in issue. The President shall rule grsach challengesandh e Pr esi den
decision shall be final. The faculty member may also challenge the appointment of up to
two (2) committee members without stating cause.

il. Representatives. In connection with the hearing and subsequent related internal
proceedings, the faculty member may be represented by legal colthe®iown choosing
at their own expense, or by a neattorney advisor. Th&niversity, through its Office of
the General Counsel, will retain legal counsel to presentUthigersityd s case ( fit
Presenter 0). The Unmarsityithroygh itsdmedemtar wilkbe tbfertedh e
to as fAithe partiesod hereafter. The committ
legal counsel to advise it regarding the proceedings; in such event, counsel will be selected
by the Executive Committee of tB®ard of Trustees. Any attorney or advisor representing
a party in these proceedings shall be per
representative in these proceedings, includiagiressing the committee directly and
guestioning witnesses Uaited Acddemichas the gghtof r e pr e
representation at the proceeding, regardless of the wishes of the faculty member, to protect
the contractand the process.

ii. Transcripts. Th&niversitywill retain a court reporter to create a transcript of any hearing
conducted undeBection10d of this Article, with the exception of deliberations of the
committee or the deliberations of the Board of Trustees held in Executive Session. A copy
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of the hearing transcript and record will be provided to the faculty member free of charge.

iv. Notice of Evidence. Within thirty (30) days following appointment of the committee, the
parties will provide to each other through the committesgiperson a list of withesses and
documents they propose to introduce at the hearing, and a succinct summary of any
testimony expected to be offered by such witnesses. The list may be supplemented as
necessary or desirable in the exercise of due diligenmaded that reasonable opportunity
IS given to the opposing party to respond.

e. Hearing.

i. The hearing shall be scheduled as soon as possible after expiration of the thirty (30) day
period described in the precedisgction and shall continue until, in the discretion of the
committee, all relevant evidence has been promptly and fully presented. Strict rules of
procedure and evidence shall not apply to the proceedings, but it is the responsibility of the
committee to ensurthat admitted evidence is relevant, fair and reliable, and that both
parties are given adequate opportunity to confrontaiogsexamine adverse witnesses.
Witnesses testifying at the hearing shall be sworn or otherwise asked to attest to the truth
of their testimony by the court reporter. Witnesses whose evidence is necessary but who
are unavailable to testify may, in the distion of the committee, be asked to swear to
affirm the truth of the evidence by affidavit or comparable means.

The faculty member is permitted but not required to testify at the hearing. If the faculty
member declines to testify or otherwise participate in the hearing directly, the committee
should proceed on the basis of obtainable evidence.

The committee may request the testimony of additional witnesses or the production of
records from the parties or third parties in the exercise of its reasonable discretion.

ii. Burden of Proof. Th&niversity has the burden of persuasion with respect to the charges,
and must prove them by a preponderance of the evidence.

iii. Public Access. Issues of public access to the hearing and/or any associated records will be
resolved in accordance with governing law.

f. Committee Decision and Record. Following the hearing and its own deliberations, the
committee shall issue a written report to the President summarizing its evidentiary findings,
conclusions and recommendations. The parties shall receive a copy of thetogptner with
a transcript of the hearings and associated exhibits, and the record in its entirety, including the
statement of charges and any associated written response, and any and all briefs or similar
statements of argument from the parties. Suelterrals shall be delivered to the faculty
member by hand or by certified mail.

The faculty member being considered for discipline shall haeaty @0) days to appeal the

commi tteebdbs conclusions and recommendati ons
commi tteeds findings or conclusions are cl ea
capricious; or arrived at in violation of the constitutional rights of the faculty member. The
President on review of the evidence and consideration of thelfacy me mber 6s wr i t
may refer the case back to the committee fornsicteration. In response, the committee shall

Article 13 Discipline and Sanctions 26



consider the issues raised by the President and may or may not modify its recommendations.
If the faculty member declines to appeal, or if in response to the appeal, the President judges
there is no reason for the committee to reconsider its recommersldahenPresident shall

refer the matter to the Board of Trustees for aatiotheir recommendation.

Barring the referral of the case back to the
Board of Trustees should take place within twenty (20) days after the President receives the
commi tteebs report. I f t he eecfa seeonsidesation,éhe e r r e d
President ds referral of t he C a s extertuating t h e B
circumstancestake place within fortfive (45) days after the President receives the
commi tteeds original report.

g. Board of Trustees.

i. Any member of the Board who has, or may reasonably be perceived to have, a bias or
conflict of interest with respect to the case shall be excused from participating in or voting
on the matter. The parties shall be notified byGheairof the Board of Trusteesy their
designee, of all members of the Board and shall be given an opportunity to challenge any
Board memberdés participation for cause, me
or conflict of interest with respect to any party, or the issues in disputeCHdar of the
Board shall decide any such challengestaride cdhcesionrsidde final.

ii. Board decision. The Board shall convene within thirty (30) days of the date of issuance of
the committee report to consider the Presi
of the date of such meeting, the Board shall issue a written decision. CEnd Bay
sustain the Presidentdés recommendation or
President with specific objections. The President will then reconsider, taking into account
the stated objections and receiving new evidence if necessary. Thevidthandike its
final decision only after study of the Pre

A copy of the decision will be delivered to the parties either by hand or by certified mail.
In this decision, the Board will direct tHerovostto initiate action consistent with its
conclusions. A termination sanction shall be implemented in the manner described in
Sectionl0.c of thisArticle.

h. Gri evance. The faculty member shall have th
without the assistance bhited Academicsdirectly to the Vermont Labor Relations Board.

i. Confidentiality. Subject to legal disclosure requirements, all inquiries and proceedings
commenced and conducted under these provisions shall be undertaken with the utmost
discretion and with due regard for the reputation and privacy interests of thg faeahber.

All documents generated and developed or otherwise maintained in connection with
proceedings under these provisions shall be retained confidentially while proceedings are
pending, with access to such records permitted only insofar as necessagite the charges

or as required by law. If the faculty member is exonerated of the charges by the Board, records
of the proceeding shall be maintained centrally and exclusively in a sealed file maintained in
the Office of theGeneral Counsghnd access shall be limited to persons to whom access must

be granted under law. If the charges are determined to be meritorious in whole or in part,
records associated with these proceedings shall be maintained in the same manner as personnel
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documents generally and subject to the otherwise applicable guidelines regarding access.

j. Related Proceedings. In situations where facts germane to proceedings ursbstitisire
also at issue in factually related proceedings, records associated with such proceedings may be
considered in any hearing held und@action10 of this Article. Determinations reached by
other hearing bodies will be given such weight as either the committee for which this policy
provides or the Board deems appropriate. Tenured appointments may nonetheless be
terminated for cause only pursuant to the standamip@tedures described in ti8sction

k. Time Limits. The time limits contained in thi8ectionare expected to be followed in the
absence of extenuating circumstances.

I. Termination. Compensation shall cease as of the effective date of termination, which shall be
co-extensive with the date of the final adverse decision of the Board. These provisions may be
superseded by federal or state requirements and/or gramatrdctrestrictions that may
otherwise apply. Nothing in this provision shall restrict the right ofUheversity or third
parties to initiate civil actions or criminal prosecutions relating to the conduct that gave rise to
charges under thisgreement

1311

At any time during the investigation into misconduct, or while contemplating disciplinary action, or
while pursuing the disciplinary procedures of tiidicle, the University may place a faculty
member on a paid administrative leave of absence where continued active employment poses an
unreasonable risk of harm to the faculty member, other employees, students or others, or poses an
unreasonable risk of disruption Bhiversity programs and/or operations. In the sole discretion of

the University, such leavemay or may not include specific work responsibilities that could be
performed away from campus. The length of the administrative leave will correspond with the
investigation and/or disciplinary time periods un8ection7, 8 or 100of this Article. If a faculty

member is placed on such leave, the faculty member will be informed that they have the right to
contactUnited Academics

Any such paid administrative leave or alternative work arrangeno@utsr thisSectionshall not
itself be considered a disciplinary action.

Where a faculty member has been placed on an administrative leave as described above, and no
discipline is imposed, the faculty member has the right to meet witrtvest(or designee) within

30 days following cessation of the administrative leave to discuss any adjustmetiis thatlty
memberbelieves need to be made in any scheduled evaluations, including a tenure evaluation,
because of the possible adverse impact of the administrative leave. The faculty member may have a
United Academicsepreserdtive attend any such meeting.

ARTICLE 14- APPOINTMENTS AND EVALUATION OF FACULTY
Note:Article 14 includes the followinéectiors, which are listed here for your convenience.
14.1 Appointment Status

14.2 Split or Multiple Appointments
14.3 Annual Performance Reviews
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14.4 Guidelines, Criteria, and Procedures for RPT and Annual Performance Reviews
14.5 Appointments & Evaluation: TenwiErack and Tenured Faculty
Types of Appointments
Considerations Regarding Tenure
Schedule of Reappointment Reviews (Terlrack)
Extension of Probationary Period (TemiIneack)

e. Matters Involving Rappointment, Promotion and Tenure
14.6 RPT Timetable (Tenuré&rack)
14.7 Notice of NornReappointment (Tenuf€rack)
14.8 General Statement on Ndtenewals (Tenuré&rack)
14.9 Grievability (TenureTrack)
14.10 Appointments & Evaluation: Nerenure Track Faculty
Matters Involving Reappointment and Promotion
Lecturer and Senior Lecturer
Visiting Faculty
Clinical Faculty
Research FacultfNote: Section 10.f.iincludes information on Bridging Support)
Extension Faculty

g. Library Faculty
14.11 Notice of NofReappointment (Noifenure Track)
14.12 General Statement on NBenewals (NofTenure Track)
14.13 Grievability (Norlenure Track)
14.14 Recall Rights of Nefenure Track Faculty Following NeReappointment

apop

~ooo0op

14.1

Appointment StatusFaculty may be appointed to a tentnack, tenured or netenure track
position. All faculty are appointed to a particular academic department or, where the department
structure des not exist, to a particular Schoobllége, the Libraries or ExtensioRaculty may
receive a seandary appointment to a Matrixe@Gter.

A faculty member new to the bargaining unit shall be provided with an initial letter of appointment
which shall, at a minimum, document the length and type of appointment, FTE percentage, salary,
and bargaining unit status. An initial letter of appointmeit also be issued for secondary
appointment documenting the terms of appointment as noted above. If the terms and conditions of
employmenthangeas a result of a Personnel Action, a new letter will be issued.

The titles of Instructor, Assistant Preder, Associate Professor and Professor may be used to denote
tenuretrack and tenured faculty. Instructors, Assist®mbfesss, AssociateProfessos, and
Professors may be appointed for 9 or 12 months with an FTE of .75 to 1.0. The standard appointment
is 9 months at 1.0 FTE.

The titles of Lecturer, Senior LectureZlinical Instructor Clinical Assistant Pofessoy Clinical
Associate Pofessoy or Clinical Professor; Research Associate&s@éarchAssistant Pofessor
ResearchAssociate Pofessoror Research Professor; Extension Instructor, or Extension Assistant
Professoy Extension Associate Pofessoror ExtensionProfessor; or Library Instructor, Library
Assistant Pofessor Library Associate Rofessoror Library Professor may be used to denote-non
tenure track faculty.
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Lecturers and Senior Lecturers may be appointed for 8y 12 months with an FTE of .75 to 1.0.
The standard appointment is 9 months at 1.0 FTE.

The standard appointment for Lecturers and Seniotutexswill be an FTE of 1.0. However,
nothing shall preclude the University from appointing a Lecturer or Senior Lecturer to an FTE of
less than 1.0 but at least .75, depending on the needs of the School/College/Department/Unit. In all
cases, the Lecturer or SenLecturer will be notified ofheirfinal FTE no later than May 1.

Clinical faculty and Research faculty may be appointed for @r1@ months with an FTE of .75
t01.0. The standard appointmefar Clinical Faculty is 9months at 1.0 FTE. The standard
appointmenfor Research Faculty 2 months at 1.0 FTE.

Extension faculty may be appointed for 12 months with an FTE of .75 to 1.0. The standard
appointment is 12 months at .80 FTE.

Library faculty may be appointed for 12 months with an FTE of .75 to 1.0 FTE. The standard
appointment is 12 months at 1.0 FTE.

Tenuretrack faculty who are initially hired at the start of tBpring semester (January) shall
automatically be considered bargaining unit members on their first day of employment and shall
automatically have their probationary period extended for one semester \pitbvoostal approval.

The faculty member 6 sSpringsemestedmay benagsessed, &awevernin @ i a |
subsequent reappointment, promotion or tenure review.

Non-tenure track faculty who are initially hired to begin work at any time other than the beginning

of the academic year (or July 1 for 12 month positions) and who have an appointment that extends
for at least one complete academic or fiscal year shalhattcally be considered bargaining unit
members on their first day of employmeitowever, for purposes of the timing of annual
performance review, reappointment and promotion cycles, the initial partial appointment year will

not count. The faculty membed s wor k during their initial part
however, in a subsequent annual performance review, reappointment or promotion review.

A Lecturer or dinical faculty member who is appointed for an academic year, fooal month

term, and who is not a member of the bargaining unit due to an insufficient FTE (i.e. below .75) and
who, during the academic year, receives an increabeiin-TE to .75 or greater shall not become

a member of the unit until the subsequent academic year, assuming a continuation of an FTE of .75
or above, except in cases where the increase occurs before tifatenddd/drop period in the Fall
semester, irwhich case the faculty member will receive a new appointment letter and become a
member of the bargaining unit immediately.

A Research, Extension oilirary faculty member who is appointed for arhdnth term, and who

is not a member of the bargaining unit due to an insufficient (F€Ebelow .75), and who, during

the 12month term receives an increaséhair FTE to .75 or greater, may become a member of the
unit provided the increase in FTE is supported by guaranteed funding for the immediately following
9-, 10 or 12month period At the point of thischangein status a new appointment letter will be
issued outlining thehangeof terms and conditions.

No member of the bargaining unit at less than 1.0 FTE will be given a retroactive incrdese in
FTE or associated benefits that aféeiprior pay period.
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However, n cases when a faculty member takes on a new course assignment beforeothinend
add/drop period in thedH semester the faculty member will receive a new appointment letter and
the resutantchangen FTE and associated benefits will be made.

In circumstances where a faculty member who has had their FTE involuntarily reduced from the
previous academic year accepts an additional course assignment(s) after the end of the add/drop
period in the Fall semester, the University will provide compemsati the amount equivalent to

what they would have earned had their FTE been increased at the start of the academic year,
including any retirement contribution if such contribution would otherwise have been made.

The FTE will be adjusted prospectively; the faculty member will be notified and the workload form
will be adjusted accordingly.

In cases when a faculty member takes on new woring their appointment period pursuant to a
grant,contractor gift, they will be given an increase in FT&hd associated benefits provided the
faculty member notifiegheir Chair and appropriate college/school human resources personnel
according to established procedures. Following such notification the faculty member will receive a
new appointmentletter Compensation and any other adjustments, including retirement
contributions will cover the period ointe that the faculty member applies effort to the awarded
grant.

All other cases involving payment for neagsignmentsfter the end of the add/drop peritidht
could affect FTE wilinsteadbe eligible for compensation per the provisionsadfcle 19.

14.2

Split or Multiple AppointmentsFor faculty with split, or multiple appointments, there must be a
primary department (oCollege, School, Library or Extensiprthat is responsible for the
professional development and evaluation of a faculty member; for maintaining complete records;

for initiating recommendations concerning changes in appointment status; and for any eventual
tenure commitmat. The primary department (orollege, School Library or Extensiprand the
nature and extent of the funding and/ or effor
appointment(s) in the otheacademicdepartment(s) will be designated at the time of initial
appointment or o change of appointment statuShe reviews and recommendations of the
responsible administrator of any unitse( academic department, College, School, Library,
Extension and/or Matrix €nhte) in which a faculty membedrolds a secondary appointmenaklibe

requested by thBepartmentChair/ AssociateDeanor Deanof the primary unit and reported to

themin advance of the initial level of review by the primary unit for purposes of annual performance
review, reappointment, promotion or tenufgpointmentsto the Matrix Centersare secondary
appointments and will follow the practices and procedures spedifedow for secondary
appointmentsReviews and recommendations by administrators of secondary units shall be included
with the RPT materials being reviewed and su
Academic Recorfile in the primary unit.

Further, no member of the bargaining unit may hold split or multiple appointments of differing term
lengths e.g. a-8honth primary appointment and a-fr®nth secondary appointment. Appointment
lengths will be of the same length. This will not prevent altganember from earning additional
compensation, as describedArticle 19, during those months outside of theo® 10- month term
length.

Article 14.1Appointment Status 31

Article 14.2Split or Multiple Appointments



14.3

Annual Performance Reviews
a. DepartmentChaimpersons shall annually review the performance of faculty members in their
department®r units In schools withouChairs, this review shall be carried out by theanor
their designee, who will be another administrator holding faculty sta#lisough the faculty
member bears the responsibility of demonstrativedr achievement and potential in matters of
reappointment, promotion and tenut@hairs, Dears or Directors have a responsibility to
contribute to the professional development of the facaltynber by communicating to that person
their regular assessment of performance, progress and areas of strength and those in need of
improvement.

The annual review will include a report of annual activities by the faculty member and a review of
such materials along with student evaluations byCiherperson or, in schools withoGhairs, by

the Deanor their designee. The review will result in a written evaluation of the faculty member's
performanceand t hi s evalwuation shall serve as the
performance increases along with the factors listefriitle 18. At the initiative of the faculty

member, performance ewation may make reference to relevant accomplishments for which no
percentage of effort is recorded on the workload form.

The Chair/ Deands designee shall seek and incol
secondary units as described in Section 2 of this Article.

b. Reviews at the departmentdaschool level shall take plaeachSpringfor all faculty members
Although such reviews can occur at any time, the first such review must odelartly15 of the
first year of any nottenure track appointment and by April 15 fioe first year ofiny tenurdrack
appointmentSubsequent reviews for all faculty must occur by April 15th.

c. Annual reviews will focus on the performance of the faculty member during the previous two
semesterort he previous twelve (12) mont hs, whi ch
appointment period, but will also take into account the performance of the faculty member during

the preceding two (2) years if the faculty member was employed hynilersity. The Deanwill

instruct departments and units as to whether performance data on a faculty member should be
submitted on a calendar, fiscal or acadenaiarybasis.

d. Annual reviews shall include a formal meeting between the evaluator and the faculty maember
least every other year, except for probationary faculty for whom annual meetings are required.
However, either party may request a meeting in any given lyaaulty who are on Sabbatical or
Professional Development Leawe any leave, paid or unpaiduring any spring semester will

submit a report of annual activitich e eval uat or és fi nal assessmen
wi || be pl aced iAcadenncRecdrdkile,withtagopynpeowdedtto thesfaculty
membeiby May 15 A faculty member has the righttebuttheire v al uat or onetlaters s e s s Ir
than ninety (90) days following the i1issue of the eval
rebuttal shall be plAeadeenit Racordfile. he f acul ty memberl
14.4

Guidelines, Criteria and Procedures for RPT and Annual Performance Reviews

a. Department or School Reappointment, Promotion and Tenure) (&RITAnnual Performance
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Review Guidelines
Sectiors 14.471 14.10describe the criteria and standards of performance for the various types of
faculty as well as the procedures under which judgments in annual performance reviews are made
on the achievement and the potential of candidates for reappointment and/or prayhoiom
tenure track faculty, reappoment,formal peer reviewpromotion and/or tenuref denuretrack
faculty and promotion of t e n u r gerkral fstandands foy |, (A
evaluatiorcriteria and procedurékat apply to all typeof faculty appointmentpecified inl4.4.b
and 14.4.c, faculty irall academic departments and all academic units with responsibility for
making the first recommendation in RPT cases are required to prepare RPT and Annual
Performance Review Guidelines that elaborate on these criteria, standards and procedures. Such
guidelines should include additional specific descriptions of expectations for job performance in
the areas of evaluation and of procedures to be followed in making RPT decisions and annual
performance reviewdJnder no circumstances can such department, saroonit guidelines
establish lesser obligations or standards than stated elsewhereAridhes

The faculty of each department, school, and the libraries (including the Department
Chair/equivalent in a Starmlone School or School within a College) will develop and draft RPT
and Annual Performand@eview guidelines covering their paaiar faculty.In preparing such
evaluation guidelines all department or school faculty, tenured antenared,(including the
Department Chair/equivalent in a Staaldne School or Schowithin a College)shall have an
opportunity to provide input into what theséteria and procedures should G#nese guidelines

shall be put to a vote of all faculty in the department or equivalent unit. Following the participation
and vote of the faculty, the Chairperson or
summary of the discussion on the guides both favorable and unfavorable, and a written record

of the vote. These proposed guidelines, together with the summary and the record of the vote shall
then be sent to both the Dean and the faculty of the departmeqtizalent unitThe Deanand
Provostmust approve any departmentdtandalone School or School within a ColleB®T and

Annual Performance Review Guidelines. TPmvostmust approve such guidelines prepared by

an academic unit other than a departm&tandalone school, or a School withinGollege If

these guidelines are not approved by either the Dean or Provost, they will return to the faculty to
reconsider and resubmiithin six monthsAs an alternative to creating such additional guidelines,

a department may elect to use the guidelines issued by its college.

Committees and administrators making RPT decisions cannot augment or supplant the criteria for
RPT in theAgreementor departmental guidelineBepartmental guidelines may be interpreted,
explained, and defined by those who have to make the decisions. Although the criteria for RPT in
the Agreementand departmental guidelines may be interpreted, they cannot be changed or added
to. Decisions must be made on the basis of the approved criteria.

Departments and academic units with responsibility for making decisions regarding reappointment,
promotion and tenure cases must have approved guidelines (criteria and procedures) for RPT on

file in theProvosd s O RPTi andeAnnual Performance Review Guidelines shatebiewed

by the faculty of the depart me natleasaverydiceds) e mi ¢
yearsfollowing the process described abo@®uidelines that undergo changes at the department,

college or school level will beubmitted for approval to tHeérovosé s Of f i ce by Janua
following year The most recently approved guidelines will remain in force until new guidelines

are approved according to the process outlined above.

A unit member who is required to se@appointment gpromotion within a specified time frame,
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or who is required to be reviewed for tenure, may choose betwe&Pihguidelines in placat

the time of the last appointment, reappointment, or promotiarmenthey werehired as a tenure

track faculty member or any relevant n®&R®T guidelines that may have beerpapved by the

Provost prior to Mrch 30 of the calendar year the candidate subhaibsdossier forreappointment

or promotion or tenure. fle faculty member musbmmunicateheir choicein writing to the Dean

and Department Chafor equivalent supervisonjo later thansixty 6 0) days after tFh
Office approves any relevant nédRPT guidelines. Absent such written communication from the

faculty member the ne®RPTguidelines will apply.

All approved guidelines shall be distributed to all faculty to whom they apply and must be included
in the dossier of every candidate for reappointment, promotion and/or tenure. One copy of all
approved department and college or school guidelines will lssent toUnited Academics

Where external review is required, a copy of the guidelines shall also be sent to any external
evaluatorsSimilarly, for faculty being evaluated undefoamal peer review, approved guidelines

will be shared in the same manne

United Academicwill be provided the opportunity to review and comment on any changes in
University-wide forms used in the RPT processthe annual performance review process or any
other form related to the evaluation of faculty.

Department Chairpersongequivalent supervisol@fan designeesvho annually review the
performance of faculty members in their departments may recommend reappointment, promotion

and tenure to th®ean for eligible faculty. Consideration for promotion and/or tenure in cases

where such consideration is not otherwise mandated is required upon request of the individual
faculty member, except t hat a Lectureror canno
Lecturerunlesscredited service according to Articlel.10.b.TenureTrack Assistant Pofessors

and AssociatePof essor s may request fAearl yo considera

b. General Evaluation Criteria

Evaluation of &culty for reappointmentormal peer review (if applidde), promotion and/or tenure

shall bebased upon the candidateds record of per f
scholarship/research/ creative woderviceand any other areas assigned on the workload, e.g.
clinical (only areas pr es shaltbeavaluatad) candi dat eds

Each candidate is expected to be engaged in a program of work that is sound and productive and that
can be expected to continue to develop throughtweit professional career, consistent with the
needs and mission of the Universiand incorporating a commitment to diversity and inclusion.

In all instances, excellent intellectual attainment, in accordance with the criteria set forth below, is
the standard foevaluating faculty foreappointmentiormal peer review (if applicablepromotion

and/or tenure. Insistence upon this standard for continuing members of the faculty is necessary for
the maintenance of quality of the University as an institution dedicated to the discovery, preservation
and transmission of knowledge.

The University is committed to longstanding traditions of scholarship as well as evolving
perspectives on scholarship. The University further recognizes that the role of academia is not static,
and that methodologies, topics of interest, and boundariemvahd between disciplines change

over time. The University will continue to support scholars in all of these traditions.
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i. Teaching and Advising
This section shall apply only to faculty with Teaching or Advising defined as a part of their
workload.

Effectiveness in teaching is an essential criteinagvaluation of facultyor reappointmentormal
peer review (if applicable)promotion and tenure. The prime indicators of effective teaching
include, but are not limited to:

9 intellectual competence, integrity and independence.

1 evidence of knowledge of the field.

M evidence of a willingness to consider sugg:
teaching.

9 evidence of the ability to work with other faculty members in designing and delivering a
curriculum that fosters student learning.

9 evidence of the ability to present course materials clearly and effectively.

9 evidence of the capacity to structure the course and its assignments in ways that promote
student learning.

9 evidence of the employment of strategies to assest udent s6 | emneasng
teaching in light of the findings of those assessments.

f evidence of an ability to stimulate student

1

evidence of consideration of and/or incorporation of diversity and inclusiveness in the
classroom, advising, and/or mentoring, as appropriate.

Any additional criteria specified in college, school, unit and department guidelines shall
supplement the above list.

Academic advising entails advising students about their program of academic study and is an
important part of the mission of the University. It includes assisting them in course and program
selection, but it does not include supervising instructional acadeork, such as independent
study, theses, or dissertations. Interest and skill in the general guidance and academic advising of
students will be an important considerationdealuation of faculty foreappointmenformal peer

review (if applicable)promotion and tenure.

The parties recognize that no single set of measures and methods can be prescribed to evaluate the
quality of teaching or advising. Some of the measures and methods, however, may include but are
not limited to:

(a) Assessments by members of the candidateos
particularly if based on examination of course materials, team teaching experiences, observations

of the candidateds teachi naledutesgivendnthecandidate v i s |
or on the results of the candidateds teaching
members.

(b) Evaluations of teaching or advising by students, appropriately documented and interpreted, for
example through the use of student course evaluations, advising questionnairgsagcee
surveys, etc.

(c) Development by the candidate of new and effective techniques of instruction or assessment
and instructional materials, including textbooks, particularly when evidenced by acceptance at
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other colleges or universities. This may also include the development and assessment of web
based courses and the effective transfer of current courses telmsexbformat.

(d) Publications by the candidate on the teaching of his or her discipline in respected journals.

(e) Recognitions and awards for distinguished teaching.

() Evaluations from servickarning partners.

(9) Evaluationof teaching by a ctnstructor.

(h) Documentation of the utilization of active learning pedagogy by faculty professional
development and instructional design staff such as are employed by UVM's Center for Teaching
and Learning, Writing in the Disciplines Program, Commugitgaged Learning Office (CELO),

the Access Office, and the Residential Learning Communities.

(i) Serving as an advisor to student clubs or organizations that promote diversity and inclusion on
campus.

(j) Attendance at workshops and/or other professional development events regarding inclusiveness
in the classroom.

(k) Attendance at workshops on ndiscrimination, sexual harassment and diversity.

ii. Scholarship/Research/Creative Activity.

This section shall apply only to faculty with Scholarship/Research/Creative Activity defined as a
part of their workload.

Substantial and sustained scholarship/research/creative activity of high quality is an essential
criterionin evaluation of facultyor reappointmentiormal peer review (if applicablepromotion
and tenure.

Account shall be taken of the type and quality of creative activity normally expected in the
candidateds field. Documented evidence must be
creativity in the forms such as published research or recognitisticgoroduction, engineering

designs, and the like.

In certain fields, such as art, music, literature and theatre, distinguished production may be
evidence of scholarship in much the same way as analytical research is in other disciplines. In
evaluating artistic creat i ssessey agairtsthcaterix suchchs d at e
originality, scope and depth of creative expression.

Publication of any research or other creative accomplishment must be evaluated, not merely listed,
in reviewing the performance of a candidate for reappointrifaamal peer review (if applicable),
promotion or tenure. In disciplines in which competitive grant and contract support is available,
acquisition of external funding and a record of continuing support may be an indication of
recognized research competence and productivity. In some instarafessional activities, such

as service as editor of @rofessional journal or service as a major officer of a professional
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organization, may be considered as recognition of scholarly achievement. Textbooks, reports,
published research on pedagogy in the discipline and similar products connected with teaching or
public service may be considered scholarly work insofar as tlesgpr new ideas or incorporate

the candi dateds scholarly research, assuming
review, The wutilization of a candidateds sch
considered if documented evidencetloé impact of the work is provided. Works in progress

should be assessed whenever possible.

The University strongly supports collaborative and cissiplinary research; however, when
published work of joint authorship (or other product of other joint endeavor) is considered, it is the
responsibility of the candidate to documémeir role in the joint effort and of the Department
Chairpersoror equivalento establish that role as clearly as possible and to evaluate the candidate
in this joint effort.

The University recognizes scholarship of engagement, that is, research/scholarly activity
conducted in collaboration with, and/or for the benefit of, community stakeholders. Such research
should be judged on its research rigor as well as its influend¢eeahigcipline or some community

of people.

Appraisals of publications and other work in the scholarly and critical literature ntapbieered.

If the record of a candidate includes publication of journal articles, it is the responsibility of the
Department Chairpersaor equivalento document, clearly in the review information regarding

the publication and the standards of the journal and its standing in the discipline. If the record of
the candidate includes publication of a monograph, it is the responsibility of the Department
Charpersonor equivalento document clearly in the review the reviewing policies of the press and
to report reviews gblished subsequent to the appearance of the work. If the record of the candidate
includes presentations, invited and/or subject to peer evaluation, it is the responsibility of the
Department Chairpersar equivalento document clearly in the review the standards involved.

External Evaluation.

In cases involving tenure afwal promotion, the quality and significance of the work must be
evaluated by faculty members of the department as well as the Department Chairperson, or in
academic units without Chairpersons equivalent the Dean. In additionfor faculty with
Scholarship/Research/Creative Activity defined as a part of their workloadiepartment must

solicit evaluations from acknowledged scholars and practitioners in the discipline of the candidate

at other institutions, nationally or internationally. The materials siduhfor external review shall

include, within reasonable quantitative limits set by the Chair, all those selected by the faculty
member. These scholars and practitioners shou
capable of providing an objectv e , i nformed assessment ,the t he
external evaluators will have an academic rank equal to or above the rank of the promotion sought.

Evaluators will be selected according to procedures outlined in department or school RPT
guidelines. Whatever procedures are adopted, candidates will be given an opportunity to object, in
writing, to proposed evaluators for cause, meaning actual biasjodioe toward the candidate or

| ack of qualifications to review the candidat
communi cate to the Chair or Dean in writing a
standing. The authority teame the final list of evaluators rests with the Chairpeos@agjuivalent,
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or Dean, but in cases where the Chair or Dean chooses evaluators challenged for cause by the
candidatethe Chair or Dean mugptovide a written statement explainimlpy theydid not sustain

the written objections of the candidate. The final list of evaluators must be chosen in a way that
ensures that the candidate cannot identify who has been asked to serve as an external evaluator.

An fAarmbés | engtho eval uat or initheir abiltyppemwde an wh o i
objective evaluation of the professional performance and reputation of the individual being
evaluated. The following are examples of the professional or personal relationships that are
commonly perceived to put in question the objectivitamiexternal evaluator:

having acted as the thesis or dissertation advisor for the candidate

having been a faculty or student colleague at a previous institution

having been a emvestigator on grants, a -@uthor on publications or a -@oventor of
intellectual property

having related to the candidate by birth or marriage

having a financial partnership or consulting arrangement with the candidate

having a close personal or family friend (vacation together, godparents etc.)

E ] E ]

Evaluators who are personally known to the candidate are not, per se, excluded from eligibility,
nor are persons with whom the faculty member being evaluated may have discussed a project,
attended a conference or participated on a professional committee.

External evaluators should be solicited in confidence. The evaluators should be informed as to who
will see their letters of evaluation once submitted. In addition to providing the representative

selection of the c an dieduavdleatiligproypde the outside evalators , t h e
with the candidatebés C.V. and the RPT guidelii:
the reviewein their assessmentf t he candi dateds work. The fact

reappointmentp r omoti on or tenure has the right to se
that the identity of the evaluator will be protected by eliminating all identifying material such as
letterheads, names and titles and references.

While the candidate is not entitled to know the identity of the external evaluators, faculty members
and administrators who are reviewing the candi

iii. Service to the University, and in their capacity as scholars, to the community and the profession.

This section shall apply only to faculty with Service defined as a part of their workload.

Service to the University, and in their capacity as scholars, to the community and their profession

i's an essenti al part of the Universityds miss
contexts, such as Extension work (agriculture and natesaurces), clinical practice (health
disciplines), and field assignments (education or social work), service may be a principal
component of faculty responsibility and performance assessment. In such circumstances the quality

of the service must be addsesl through evaluations from those served.

Faculty may engage in service through effective committee or other activity relating to their
department or program, college or school, the University, or the Union. Faculty may make
contributions through effective participation in community, state, natmmnnternational outreach

or other endeavors relevant to their professional discipline, such as through service on
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governmental boards, commissions or task forces; accreditation teams, editorial boards, or peer
review panels; professional organization committees or boards; community partnerships;
involvement in local, state or national organizations that promote diversity and inclusivity in
society; andhe like.

Professional service activities shall be reviewed for evidence of demonstrated achievement, such
as effective and innovative service and leadership. A faculty member must provide evidence of the
quality of the service rendered, which may include evaludtyotihe officials or agencies served.

c. Procedures for Reappointment, Promotion and Tenure.

i. The Faculty Member In preparingheir dossier for second reappointment, promotion or tenure
review, the faculty member shall be responsible for preparing-a\&liation and the curriculum
vitae, which shall addreskeir work, guided by the relevant unit guidelines and workload forms
in the performance areas of teaching, advising, scholarship/research/creative work and service.

ii. The Department Chairpersorhe Dean may designate another administrator with faculty status

to fulfill the Department Chair responsibilities outlined below. In such instances the Dean will
provide the customary second level of review within the unit. Appointment of a desigmae is
required, however, and in those cases where no designee is appointed, the Dean will serve as the
only level of administrative review within the unit. While normally the Department Chairperson

or equivalentfulfills the reponsibilities outlined below, even in areas where there are Department
Chairperson®r equivalentthe Dean reserves the right to appoint a-lb@maining unit faculty

member (such as a director or vice chairperson) instead of the Chair to serve as the Dean's designee
for reappointment, promotion, and tenure purpobested Academicshall be notified when it

occurs.

The Department Chairpersonequivalent D e a n 6 s shalkebe riegpongbée for reviewing the
dossier for compl et eness .dheyshabhsaipsértanttie dogsiea Ch a i
|l etters by the Faculty Standards Committee (A0

RPT, as well as |l etters from the Professional
exist.
The Chairpersonr equivalent Deandés designee is required to s

applicable administrator of any secondary units, as describkd2nand the departmental/unit
faculty, subject to the following limitations:

91 All departmental/unit faculty are permitted to read and comment on the dossier. However, in
all tenure or promotion/tenure cases, only department tenured faculty are permitted to vote
on such recommendations.

9 In all other promotion cases whether tenurdérack or nortenuretrack 1 only those
department faculty who hold the same or higher rank than that being sought by the candidate
are permitted to vote on the promotion recommendation. However, a departmeaitawa
Associate Professors to vote on promotion to Professor if indicated in its RPT guidelines and
procedures. Whether tendrack or not, Professors are permitted to vote on any such case;
Associate Professors are permitted to vote on promotion tock$s Professor or Senior
Lecturer; and Assistant Professors and Senior Lecturers are permitted to vote on promotion
to Senior Lecturers.
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1 In cases where there are an insufficient number of faculty evaluators who meet these
standards, the department may utilize faculty from other cognate departments who do meet
these standards.

Prior to review by departmental/unit faculty t
in the dossier will be neither removed nor replaced as the dossier progresses through the various
levels of review. Additional material may only be added a fAcl osedo dossi er
guidelines referred to ih4.4.c.vi

Following consultation with departmental/unit faculty as described above, the Chairperson
equivalet Deands designee shall make a determinat:.
review and pr eparTeh ea COBtatameni&sll be tn ahe M ehatwritten
assessment of the candidateds r ecorelaantaredsi c h wi
ofthec a n d i wo&lipael assignmenssnd wi | | measure the candi dat
departmental, school or collegd’R guidelines, where such exist, taking into account the nature

of the type of RPT action il nvol ved. The Cha
circumstances of the appointment (e.g. significant administrative responsibilities) that warrant
considerai on in assessing the faculty memberds a
statement should also include a faithful summary of the advice received, both favorable and
unf avorable, from facul ty crelevanereas dtheigwotklbad c an d i
assignmentswvith a numeric, anonymous tally of the department vote. In cases where the
department includes multiple disciplines commonly recognized within academe, the Chair shall
separately summarize the views of faculty in the discipline of the faculty memberraasy.

The Chair shall prepare a faithful summary of
and unfavorable. The Chairdéds statement will a
outside evaluators, as Wvas the basis for selecting those evaluators and a description of their
qualifications and relationship to the candidate.

A faculty member shal/l be provided a copy of t
rebuttal to the file within seven (7) days from the date the statement was delivered either by email

or by email and by hand. At this time, the faculty membeay also write a rebuttal to any
comments made by outside evaluators.

A faculty member may elect to withdra¥eir request for RPT action within fifteen (15) days of
receipt of the Chairés statement. Such a dec
Department Chair and Dean. In academic units without Department Chairs, the Dean shall serve

as the first level chdministrative review unless the Dean has appointed a designee to serve as the

first level of review.

iii. The Dean In the case of both favorable and unfavorable RPT recommendations by a
Chair/ Deanbds designee, the Dean of the coll eg
RPT, unless the candidate elects to withdrawwiiting their candidacyfor reappointment,
promotion or tenure, in which case no further review shall be done. The Faculty Standards

Committee (AFSCO0O) of the college or school s h
approved RPT criteria. Composition of the FSC iedrined by the College/School/Unit and is
not subject to the voting limitations outlinedlid.4.cii The FSC will assess th

and make a written recommendation to the Dean on the proposed personnel action under review,
which will include the numerical anonymous vote of the Committee. Following review of the
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FSCO6s assessment and recommendati on, t he De
recommendation employing approved RPT criteria regarding the personnel action under review,
which shall be included in the dossier. Nothing shall preclude the Dean fronsgigguhe

candidate's record with the faculty member ptatheirdecision but the Dean shall be under no
obligation to do so. The faculty member shall
Deands written asses s metaltoghe dlenvdthinnten y10)alaysiofthe wr i t
date the letter was delivered either by email or by email and hand. Except in cases where the
Deands decision is the final Unwithdeawtkelrtequesact i o n
for RPT action within fifteen days of receipt
communicate their decisidn withdraw the file in writing to the Department Chair and Dean.

iv. The Provostin the case of both favorable and unfavorable RPT recommendations of the Dean,

for RPT actions that require Universitye v e | review, the candidateos
the Provostods office for reviewo) DlhethrofSessi
also review the candidate for RPT, employing approved RPT criteria. The PSC will assess the
candidateds record and make a written recomme]
of the Committee, to the Provast the proposed personnel action under review. The Provost may,

as theydeem appropriate, seek further consultation with the Chair and/or Dean about the candidate;
however, the Provost shall be under no obligation to do so. The Provost shall issue a written
determination with respect to the RPT action following review ofdhes si er and t he
assessment and recommendation. In cases of a negative decision, the Provost shall include an
explanation for the deci si onndshéllhcenstifite thefmat 6 s d
action of the University except in cases wher
In tenure cases, iIf the Provostos decision is
start of the subsequeatademic year.

v. The Provost shall automatically review any negative decision regarding the first reappointment
of a tenuretrack faculty member.

viiCl osedo Dossier
Throughout this process, the faculty member may append additional miaténigir dossieonly
under the following guidelines:

f The only fAadditional mat erial 0 that may be
achievement relevant to documents already submitted or referred to in the dossier, such as
an article accepted for publication that is referred to as under reviawyrant being funded.

Such material may only be submitted prior to March 15, the time that the Provost initiates
review. Such material shall be submitted to the Dean who shall ensure its placement in the
dossier.

1 Material that provides evidence to support a claim in the rebuttal and that was not submitted
in the original dossier may be attached to and submitted with the rebuttal.

9 Additional submissions and rebuttals will be added as identified attachments to the dossier,
such as a tab or site | abeled Arebuttal o or
not be changed.
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145
Appointmentsand Evaluation: Tenuf€rack and Tenured Faculty

a. Typesof Appointments.

i. Instructor (tenurdrack). The rank of Instructor is reserved faculty who have been hired on
tenuretrack but who do not yet have a terminal degree at the time that the appointment starts. A
faculty member with a terminal degreeheirfield may not be appated at the rank of Instructor.

An Instructor will receive an initial appointment for one year, and may be reappointed as an
Instructor for one additional year.

Faculty holding appointments as Instructors may not be granted tenure at the Instructor rank.
Instructors will be promoted automatically to the rank of Assistant Professor once the
requirements for the terminal degree have been sati$fieth instance may a faculty member

be appointed to the rank of Instructor for longer than two (2) years.

ii. Assistant Professor (tenutack). An Assistant Professor on tenttrack will be appointed
for an initial threeyear term and may be reappointed for up to two additionalyeo terms.
Appointmentsat the Assistant Professor level shall be on a probationary basis.

Tenure will be granted to faculty members initially appointed as Assistant Professors
concurrently with promotion to Associate Professor. Normally, tenure is grangedhgsistant
Professor at that rank only after a-gear probationary period, part of which may include service

to theUniversity at the rank of instructor. However, nothing in til\greementprecludes the
University from crediting prior service at UVM or at anoth&niversity as part of the
probationary period, provided this is done witie tapproval of thé&rovostprior to the initial

offer of appointment. Furthermore, the faculty member may request consideration for tenure prior
to their mandatoryyear.Such early request may only be made ofkcemal RPT consideration
begins with the department voteenial or withdrawal after a department vote both constitute
early considerationiThe faculty member, if denied early tenungyst present again during the
sixth year of the probationary periodorder to be considered for tenufe Assistant Professor

will be informed no later than the end of the sixth year of service whether tenure will be granted
or whethertheir seventhyear will be a terminal year of service.

iii. Associate Professor (tenutrack). The Universitymay initially appoint a faculty member as

a tenuretrack Associate Professon a probationary basik such cases, the Associate Professor

will be appointed for an initial twyear term and may be reappointed for an additionalyay

term prior to consideration for tenuRRPT guidelines for probationary Associate Professors must

be clearly established in writing and approved by the chair, the dean and the Provost at the outset
of the appointment. The faculty member shall be informeatiede guidelines in writing within

the first semester of the appointment.

An Associate Pofessor may request consideration for tenuir@r to their mandatoryyear. $ich
early request may only be mamiece.Formal RPT consideration begins with the department vote.
Denial or withdrawal after a department vote both constitute early considetbtienied early
tenure an associate professor mugiresent in the third year of the probationary period in order
to be considered for tenuré. probationary Associate Professor will be informed during the third
year of service whether tenure will be grantedbethertheirfourth yeawill be a terminal year

of service.
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iv. Associate Professor (tenured).enuredAssociate Professors includéssstant Professors
who have been tenured and promoted. In addition, with the prior approval Bfahestan
individual hired into the unit with the proposed titleAsfsociateProfessor may be reviewed for
tenure prior to the start of their employment.

v. Professor (tenured)The University may initially appoint an individual as Rrofessor.
However, no faculty member may hold the titleRsbfessor who is not tenured. Therefore, an
individual hired into the unit with the proposed titleRvbfessor will be reviewed for tenure prior
to the starof theiremployment

b. Considerations 8gardingT enure.

i. Tenure represents the commitment of threversityto the continued appointment of a faculty

member until retirement or resignation, termination for just cause, termination due to the inability

to perform the essenti al reqguirements of the
accommodationfor a physical or mental disability, or termination due to financial exigency or
elimination of an institutional program.

Only faculty members with the titles of Professor or Associate Professor are eligible for
continuous tenure. ClinicaExtension, library and Researcfaculty of all ranks, Lecturers and
Senior Lecturers are not eligible for tenure. If a Clini€xdtension, Libraryor Researchiaculty
member, Lecturer, Senior Lecturer or Visiting faculty member is subsequently appointed to a
tenuretrack position, and has prior service attheversity, part or all of such prior service may

be included as part of the patibnary period. This credit must be approved byRhavostin

their discretion prior to the initial offer of appointmefdllowing their considerationof the
recommendation of thBeanof the College or &ool.

ii. Tenure is only awarded in an initial appointment to the rank of Professeith the approval

of the Provost Associate Pofessor, subject to a pemployment tenure reviewgr upon

promotion of an Assistant Professor from withintheversityto the rank of Associate Professor,

or following an Associate Professords success

ii. A faculty member eligible for tenure shall not continue to be employed &lriversityin a
bargaining unit position beyond the probationary period, following a negative tenure decision,
except for completionf their terminalyear. Int h e P rsole dssrétiopthe Provostmay

make an exception to this rule but a decision byPitwerostnot to exercise such discretion shall

not be grievable.

iv. A tenured faculty member magceive salary support from career development award, a
UVM -administered research grant, an administrative position, or UVMnsbructional sources
without loss of tenure. In such casése regular faculty title shall be retained tine faculty
member.

v. With the written approval of th€hairmpersonor equivalentDeanand theProvost a faculty
member who idess than 1.0 FTE and holding the rank of Instructor, Assistant Professor,
Associate Professor may be placed on a tetragk or, except in the case of Instructor and
Assistant Professor, may be granted tenure. The length of the probationary period must be
identified in the initial appointment letter amdatch the length and timing of appointments,
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reappointments and tenure reviews as outlined for tenack faculty inSectiors 5.a., 5.b., and
5.c. d this Article based on the principle that tli¢herwise customary probationary period
represents fultime service. However, no facyltnember may hold the title oréfessor who is
not tenured.

c. Schedule of Reappointment Reviews for Terlmrack Faculty.

The initial appointments of tenuteack faculty with the rank of Instructor, Assistant Professor,
or Associate Professor are probationary in nature. Such probationary-trexclréaculty shall
have a reappointment review as outlinedection7 of thisArticle. The review for Instructors
and the first reappointment for Assistant Professors shall take place onlyDegpihiement and
College/Schoolevel.

d. Extension of Probationary Period for Tendmack Faculty.

i. Any University approved leave of absence of one semester or more will automatically extend
the probationary period for one year. A faguttember may also apply to themartmenChair

or equivalentand Deanfor an extension of the probationary period for one year whenever the
University approved leave is less than one semester but at least two weelroVhstshall
decide whether or not to extend the probationary pémititeir discretionfollowing consultation

with theDean who in turn shall congwith the Chair or equivalent

ii. Even if no leave of absence has been taken, a téragle faculty member may request an
extension of the probationary period for the following reasons:

(a) Whentheynewly become a parent or legal guardian of a minor child during the probationary
period.

(b) When there are extenuating personal circumstances that may significantly impede the faculty
member 6s progress toward tenure such as seri
responsibilities for an i mmedi amneediatedamilyl y me
me mb shalldnclude a child, spouse, civihionpartner, or parent.

(c) When there are extraordinary professional circumstances beyond the reasonable control of the
faculty member.

Application for extensions for becoming a parent must be made in writing either prior to the event
or within two months after the faculty member becomes a parent or legal guardian of a minor
child. In all cases, however, the application must be submitied o the beginning of the
academic year in which mandatory review for tenure must occur.

Application for extensions for other reasons must be made in writing prior to the beginning of the
year in which mandatory review for tenure must occur. Such applications must state and
document how the extenuating circumstances are impeding, or hasdadywrogress towards
tenure.

In all cases, applications shall be made tadbkan who, after consultation with thedpartment
Chairor equivalentshall make a recommendation on the application t@tbeost TheProvost
shall make final decisions on any such applications. Extensions for newly becoming a parent or
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legal guardian for a minor child during the probationary period shall be granted in all cases.
Extensions for other reasons shall be granted Ptbgostconcludes that the circumstances have
significantly impeded progress toward tenure. Hrevosb s deci si on wi | | n ot
arbitrarily or capriciously.

The Provostshall notify the applicant within thirty (30) days of receiving the recommendation
from theDean

In all cases, the maximum amount of time that the probationary period may be extended for any
reason, or combination of reasons, is three (3) years fassistanProfessor and two (2) years
for anAssociateProfessor.

iii. If a faculty member originally appointed 1.0 FTE to a teritaek position subsequently serves

less than 1.0 FTE, the probationary period may also be extended. Such extension must be requested
by the faculty member at least one year in advance of theag@mpi of the original probationary

period and must be approved by @@aipersonor equivalentDeanand theProvost

iv. No request for extension will be granted if a ieappointment notice has been issued.

v. A faculty member who receives an extended probationary period dudrtivexsity-approved

leave of absence or other reasons delineated above shall not be under additional expectations
regarding consideration for tenure, nor shall the faculty member be penalized for requesting and
receiving an extension of the probationary period.

vi. All such probationary period extensions shall be memorialized in writing dyeha

e. Matters Involving Reppointment, Promotion and Tenure

Initial Reappointment Review

The review of Assistant Professors for first reappointment and Instrdotaesappointment will

include a formal peer review by the department and faculty standards committee in accordance
with procedures described in approved unit guidelines.

In the absence of relevant language within approved unit guidelines the voting procedures
described irl4.4.c.ii apply.

Second Reappointment Review, Promotion or Tenure

Faculty will be evaluated for second reappointment (Assistant Professors only), promotion or
tenure in accordance with the procedutescribed in approved Department/Unit RPT guidelines
as describeah Article 14.4.

14.6

RPT Timetable for Tenur&€rackand TenuredFaculty.

TheProvosthas the authority to set the specific schedule for RPT decisions for each academic year,
except for decisions pertaining to tentir&ck Assistant Professors in the second year of their first
(threeyear) appointment, in which case the authority to sestthedule rests with tiigean The

dates below are meant to provide a general timetable, and it is understood that it is listed as a guide
only for the participants in the process.
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In September: Provost s Office distributes th
By October 30: Deans forward to the Provostoos
for second reappointment, promotion and/or tenure in the academic y
By November 30: | Department Chairs submit completed RPT dossiers to the Dean.
schedulesshall be determined by each college/school to allow time
reviewby college/school standards committee.

By December 15: | Deans send notices of appointment or-nesgppointment to tenwiteack
Instructors and Associate Professors in their second year of service

By January 15: Deans forward RPT dossiers and
Office.

By March 1: Deans send notice of appointment or sneappointment to tenwiteack
Instructors in their first year of service.

By March 15: Review of RPT dossiers by PSC are completed.

By April 15: Chairs submit written annual performance review assessments to the
for tenuretrack faculty in their first year of service.

By April 25: Provost s RPT deci sions communi

By May 1. Deans send notice to faculty of promotion and tenure decisions f(

following academic year and of second reappointment decision
Associate Professonms their third year of service.

14.7

Notice of nonreappointment of a tenuteack Instructor, Assistant Professor, or Associate Professor
shall be provided in writindoy the Deanto the faculty member. The following schedule of
notification shall be based upon consecutive years of uninterrupted service as-tréeRueeulty
member at th&niversity.

a. Not later than March 1 of the first academic year of service if the appointment expires at the end
of that appointment year or, if a egear appointment expires during an academic year, at least
three (3) months before its expiration.

b. By December 15 of the second academic year if the appointment expires at the end of that
appointment year or, if an initial twyear appointment expires during an academic year, at least
six (6) months before its expiration.

c. At least twelve (12) months before the expiration of an appointment after two (2) or more years
in the institution.

d. These notice periods do not apply to terminations for cause or retrenchment terminations.

14.8

Non-renewal of an appointment does not carry with it implication of incompetence or misconduct
on the part of the faculty member. In addition to the right obihigersitynot to reappoint any nen
tenuredfaculty member for individual performance reasons, such decisions may be based on a
variety of reasonably derived administrative, financial or policy reasons.

Article 14.6RPT Timetable (Tenuférack)
Article 14.7 Notice of NoRReappointment (TenwErack)
Article 14.8General Statement on Ndtenewals (Tenur@rack)
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14.9
A faculty member who is denied reappointment, promotion or tenure shall not have the right to
grieve any of the individual recommendations in the process but instead shall only have the right to

grieve the final action of therovost(or Deanor Directorin cases where tHeeanor Director is the
final level of administrative review) and only on the followeltegedgrounds:
a. procedural violations in the review process that niatgrand adversely affected the
outcome of the case;
violations of the AntiDiscriminationArticle of the Agreemenbccurred
violation of the candi dat e tAgreemenacdueredi ¢ Fr eed
the decision was arbitrary or capricious and/or;
decision was in violation of Constitutional riglukthe faculty member

cooo

14.10
Appointmentsand Evaluations NonTenure Track Faculty
a. Mattersinvolving Reappointment and Promotion

i. Reappointment Review

A nonttenure track faculty membavho is eligible forreappointmentonsideratiorshall be
reviewed for reappointment prior to the expiratiortradir appointment according the notice
periods outlined irBectionll of thisArticle. Reappointment reviews shall be completed by the
DepartmenChairDeard s d e. Prbcgduresedescribed in approved unit guidelines for non
tenure track faculty shall apply to those faculty members being reviewed for reappointment.

ii. Formal Peer Review

Notwithstanding the abovéecturersand allClinical, Extension Library andResearcHaculty
membes at the rank of Instructor, Lecturer, Research Associate, and Assistant Prafassor
have at least orfermal peereviewthrough the level of th€ollege/School/Unievery four (4)
years. At the Dean's discretion, and after discussion with the faculty member, such review may
be adjusted to the 5th or 6th year in order to coincide with the expiration of the faculty member's
appointment. No such review Wbe required if the faculty member is resigning or retiring.

Procedures described in approved unit guidelines fort@mme track faculty shall apply to
faculty undergoing a formal peer review. Such approved guidelines shall describe the level of
input to be providedby department/unit faculty and Faculty Standardsn@ittee during the
formal peer review. In the absence of relevant language within approved unit guidelines the
voting procedures described$ection 5.fii shall apply.

After the second Formal Peer Review, these reviews shall be refpritezttures, Instructors,
Research Associates, and Assistant Professors (Clifteslearch, Extension, and Library)
every six (6) years unlessquested by the faculty member earlier.

For faculty who have achieved the rank of Senior Lecturer, Associate Professor (Clinical,
Research, Extension, and Librgrgr Professor (Clinical, Research, Extension, and Library),
Formal Peer Reviewsill be required only at the request of the faculty member or at the request

of the Chair Any such request for a formal peer review made by a Chair for faculty at this rank
shall be no more frequent than every six (6) years, as described above, and it shall be aligned
with a reappointment review, unlessquested earlier by the faculty membeaculty in this
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category will still undergo reappointment review by the Chair and the Ddanwill assess
their records before recommending reasippment. These reviews must be conducted per the
procedures described in unit approved guidelfoesontenure track reappointment.

iii. Promotion Review

In the year in which a netenure track faculty member applies for promotion, a formal review
shall take place at the department, collegabol/unitand University level following the
procedures outlinedide ct i on 5. f of this Article except
external evaluations solicited for néenure track faculty who have been solely engaged in
teaching, advising and service. However, approved unit guidelines may specify a requirement
forexternalevalat i ons ot her™ than fAarms | ength

A review of the promotion dossier for reappointment of the candidate will simultanecasiy
and t&e place at the department andll€geSclool/Unit level. If a negative reappointment
decision is made, the promotion process will termiaatbe College/&ool/Unit level.

b. Lecturer and Senior Lectureh Lecturer will initially be appointed for a term of one year and
may beappointedn theUniversityd s s ol e di screti on f oHowever, addi t
in the Dean's discretion, a Lecturer may be appointed for an initial term of two (2)Afteties.
conclusion of two (2) years of consecutive service atlthigersityas a bargaining unit Lecturer,
or as a Visiting faculty member, or a combination of years thereof in such rank$)veesity
in its discretion dcides to reappoint the Lecturer, thriversity will appoint the Lecturer to a
termcontractof two (2) years. Any further Lecturer appointments shall also be for two (2) years
with a formal review by th€ollege/School/Uniin the fourth year.

At the conclusion of four (4) years of consecutive service at the University as a bargaining unit
Lecturer, or as a Visiting faculty member, or a combination of years thereof in such ranks, if the
University decides in its discretion to reappoint the Lestuthe University will appoint the
Lecturer to a term contract of either two (2) or three (3) years. Any further Lecturer
appointments shall also be for two (2) or three (3) years.

A decision not to offer another appointment to a Lecturer shall not be grievable except as
otherwise provided isection13 of thisArticle.

The Lecturer will initially be eligible to be considered fmomotion tothe rank of Senior
Lecturer at the stadf their fifth year (within the most recent eight year period) of-funfie

(75% or more) service at théniversityas a bargaining unit Lecturer, or as a Visiting faculty
membemwho served in an instructional capacily,combination of years thereof in such ranks.
However, nothing in this Agreement precludes the University from crediting prior years of
serviceat UVM or another University as part of the years of service requirement for promotion.
If the Lecturer$ promoted as a result of the review infiedle of an appointment tegrthen

the remainder of the Lecturer appointment will be converted to a Senior Lexbpeantment

with the appropriate adjustment to compensation per Article 18. Following the expiration of
such a converted appointment, the Senior Lecturer shall then be reappointed to terms of three
(3), four (4), or five (5) years assuming satisfactoryiiatson and continued need.

Any time spent on d&Jniversity-approved leave of a semester or more shall mean that the
academic year in which the leave was taken shall not count toward thgeagiperiod referred
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to above.

An applicant who receives an adverse decision regarding promotion nonetheless remains
eligible for consideration for additional reappointments as a Lectureghagchay reapply for
promotion following an additional period of two (2) consecutive years of employment as a
bargaining unit Lecturer.

A Lecturer or Visiting faculty member who somoted to the position of Senior Lecturer will
initially receive a threeor four-year term of appointment. Senior Lecturers shall be reappointed
to terms of three (3), four (49r five (5)years assuming satisfactory evaluation and continued
need.A second reappointment for a Senior Lecturer shall be for terms of four (4) or five (5)
years.The length of the Senior Lecturer appointment and reappointment will be based on the
needs of the department as asse$gethe Chair and Deantaking into account budgetary,
enrollment and programmatic consideras for the school or college.

The Provost shall automatically review any negative decision regarding the reappointment of a
Senior Lecturer

TheProvostmay also appoint faculty new to thimiversityto the rank of Senior Lecturer with
a two, three or fouryear appointment following discussion and consultation with the
department or academic unit involved.

Evaluation Criteria Lecturers

i. Lecturers shall be evaluated on the basis of their teaching, advising, service and research
related to teaching following the criteria described in Section 5.e of this Article, commensurate
with their assignment distributions towards such endeavors, afordetin the Annual
Workload PlanSuch criteria may be elaborated upon in unit RPT Amaual Performance
Guidelines

i. Decisions regarding promotion to the rank of Senior Lecturer, and reappointments of Senior
Lecturers, will be based upon an assessment of the performance of the applicant over the
previous qualifying five (5) years (for initial promotion) or over the pyasiSenior Lecturer
appointment (for reappatment as a Senior LectureAt all levels of review, evaluations will
be based upon consideration of whether the applicant has met, relative to areas of assignment
and commensurate with teaching, advising, aedeand service assignment distributions as
set forth in the Annual Workload Plan, the same standards applicable tottackréaculty
as outlined in Section 5.e of this Article andigh may be elaborated upon in Department and
School or College RPT and Annual Performancedélines.

Procedures in Matters &eappointmenand Promotion.

Procedures described i8ection 10.a-ii of this Article and those described in approved
departmental and college/school/unit RPT guidelines fortenuare track faculty shall appfpr
faculty being reviewed for reappointment

The procedures described in Secs$iérf and 10.a.iiiof this Article shall apply for faculty who are
seeking promotion, except that there shall be no external evaluations solicited for Lecturers seeking
promotion to Senior Lecturer.

c. Visiting Faculty.
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A Visiting faculty member is normally someone who holds an appointment at another institution but
has been given a temporary appointment to teach and/or conduct research at the University. A faculty
member may be appointed as a Visiting faculty membearfanitial period of up to two (2) years,

the length of such appointment being within the sole discretion of the University. Such a Visiting
faculty member shall not be a member of the bargaining unit unless previously employed by the
University. Faculty mmbers shall not serve in visiting appointments for more than two (2) years.

d. Clinical Faculty.

Clinical Instructorswill receive aoneyearcontractthat is renewable annually. The rank of Clinical
Instructor is intended for faculty who presently lflo& educational level and experienceGtinical
Assistant Professa@s specified in approved unit guidelindss.no case shall a faculty membeno

has achieved the educational level and experiencEliinical Assistant Professdre appointed at

the rank of hstructor. However, conversion to the rank of Clinical Assistant Professor will occur
when theeducational level and experience @mical Assistant Professdias been obtained.

A Clinical Assistant Professor will be appointed for an initial 4ye@ar appointment and may be
reappointed for additional periods of two (2) yedrke rank ofClinical Assistant Professas
intended for faculty who have achieved the educational level and experience as specified in approved
unit guidelines.

A Clinical Associate Professor will be appointed for an initial appointment of four (4) years and may
be reappointed for additional periods of four (4) ye@he rank ofClinical Associate Professas

intended for faculty who have achieved the educational level and experience as specified in approved
unit guidelines.

A Clinical Professor will be appointed for an initial appointment of sixo(6even (7years and

may be reappointed for additional periods of sixof@even (7years.The rank ofClinical Professor

is intended for faculty who have achieved the educational level and experience as specified in
approved unit guidelines.

EvaluationCriteriai Clinical Faculty Faculty holding the ranks dElinical Instructor Clinical

Assistant Professor, Clinical Associate Professor and Clinical Professor shall be evaluated for
reappointmentandfpr omoti on based upon the candidateds
areas of teaching, advising, scholarship/ research /creative work and secluckng clinical

practice as appropriafellowing the criteria described iBection5.e of thisArticle, commensurate

with assignment distvutionstowards such endeavors, st forthin the Annual Workload Plan.

Such criteria may be elaborated upon in BRIRT and Annual Brformance guidelines. This shall
include external review for promotion #ssociate and Full Clinical Professahich evaluates

clinical practice. The external reviewers may include but are not limited to former students,
community members, patients, and practitioners in the fielh eval uating t he
performance in these areas, reasonable flexibility shall be exercised, balancing, where the case
requires, heavier assignments and resjaities in one area against lighter assignments and
responsibilities in another.

Clinical Practice Evaluation Criteri®emonstration of active engagement in quality eviddrased
clinical practice that may include patient care and/or consultation related to their area of teaching
and clinical specialty; the prime indicators of practice effectiveness, sources of evatehceteria
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for evaluating performance are listed in the@ i AnriualReview Guidelinesfor Clinical Faculty.

Procedures in Mattexsf Reappointment and Promotid@linical faculty member will be reviewed
for reappointment under theqezedures described 8ectionl0.a. of this Article Further, procedures
as described in approveépartmentaandcollege/schoolinit RPT guidelinepertaining tcClinical
Facultyshall apply The procedures described3ection5.f of thisArticle shall apply for faculty
who are seeking promotion

e. Research Faculty

i Lengthsof Appointments

All Research faculty will initially be appointed for one year and may be reappointed for
additional periods as described herein, provided the length of any such appointments or
reappointments shall be solely within the discretion ofdhaversity. Research faculty of all

ranks will have their appointment renewed as outlined below if grant funding remains available
and subject to favorable annual performance reviews.

If the grant/contract funding is guaranteed for two or three years, the principal investigator,
regardless of rank, shall receive a contract of the same length.

Faculty appointed at the rank of Research Associate will receive a oneoygaactthat is
renewable annually.

Faculty promoted to or appointed at the rank of Research Assistant Professor will receive a one
yearcontractthat is renewable annually for an additional year.

Faculty promoted to or appointed at the rank of Research Associate Professor will iceive,
least, a one yeaontractthat is renewable annually for an additional year.

Faculty promoted to or appointed at the rank of Research Professor will reddeast, a one
yearcontractthat is renewable aoually for an additional year.

Under exceptional circumstances, deemed bytiogostto be in the interest of the institution,
the University reserves the right to establish a longer initial appointment period for research
faculty up to a maximum of five (5) years.

Appointmentsand reappointments for research faculty are contingent upon available funding.
If the restricted funding ceases, or if there is a significhanhgein the nature of the funded
activity the appointment may be terminated or reduced in piizided written notice is
received by the faculty member at least thirty (30) days before the expiration of the funding. If
such thirty (30) day notice is not given, the faculty member will receive pay for whatever notice
has not been provided.

ii. Bridging Support.

(@) In cases where external fundimgll terminate bridge funding for the compensation
(salary and/or benefits) of the Research faculty member byrheersity of up to nine
(9) monthamaybe available for the Research faculty memslasrdescribed below.
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In all cases where a new grant has been awarded, and where there is a definite date for the
start of the new grant, bridge funding shall be automatically approved if the hiatus period
between the start date of the new grant and the expired grant is otreantass. The FTE

will be either the FTE of the expired grant, or the FTE of the new grant, whichever is smaller.

If a research faculty member with more than six (6) consecutive years of service with the
Universityin a research capacity has met the criteria betlogy;shall then be entitled to up

to nine (9) months of health insurance continuation with angespremium contributions as
would apply to other faculty members. In other instance®damshall review these criteria

and shall deciden their discretion whether or not to offer bridge funding, and if so, to what
extent.

(b) In all cases, the Dean shall decideheir discretionwhether or not to approve bridge
funding, and if so, to what extent.

(c) A research faculty member who has serttage (3) or more consecutive years at the
University as a research faculty member and who has made demonstrable progress
towards the attainment of new grant funding, or is named as an expected members of a
proposed grant team, anlieves they meet the criteria in &tion ii.(g) below may
request bridge funding.

(d) As soon as is practical after it is known that bridge funding would be nesattefore
expiration of the f &esearch fgdty membdr shalloneetwith ndi n g
the DepartmentChair andDeanorDeard s desi gnhee to deter mine
alternative dutieshat could be performed during a bridge penwaould best serve the
University.

(e)Requests shall be submitted to the Deands
days prior to the expiration of the grant
take the form of a brief written narrative to the Dean that addresses eheHalfawing:

A discussion of the circumstances that have led to the need for bridging support

A description of the researchero6s propc

(2) years.

A statement of the amount of time for which bridge funding will be needed.

The extent of bridge funding requested;

A description of t he r es @lamestihngegradts r ol €

received ovethe lasthree(3) years (title of project, sponsor, amount, duration)]

A list of pending internal/external proposals submitted by the faculty member or

other researcher that names the researcher as an expected member of a proposed

grant team (present title of project, sponsor, amount, duration, anticipated decision

date)

9 A description of the work the researcher intends to undertake during the period for
which bridging support is requested;

9 A statement of support from the Chair or equivalent of the employing unit (for the

research appointment) t hat i ncludes th

proposed research directions, the priorities of diepartment, college¢hool

and/or University and that addresses the commitment of the employing unit to the

= = =4 = = =
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continued employment of the applicant if external resources are made available.

(M In the event of an unexpected withdrawal or termination of grant funding, the research
faculty member shouldubmittheirrequest as soon as possible.
(g) The following criteria shall be considered by the Dean in evaluating bridging support

requests:
9 The quality and signif,icance of the res
M9 The researchero6s history of evaluations
M1 The researcher s past expéortheewodke i n obt
M1 The researcherod6s potential ;for obtainin
91 Evidence that the applicant has submitted a grant application for which a funding
decision is expected within nine (9) months by an external agensyhamed on
a pending grant applicatipn
M1 Evidence that t he r eng avithrunithaed idsstutionad r kK |1 s

priorities

(h) Notification of funding decisions will be made within four (4) weeks of the receipt of the
request in the Dean's office. Bridging support may be approved to replace all or a portion
of the faculty member's expired external funding. The salary bridge mpgrbal, i.e.
less than 1.0 FTE or full, i.e. 1.0 FTE. The length of the bridging period may be extended
at any time at the discretion of the Dean. The faculty member's workload assignment will
be modified by the Chair, or equivalent, so as to be consigti¢h the funding source.
Such bridging shall cease when external funding is secured or the period of the bridge
funding expires, whichever occurs first. Should external funding not be secured by the
faculty member by the expiration of the bridge funditigg portion of the appointment
financed by the bridge funding will be terminated.

() Research faculty holding joint research and instructional appointments may apply for
bridging support for the research appointment.

iii.  Evaluation CriteriaResearch Faculty
The criteria described iSection5.c of thisArticle shall apply, provided thd&esearch faculty
shall be reviewed only relative to the quality of performance in scholarship/research work and
other dutiesas expressly assigned and commensurate with assignment distributions as recorded
in theAnnualWorkloadPlan.

iv.  Procedures in Matters of Reappointment
Research faculty members will be reviewed for reappointment under thedpres outlined in
Section 10.a:ii of this Article. Further, procedures as described in approved RPT guidelines
pertaining toResearctiaculty members shall apply.

v. Procedure for Promotion
The procedures describedSection5.f. of thisArticle, including external evaluation, shall apply to
Research faculty who are seeking promotinoluding external evaluatiofor those seeking
promotion to Asocide and FulllP o f e s s o rr mMise vieelnsg.t hifibA ext er nal eval
however, for promotion of Research Assodato aResearch Assistant Professor.

Research faculty are not eligible for tenure. If a Research faceltyo@r is subsequently appointed
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in a tenurerack position, and has prior service at Wwversity, part or all of such prior service
may be included as part of the probationary period. This credit must be approvedbyvibstin
theirdiscretion prior to the initial offer of appointment upon the recommendation Dieifueof the
college or schoahnd stated in the letter of appointment for the tetnaek position.

f. Extension Faculty.

All Extension faculty will initially be appointed for a one year term and may be reappointed for
additional periods as described herein provided the length of any such reappointment shall be solely
within the discretion of theUniversity. In all instances, Extension faculty of all raéks
reappointments are subject to favorable annual performance reviews, funding availability and
continued need for their work.

Extension faculty whose base salary is .80 FTE and are on a 11 or 12 month appointment and who
t hrough grants or ot her assignment s, i ncrease
contribution and other benefits based on their total FTE.

i.  Types of Appointments
The position of Extension Instructor is intended for faculty whom the unit plans to hire as an
Extension Assistant Professor but who has yet to comgilébeir graduatedegree requirements
as specified in the letter of appointment. However, conversion to the rank of Extension Assistant
Professor will occur when the requirements for the graduate degree have been satisfied. An
Instructor will receive an initial appointmeifar one year, and may be reappointed to the rank of
Extension Instructor for one aitidnal year.

Extension faculty promoted to, or reappointed at, the rank of Extension Assistant Professor will
receive an appointment for up to two (2) additional years. Extension faculty promoted to, or
reappointed at, the rank of Extension Associate Professor waiveean appointment for up to

two (2) additional years. Extension faculty promoted to, or reappointed at, the rank of Extension
Professor will receive an appointment for ugdor (4)years.

i. An eligible Extension faculty member who converted the general fund/experiment station
portion oftheir appointment to a tenured position, under provisions set forth in the collective
bargainingagreemerst between the tited Academicand UVM (full time faculty unit) in effect
from February 6, 2003 and June 30, 2008, shall remain in the full time faculty bargaining unit
untiltheyaref ul |y retired regardless of such facul't

iii.  Evaluation Criteria

Extension faculty shall be evaluated for reap]
record of performance in the areas of teaching and advising, scholarship/research/creative work and
service.

In evaluating the performance of the faculty member with respect to these criteria, reasonable
flexibility should be exercised, balancing, where the case requires, heavier assignments and
responsibilities in an area against lighter assignments and rdsipbesiin another. Each faculty
member is expected to engage in a program of work that is sound and productive, and which
continues to develop throughout his or her professional career, consistent with the needs and mission
of theUniversity.

iv.  Specific CriteriaExtension Faculty
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(a) Teaching
Effectiveness in teaching is an essential criterion for reappointment, promotion and tenure. The

prime indicatordor effective teaching include, but are not limited to:
9 intellectual competence, integrity and independence.
1 evidence of knowledge of the field,
1 awillingness and capacity to grow in the field.
1 evidence of a willingness to consider suggestions that emerge from peer review of teaching.
9 evidence of the ability to work with other faculty members in designing and delivering a
curriculum that fosters student learning.
9 evidence of the ability to present course materials clearly and effectively.
9 evidence of the capacity to structure the course and its assignments in ways that promote
student learning.
9 evidence of the employment of strategies to assess students' learning and adjust one's
teaching in light of the findings of those assessments.
M evidence of an ability to stimulate cliente

The parties recognize that no single set of measures and methods can be prescribed to evaluate the
quality of teaching. Some of the measures and methods include but are not limited to:

9 summaries of information that accurately and clearly articulate relevant needs and concerns
of clientele groups.

{ summaries of programs, workshops or courses conducted, including compiled student and/or
audience (client) evaluations, actual number reached, teaching or advising methods used to
assess needs and reach targeted audience and written comments by partfipatirs
teaching effectiveness.

9 documentatiorof the impact of contributions on program, workshop or course participants,
such as enhanced understanding and retention of information, behavioral changes and
successes.

9 follow-up evaluations, letters from peers, clients, outside professionals, editors, and others
addressing the effectiveness of the program development, teaching and media use and the
value of the work performed.

! documentation of the utilization of active learning pedagogy by faculty professional
development and instructional desigiafs such as are employed by UVV/Center for
Teaching and Learning, Writing In The Disciplines ProgradommunityUniversity
Partnerships And Servideearning (CUP§ theAccess Officeand theResidential Learning
Communities or other similar resources located at other land grant universities with which
a faculty member may partner.

When documenting evidence of accomplishment resulting from a team collaboration and/or taking
on an educational leadership role, the Extension faculty member should: (1) explain the
significance of the team accomplishment and provide data on individuabetion to the effort;

(2) identify collaborators, within theniversityand outside that contributed to the effort; and (3)
provide reports that describe the impact of Extension programming on the quality of lives of
Vermonters. Accomplishments and ededtion of a team effort should only be reported when the
faculty memberds contribution is substanti al

(b) Scholarship, Research and Creative Activities
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Substantial and sustained scholarship/research/creative activity of high quality is an essential
criterion for reappointment and promotion. Each faculty member is expected to engage
continuously and effectively in creative professional activities of higddity and significance.
Research should be documented and evaluated by peers both within and outsitinivietisey

as to its quality and relevant contribution to the state, region, nation or world.

If the record of a candidate includes publication of jouartitles, it is the responsibility of the
Department/RgionalChairpersonto address clearly in the review process information regarding
the publication and to ascertain the standards of the journal and its standing in the discipline. If the
record of the candidate includes presentations, invited and/or subject to peer @vaitstithe
responsibility of theChair to address clearly in the review process the standards or prestige
involved.

In cases involving promotion tos&ociate ofFull) Professor, the quality and significance of the
work must be evaluated by department faculty as well d3d¢partmenfRegionalChaimperson. In
addition promotion to the rank of Extension Associate Professor or Professor requires the
candidate to demonstrate the competence in their discipline validated by evdelmakrs while
promotionto the rank of Extension Professor requires validation via external review evaluations
from acknowledged national onternational scholars and practitioners in the discipline of the
candidate.

External evaluators will be selected according to procedures outhn8dction5.e.ii. of this
Article and in department/college/schamiit promotion guidelines.

When evaluating the signifi canc ehip,dhie folowmingExt e n s
guidelines bould be used:

(1) impact and quality of the work in an assigned area of responsibility as evidenced by letters
and/ or program evalwuations from peers and
expertise and scholarship and reports documenting imp#wotiofvork;

(2) breadth, value and originality of the work as evidenced by original or creatively revised
curricula and educational materials and participation in research projects aimed at solving
defined problems;

(3) pertinence of the activity or scholarly effort in identifying and solving problems as evidenced
by data documentinghangeand/or participation in the design and execution of applied
research;

(4) acquisition of external funding for programs or applied research, and patents;

(5) consistency in publishing or presenting results, writings, and reports to peers and colleagues
over a period of years as evidenced by jouanttles, book chapters, extension and research
publications, multimedia materials and other reports and documents as well as significant
writing for newspapers and business, industry, agency and community publications;

(6) peerreviewed or significant, scholarly contributions to relevant journals and association
publications;

(7) contributions to mass media, including newspaper and magaticles, television prgrams,
and radio broadcasts;

(8) type and number of honors and awards earned including presentations or lectures made to
peer groups as an invited speaker, at professionalmgeetnd in other public forumand

Qthe objective, i nformed assessment of the .

(c) CommunityUniversity Service Activities
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Recognition should be given to faculty who participate in, and contribute significantly to, faculty
governance and policy making through department, Extendiaaersity committees, and/or the
Union. An Extension faculty member should play a vital role in faculty committees and take part,
as a faculty member, in activities that may include participation in programs on discrimination and
harassment awareness, community and/or campus efforts to proaititelbaral diversity and in

the promotion of affirmage action.

Contributions of an Extension faculty member 0:s
its communities through participating in committees, boards, and commissions, and leadership or
advising of a relevant community organization, civic groumlipuagency or public agency

official, are considered to be service. Activities identified as service should fulfill a professional

or educational role in the community.

Active involvement in professional organizations and societies is recognized as service,
particularly when effectively carrying out leadership responsibilities, contributing to publications
or serving on the editorial board of professional journals.

v. Procedure in Matters of ReappointmeBitension faculty members will be reviewed for
reappointment under the proceduredinatl in Section10.aof this Article. Further, procedures
as described in approved RPT guidelines pertaining to Extension faculty members shall apply.

vi.  Procedure in Matters of Promotion. Recommendations for faculty promotion may be forwarded
at any time by an Extension faculty member viletievesthey havemet the standards for the
proposed rank. Specific procedures to be followed are those outlined and presc8betion
5.f. of thisArticle.

vii.  Extension faculty are not eligible for tenure except as otherwise descriBedtion10.gii of
thisArticle. If an Extension faculty member is subsequently appointed to a t#&aakeposition
and has prior service at or above the level of Extension instructor dnthersity or another
University, part or all of such prior service may be included as part of the probationary period.
This credit must be approved by tReovostin his or her discretion prior to the initial offer of
appointment upon thecommendation of theeanof the College or &ool

g. Library Faculty.

i. Type of Appointmentd ibrary Faculty
The position of Library Instructor is intended for faculty whom the department plans to hire as a
Library Assistant Professor but who presently lacks a terminal degree and may be appointed for
one year only. In no case shall a faculty member with a tatmé@gree intheirfield be appaited

at the rank of InstructoiHowever, conversion to the rank of Library Assistant Professor will
occur when the requirements for the terminal degree have been satisfied.

A Library Assistant Professor will be appoinfed an initial appointment of at least two (2) years
andshall bereappointed foperiods oftwo (2) years.

A Library Associate Professor will be appointed an initial appointment of at least four (4)
yearsandshall bereappointed foperiods offour (4) years.

A Library Professor will be appointeat promoted for an initial appointment of at least six (6)
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yearsandshall bereappointed foperiods ofsix (6) years.

i.  Evaluation Criteria Library Faculty
Guidelines for Appointment, Reappointment, and Promotion (ARP guidelines) of Library faculty
will be developed according to procedures as outlined in Article 14.4.a

(a) General Considerationkibrary faculty must demonstrate effective performance in carrying
out the responsibilities and goals applicablgéheir assignmentLibrary faculty shall be
evaluated for reappointment or promotion ba
in the areas of librarianshifgducational mission), scholarship/research/creative work, and
service Library faculty are expected to continue to develop throughout their professional
career, consistent with the needs and mission of thealies and the University, and
incorporating a commitmeno diversity, equity, accessibility and inclusion

(b) Specific Criteria for Reappointment and Promotigkppointment, reappointment or
promotion documentation will describe achievements in the areas of librarianship
(educational mission), scholarskapd creative activities, and service. It shall be reviewed
according to the following criteria recogni
these three areas are related to their particular assignment.

(i) Librarianship Educational Missioh Librarians perform unique duties throughout the many
areas of the Libraries. Altugh their duties are varied, effective librarians throughout the
Libraries share the following professional practices:

Demonstrate a us@entered approach to their professional work

Assess the abilities and needs of users and adapt help, information, and communication
accordingly

Take advantage of opportunities to educate users when they arise

Provide the best information available in a timely manner

Keep current with the changing nature of academic and special libdissemination

of scholarship, and the information environment

Read and engage with the literatures of our discipline

Critically examine feedback, data and published evidence to help inform decision
making and strategic innovations

Demonstrate competence with systems used for oiggnand delivering differing
types of information

Collaborate well with colleagues

Communicate effectively with individuals in the Libraries, at the University, and beyond
the University

E | = E | E E E

How a Libraries faculty member demonstrates the impact of their librarianship is outlined
in the Libraries Guidelines for Appointment, Reappointment, and Promotion

(i) Scholarship and Creative Activities. Scholarship and creative activities must demonstrate
continued agagementvith, and significant contribution to, the field of librarianshifacultyare
expectedo develop their own research interests, to be pursukghendently of supervision or
direction.

How a Libraries faculty member demonstrates the impact of their scholarly and creative activities
is outlined in the Libraries Guidelines for Appointment, Reappointnagrat Promotion
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(iii) Service.

Faculty memberés service to the University, a
and their profession is an essenti al part of
expectations. Professional service activities shall be revidaredvidence of demonstrated
achievement, such as effective and innovative service and leadership.

How a Libraries faculty member demonstrates the impact of their service is outlined in the
Libraries Guidelines for Appointment, Reappointment, and Promotion.

iii.  Procedure forReappointment, and Promotiohibrary faculty shall be reviewed for
reappointment and promotion in accordance with procedouésed in the Libraries
Guidelines for Appointment, Reappointment, and Promotion

iv.  Recommendations for promotion may be forwarded at any time a Library faculty member
has met the standards for the proposed rank.

v. Library faculty are not eligible for continuous tenure. If a Library faculty member is
subsequently appointed in a tentna&ck position, and has prior service at Uraversity,
part or all of such prior service may be included as part of the probationary period. This
credit must be approved by ti&ovostin their discretion prior to the initial offer of
appointment upon the recommendation ofDean

14.11
Notice of NonReappointment, or of Intention Not to Recommend Reappointment.

a. Notice of nonrreappointment, or of intention not to recommend reappointment, shall be
provided in writing to the faculty member. The following schedule of notification shall be
based upon consecutive years of uninterrupted service (excluding periodsovegppave)
as a noftenure track faculty member at tbaiversity.

b. Clinical, Library, and Extension faculty shall be notified acawgdp the following schedule:

i. Not later than March 1 of the first academic year of service if the appointment expires at the
end of that appointment year or, if a eyear appointment expires during an academic year,
at least three months before its expiration.

ii. By December 15 of the second academic year if the appenitexpires at the end of that
appointment year or, if an initial twyear appointment expires during an academic year, at
least six months before its expiration.

iii. At least twelve (12) months before the expiration of gooagment after two (2) or more
years in the institution.

c. Lecturers and Senior Lecturers.

i. For the first two appointments as a Lecturer, no further notice shall be required of the
expiration of such employment beyond the original appointment letter itself.
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ii. Notice of nonreappointments of a Lecturer with more than two (2) years of service shall
be no later than March 1 of the year in which the appointment is ending.

iii. A Senior Lecturer shall be notified no later than December 15 of the last ydwaairof
appointment as to whether or ribeywill be reappointed and, if so, to what length of
appointment.

d. Research Faculty. Notice of no@appointment for any Research faculty member &leafio
less than thirty (30) days before the expiration of an appointment.

e. None of the notice periods apply to terminations for cause or retrenchment terminations nor do
they apply to terminations of Research faculty due to lack of availablefgrats to support
the position.

14.12

Non-renewal of an appointments does not carry with it implication of incompetence or misconduct
on the part of the faculty member. In addition to the right otthigersityto nd reappoint any nen

tenure trackaculty member for individual performance reasons, such decisions may be based on a
variety of reasonably derived administrative, financial or policy reasons.

14.13

A decision not to reappoint a Lecturer with less than four (4) years of service as a Lecturer in the
bargaining unit shall not be grievable. Lecturers with at least four (4) years of service as a Lecturer
in the bargaining unit, and all other Atanure tack faculty members who are denied reappointment

or promotion shall not have the right to grieve any of the individual recommendations in the process
but instead shall only have the right to grieve the final action dPtbeost(or DepartmentChair,

Deanor Director in cases where thBepartmentChair, Deanor Director is the final level of
administrative review) and only on the followiatlegedgrounds:

a. procedural violations in the review process that materially and adversely affected the outcome

of the case;

violations of the AntiDiscriminationArticle of this Agreement

violation of the candi dat e®greemenademi ¢ Fr eedo
the decision was arbitrary or capricious; and/or

the decision was in violation of Constitutional rights.

®ooo

14.14

Recall Rights oNon-Tenure Track FacultiFollowing NorReappointment

1. Recall to New Positions in the Former Departnmri nit

i.  Recall rights do not apply to Research facutllycases where 1) a bargaining unit Senior
Lecturer or faculty member who has been promoted to Associate Professor or Professor
(regardl ess of year ardssistamtrPvofessaho has serv@d)at a L e
least six (6) continuous years as a bargainingfaaitity membewith satisfactory annual
performancesvaluationsand no documented miscondigtnot reappointed for reasons
other than performance, i.e. lack of need or financial reagwsshall have the right for
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a period of three academic years to return to the bargaining unit as a futhtofty
memberunder the following conditions:

a) This Section 1 will only apply where the University has decided that an additional full
time faculty memberposition will be added for an upcoming year in the departrment
unitin which the norrenewedaculty membeserved.

b) In such cases, the University will recall the frenewedaculty membeprior to filling
the position with anyone outside the bargaining unit, provided th&éd¢h#y members
qualified for the position and qualified p@rform the dutiethat the position entails.

c) Ifitis anticipated by the University that the additional position will be for at least two (2)
years, then théaculty memberreturning to the University under these conditions shall
receive a two year appointment, and may be reappointed toiteamsordance with the
language pertaining toeir positions from 14.1@Gssuming satisfactory performance and
the needs of the department as assessed by the Chair and Dean taking into account
budgetary, enrollment and programmatic considerations for the smhoallege.

d) Ifitis anticipated by the University that such additional position will only be for one year,
then the recalledaculty membershall receive a one year appointment and may be
reappointed to termi& accor@nce with the language pertaining to their positions from
14.10,assuming satisfactory performance and the needs of the department as assessed by
the Chair and Dean taking into account budgetary, enrollment and programmatic
considerations for the school or college.

e) Wheretwo or morenonrenewedaculty membersre both eligible for recall to the same
departmenbr unitunder this Section Eeniority of rank shall have preference, followed
by years of servigaunless, in the judgment of the Department Chair or in schools without
Chairs, the designated administra@rfaculty member of lower rank or fewer years of
services more qualified for the position based upon qualifications, credentials and written
evaluationgertinent to the work required of the position

f) The offer of reemployment may be made by email and will be confirmed by letter. The
faculty membershall have fifteen (15) days from the date of the email notification in
which to accept such an offer. Acceptance or rejection of the offer may be made orally
but shall be confirmed in writing. If the departmenunitdoes not hear from tHaculty
membemwithin fifteen (15) days from the date of the email notification, the offer shall be
deemed rejected and the University shall be under no further obligation to recall the
faculty memberlt is the responsibility of thiaculty membeto notify the depamentor
unitin the event of a change of address.

g) A faculty membereturning to the University under these conditions shall receive the
same rank and the same salary plus any across thedvaser norperformancesalary
increases that would have been granted under Article 18.

h) A recalled Lectureor Assistant Professghall not apply for Senior Lecturer Associate
Professorstatusuntil they haveserved at least one year in the position after redall.
recalled Associate Professor shall not applyFifessor status until they have served at
least one year in the position after recall.
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2. Recall Involving Individual Course Opportunities in the Former Department

i. In cases where 1) a Senior Lecturer (regar
served at least six (6) continuous years as a bargaining unit lecturesatigfactory
teachingevaluationsand no documented miscondugtot reappointed for reasons other
than performance, i.e. lack of need or financial readbiey, shallalso have the right of
first refusal for a period of three academic years for available courses offered within the
department under the following conditions:

a) The offering of course opportunities under this Section may result in a full time or part
time assignment, and thus may result in an appointment to either the full -timeart
faculty unit or norrepresented status.

b) No bargaining unit Lecturer shall be newly appointed or reappointed to a full time position
in the department for which the noenewedSenior Lecturer or nerenewed_ecturer is
qualified, unless, in the judgment of the Department Chair or in schools without Chairs,
the designated administrator, such Lecturer is more qualified than themmmed Senior
Lecturer or nofrenewed Lecturer based upon qualifications, enéidls, teaching
experience and written evaluations. Nothing in this Section, howe\at, alow the
termination of an existing bargaining unit

c) No one outside the full time bargaining unit shall be appointed to teach individual courses
in the former department that the r@mewed Senior Lecturer or noenewed Lecturer
is qualified to teach, unless, in the judgment of the Department Chairabrdals without
Chairs, the designated administrator, such outside individual is more qualified than the
nonrrenewed Senior Lecturer or noenewed Lecturer based upon qualifications,
credentials, teaching experience, and written evaluations.

d) If, after the beginning of the next fiscal year following the-neappointment, and for the
subsequent two years, in the judgment of the University there are enough courses
available in the former department before the end of the add/drop period in lany Fa
semester to offer the naenewed Senior Lecturer or Lecturer a-tithe academic year
contract (75% or more FTEthey shalbe offered a one year position at the same rank
and with the same salary plus any acith&sboard or othernonperformancesdary
increase that would have been granted under Article 18 of this contraca(pdaf at a
lower FTE). In such a case, the offer of reemployment may be made by email and will be
confirmed by letter. The Senior Lecturer or Lecturer shall have fiftB&ndays from the
date of the email notification in which to accept such an offer. Acceptance or rejection of
the offer may be made orally but shall be confirmed in writing. If the department does not
hear from the Senior Lecturer or Lecturer within &fte(15) days from the date of the
email notification, the offer shall be deemed rejected and the University shall be under no
further obligation to recall the Senior Lecturer or Lecturer. It is the responsibility of the
Senior Lecturer or Lecturer to notithe department in the event of a change of address.

e) If there are not enough courses to offer the-resrewed Senior Lecturer or Lecturer a
full-time contract (75% or more FTE), and the Senior Lecturer or Lecturer accepts the per
course assignment in the former departmirgtyshall be paid on a per credit rate that is
not less than the Lecturer Il rate in the Rarte faculty contract for a Senior Lecturer,
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and the Lecturer Il rate for a Lecturer. If a Senior Lecturer or Lecturer turns down a part
time teaching opportunity, it shall not otherwesiéect theirthree year recall status and
such Senior Lecturer or Lecturer shall remain eligible for additional course offerings
during the recall period consistent with this Section.

f) A recalled Lecturer who receives a full time appointment shall not apply for Senior
Lecturer statusintil they haveserved at least one year in the position after recall.

ARTICLE 15- RETRENCHMENT

15.1
The University shall determine the need for and magnitude of any retrenchment of tenured faculty
members or other faculty prior to the expiration of their appointments.

15.2

Retrenchment may occur due to institutional financial exigency affectingriversityas a whole;
academic reorganization or the elimination of departments or other academic units; or for other bona
fide academic or programmatic reasons. Umaversity shall consult with the affected academic

units as to the need for and magnitude of the retrenchment prior to any final decision.

15.3
Retrenchment Due to Financial Exigency

a. A condition of financial exigency shall be declared by the Board of Trustees at such time
as theUniversity faces an imminent financial crisis which threatens the survival of the
institution as a whole and which cannot be alleviated by less drastic means.

Such a declaration shall be made by the Board of Trustees upon recommendation of the
University President. The recommendation of the President shall be made following
consultation with the Faculty Senate Executive Council antUtited Academic$resident,

such consultation to be held jointly or separately in the sole discretion of the President. The
President 6s recommendati on mu st i nclude s u
documentation of the financial position of tbaiversity, a request for the diaration and
reasonsherefore and a plan to address the financial condition otrhieersity. The President

shall notify the United AcademicsPresident immediately subsequent to making a
recommendation of such declaration to the Board of Trustees.

The further provisions of thiarticle shall apply in the event the Board of Trustees accepts the
recommendation of thdniversityPresident and declares a condition of financial exigency that
requires (1) closure of the institution; or (2) termination of faculty appointments, whether as a
result of unit or academic program elimination or individualized staffing reductions.

b. Proposals to eliminate academic units or programs shall proceed in accordance with the
University protocols and procedures for review of such proposals, provided that the
review process therein specified shall, following a declaration of financial exigency, be
completed in accordance with a timetable established by Pttoeost following
consultation with the Faculty Senate and not to exceed six (6) months.
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c. If the course of action adopted by the Board of Trustees requires termination of faculty
appointments, under the direction of the Presidetihear designee, a staffing plan will
be developed in coordination with affected college or school or divizsams, Directors
andChairs, to address such personnel actions. Staffing plans may include proposals for
reductions in FTE (e.g. reduced workload and reduced salary), temporary or permanent
reassignments within the institution or other options that may obviate or lessen the need
for faculty terminations.

The following criteria shall apply to the identification of faculty members whose termination is to
be affected:

i. In all cases requiring termination of faculty members, primary consideration shall be given to
the Universityp s responsi bility to offer academic p
mission and established strategic priorities. Except for compelling and bona fide reasons relating
to academic and program needs, appointment terminations will be made wétiemac units
in conformance with the following order of priority:

(a) parttime faculty (i.e. less than .75 FTE) in an affected program;

(b) nontenure track faculty members in an affected program in reverse order of rank, and within
each rank, in reverse order of seniority or credited professional service;

(c) nontenured, tenurgrack faculty in an affected program in reverse order of rank, and within
each rank, in reverse order of seniority or credited professional service;

(d) tenured faculty in an affected program in reverse order of rank, and within each rank, in
reverse order of seniority or credited professional service.

i. In any case in which the order of termination is based on other than senioriBeahevill
provide in writing toUnited Academicshe reasons for this decision.

d. Affected faculty will receive written notice of termination from thBieanor decanal
equivalent . Faculty shall not have a righ
decision to declare a condition of financial exigency or the Presidential recommendation
that such a declaration be made. A termination decision undértine may be grieved
solely on the grounds that it is arbitrary or capricious in light of the criteria specified in
Section3.c.i or 3.c.ii of thisArticle; made in violation of @ademic freedom; or violative
of Constitutional or statutory rights of the faculty member.

e. The following standards of final notice or severance salary in lieu thereof shall apply to
all cases of appointment termination because of financial exigency: for faculty in the first
year of service, a minimum of three (3) months notice or equivalemny sadd benefits in
lieu of notice if given after March 1; for faculty in the second or third year of consecutive
service, a minimum of six (6) months® not.i
notice if given by December 15, or salary and bénefi equi val ent t o one
if notice is given after December 15; for faculty in the fourth year of consecutive service,
and in the case of tenured appointments,
equivalent salary and benefits in lietinotice.

Compensation payable under tldsctionshall be made on the same schedule as the faculty

member 6s regul ar payment schedul e.
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f. If, because of a condition of financial exigency, thiiversity terminates the
appointments of faculty members, it will not at the same time make new appointments to
the departments or programs in which such terminations occurred except where a serious
distortion in a department or program would otherwise resultl bases of termination
because of financial exigency, the positions of faculty members terminated under this
Article will not be filled by a replacement within a period of thirty (30) moritbm the
effective date of termination, subject to the recall rights provided iithide.

g. During the thirty (30) months period from the effective date of the termination, the
terminated faculty member shall be offered employment in the same position should the
position be restored. A terminated faculty member shall also be offered, on thefbasis
seniority and qualifications, a right of first refusal relative to appointment to a faculty
vacancy within the department for a period of thirty (30) months from the effective date
of termination. Any faculty member so recalled shall have thirty (39¥ dn which to
accept such an offer. Both the offer ofaployment and its acceptance or rejection shall
be made by registered or certified mail. It is the responsibility of the faculty member to
notify theUniversityin the event of @hangeof address.

A faculty member reinstated under tBisctionto their same position shall be appointed at no
less than the salary, rank and appointment status associated with the appointment from which
termination occurred as of the effective date of such termination, along with all other rights
and privileges otherwise alable to similarly situated faculty whose appointments were not
terminated. A faculty member-employed into a different faculty position from that originally

held shall be offered a salary, rank apgointment status appropriate to the position, together
with all other associated rights and privileges of the employment. In cases of reinstatement or
reemployment to faculty positions, previous years of bargaining unit service shall count
towards eligbility for sabbaticals and professional leaves, retirenbemefits and mayas
appropriate, count towards promotion and tenure eligibility. Such eligibility will be determined
by theProvostin consultation with th®ean

If the faculty member was enrolled in a health insurance program at the time of tlhgoff,

shall be entitled to purchase health insurance benefits during the thirty (30) month recall period
at the Consolidated Omnibus Budget Reconciliation Act (COBRA) group rate in effect for the
bargaining unit and for the time period for which the COBRA plesi

h. It is the responsibility of the President to monitor closely the financial status of the
University during a period of financial exigency. The President shall periodically report
on the matter to the Faculty Senate. At such time as the President determines that the
condition of financial exigency no longer exists, the President shall recommend to the
Board of Trustees that a declaration of cessation of the state of financial exigency be
issued.

154
Retrenchment Due to Reasons Other than Financial Exigency.

a. Faculty members may also be retrenched due to academic reorganization or the elimination of
departments or other academic units or other bona fide academic or programmatic reasons that
do not follow a declaration of financial exigency. In such casesjihersityshall follow all
protocol or procedures for program review or alteration or termination of academic units that
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may be adopted and in effect pursuant to customary governance or otherwise applicable
institutional requirements.

Prior to terminating faculty for reasons other than financial exigencyUttreersity will
consider reasonable alternatives including reductions in FTE (e.g. reduced workload and
reduced salary), temporary or permanent reassignments within the institution, and other
options that may obviate or lessen the need for faculty terminations.

The following criteria shall apply to the identification of faculty whose termination is to be
affected

i. In all cases requiring termination of faculty, primary consideration shall be given to the
Universitd s responsibility to offer academic p
mission and established strategic priorities. Except for compelling and bona fide reasons
relating to academic and program needs, appointment terminations will be made within
academic units in conformance with the following order of priority:

(a) parttime faculty (i.e. less than .75 FTE) in an affected program;

(b) nontenure track faculty members in an affected program in reverse order of rank,
and within each rank, in reverse order of seniority or credited professional service;

(c) nontenured, tenurgrack faculty in an affected program in reverse order of rank, and
within each rank, in reverse order of seniority or credited professional service;

(d) tenured faculty in an affected program in reverse order of rank, and within each rank,
in reverse order of seniority or credited professional service.

ii.  Inany case in which the order of termination is based on other than senioridgaiill
provide in writing toUnited Academicshe reasons for this decision.

b. In cases where faculty are retrenched urfsiection4 of this Article, affected faculty will
receive written notice of termination from th&eanor decanal equivalent. Such notice will
include the rationale upon which the individual termination decision is based and the effective
date of the termination. Faculty shall not have a right to grieve the merit&Joivarsity
decision to reorganize or to eliminate departments or other academic units nor shall faculty
have the right to challenge the strategipmgrammatic reasons that led to the retrenchment.

A termination decision under thiarticle may be grieved solely on the grounds that it is
arbitrary or capricious in light of the criteria specifiedSiaction4.a.i or 4.a.ii of thisArticle;

was made in violation of academic freedom; or was violative of Constitutional or statutory
rights of the faculty member.

c. The following standards of final notice or severance salary in lieu thereof shall apply to all
cases of appointment termination because of reasons other than financial exigency: for faculty
in the first year of service, a minimum of three (3) months naticequivalent salary and
benefits in lieu of notice if given after March 1 for faculty in the second or third year of
consecutive service, a minimum of six (6) mc
lieu of notice if given by December 15, sral ary and benefits equi v:
notice if notice is given after December 15; for faculty in the fourth year of consecutive
service, and in the case of tenured appointn
equivalent salary andenefits in lieu of notice.

Compensation payable under tiisctionshall be made on the same schedule as the faculty
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member 6s regul ar payment schedul e.

d. If the Universityterminates the appointments of faculty, it will not at the same time make new
appointments to the departments or programs in which such terminations occurred except
where a serious distortion in a department or program would otherwise result. In atifcases
termination, faculty positions terminated under #igcle will not be filled by a replacement
within a period of thirty (30) months from the effective date of termination, subject to the recall
rights provided in thig\rticle.

During the thirty (30) month period from the effective date of the termination, the terminated
faculty member shall be offered employment in the same position should the position be
restored. A terminated faculty member shall also be offered, on thedbassiority and
qualifications, a right of first refusal relative to appointment to a faculty vacancy within the
department for a period of thirty (30) months from the effective date of termination. Any
faculty member so recalled shall have thirty (30)sdia which to accept such an offer. Both

the offer of reemployment and its acceptance or rejection shall be made by registered or
certified mail. It is the responsibility of the faculty member to notify Wmeversity in the

event of achangeof address.

ii. A faculty member reinstated under tisisctionto their same position shall be appointed at
no less than the salary, rank and appointment status associated with the appointment from
which termination occurred as of the effective date of such termination, along with all other
rights and privileges otherwise akadle to similarly situated faculty whose appointments
were not terminated. A faculty memberamployed into a different position from that
originally held shall be offered a salary, rank and appoént status appropriate to the
position, together with all other associated rights and privileges of the employment. In cases
of reinstatement or remployment to faculty positions, previous years of bargaining unit
service shall count towards eligibiliipr sabbaticals and professional leaves, retirement
benefits and may, as appropriate, count towards promotion ance tehgibility. Such
eligibility will be determined by thBrovostin consultation with th®ean

ii.  If the faculty member was enrolled in a health insurance program at the time of thagpff,
shall be entitled to purchase health insurance benefits during the recall period at the COBRA
group rate in effect for the bargaining unit and for the time period for which the COBRA
provides.

iv. A faculty member who has received notice of retrenchment \Beldion4 of thisArticle
shall be entitledluringtheir periodof notice up to $1000 for reimbursement for feeeased
and expended by professional placement or occupational counseling services or other
transitional costs.

ARTICLE 16- FACULTY WORKLOAD AND RESPONSIBILITIES

16.1

DepartmentChaimpersons shall be responsible for the scheduling and assignment of all faculty under
their direction, subject to the approval of thean In units where there are r¢haimpersons, the
Deanor designee will be responsible for the scheduling and assignment of all facdéstheir
direction. The [@partmentChaimperson, or where there is @hair, theDeanor designee of each

Article 15 Retrenchment 67

Article 16 Faculty Workloadand Responsibilities



unit, will annually establish and maintain a written record of work expectdtiens i wor k|l oad p
for each faculty member after consultation with the faculty mentbew faculty must have an
approved workload plan before the beginning of the third week of their appointment period

Such consultation will normally take place in tBpringsemester for the following academic year

and will include a discussion of schedule as well as workload expectations. It will also include a
discussion of estimated enrollment numbers for the courses that the faculty member may be
assigned. The faculty mier is free to presettteir preferences regarding work expectatiansl
assignments prior to or at such meetidgless the faculty member is told otherwise by Jufgrl

12 month faculty and by Jenl for all other facultythe workload plan developed by the faculty
member andChair for submission to thBeanshall be considered approved by Bean

Thef orm f or <c¢r eat i nwgorkivadfokm phalldnclydé thenfdlowingvdrkéoad i
categories with a space available to record the allocation of a percentage of effort for each: teaching,
academic advising, scholarship/research/creative activity; commniunitgrsity/professional

service including clinical practice that does not involve the instruction of studants
administrative assignment. Specific courses and estimated enrollment numbers will be specified on
the workload form.

The most recently approved course equivalency guidelines for all departments and units will be
posted on the Provost Officebs website, and t
Chair or Dean.

Nothing shall preclude a dpartmentChair or Deanfrom modifying the work expectations or
schedules as may be necessary prior to or during the academic year or its equivalent fh@vided
changes are neither arbitrary nor capricjadhe Chair firsdiscusgssuch changes with the faculty
member, andhe changes are recorded on the workload praaddition,the faculty member may
request to adjust the workload plan at any time; such requested changes will go into effect provided
the Chairand theDeanapprove. The faculty member aDéanwill receive a copy of the workload

plan and any modified workload plan.

16.2

It is recognized that, given the diverse nature of faculty work, the varying types of faculty
appointments and the needs of the departments and academic units, the weighting of assignments
and the particulars of individual assignments will vary both betwaed within individual
departments and academic units. Faculty will only be assigned work in the categoriesAidietin

16.1 for which an appropriate percentage of effort is allotted

The parties recognize that, in making workload assignment€htiewill consider various factors,
including but not necessarily limited to the workload demands of specific assignments; availability
of teaching support, such as teaching or graduate assistants; the number of classroom contact hours,
class size and the tétaumberand typeof students taught by the faculty member; the times at which
classes are scheduled; the number of new course preparations; approved distributions of individual
effort among criteria relevant to the specific faculty appointment (suchasng, scholarly activity

and service); demands and requirements of externally fusaechcs and grants; and the nature of

the academic program, which may require flexibility in assignments to maintain program quality. It
is further recognized that, in making workload assignmegtigjrs andDears will also take into
account fiscal considerations, the overall needs and mission of the school or college and the
University, and sound pedagogical practices.

Article 16Faculty Workloadand Responsibilities 68



If a Dean plans to make weighting changes to the typical percentage of effort allocations in a
department or unit as part of an overall department or unit workload review, the department or unit
faculty must be consulted. Such changes must be finalizételsnd of the Fall semester prior to

the academic year in which the changes will take eftétited Academicsvill be notified as soon

as the changes are finalized.

A faculty member magrievetheir overallwork expectations on the grounds that Erepartment
Chair, or Dean has acted arbitrarily or capriciously in the application or-agplication of the
factors such as those describegamagraph 2f this Section Such a grievance may be filed at Step
Two of the grievance procedure of thAgreement or, in units in which there is nGhair, the
grievance may be filed at Step Three.

I f a faculty member 6s cl ass 1 dniewitydeededtegive due t
the faculty membean alternative work assignment, such assignment must be during the same or
subsequent academyear(including summer, if mutually agreedjxcept as otherwise provided in

this Agreementthere shall be no reduction in the FTE as a result of the cancellation of a course by
theUniversity.

Before any course is assigned as an fioverl oadoa
refusal of that assignment will be granted to any full time faculty member in the relevant department

or program whose FTE has been reduced involuntarily fremimmediately preceding academic

year and who management deems equally qualified to teach that course based upon credentials,
teaching experience and written evaluations. This right of first refusal on the course would go into
effect before offering readl rights to an individual class to neeappointed Lecturers (per 14.10.c.2).

The offer of the course assignment will be seil
member shall have fifteen (15) days from the date of the email notification in which to accept the
assignment. Acceptance or rejection of the assignment maydbe anally but shall be confirmed

in writing. In the case that the Lecturer accepts this assignment, their workload form and associated
FTE would be adjusted accordingly, consistent with Article 14.1. If the department does not hear
from the faculty membewithin fifteen (15) days from the date of the email notification, the
assignment shall be deemed rejected and the offer of an overload course may be made to faculty
with 1.0 FTE.

The weight given to a particular course in the determination of overall doasen FY 2011 shall

not be reduced in a subsequent academic year, unless the course itself changes substantially in terms
of class enroliment, level of preparation, availability of teaching or research assistants, or delivery
mode, or because it has previously increasedippat a new preparation by a faculty member. If

the Dean makes any weighting change due to an overall department workload réwnsed
Academicsshall beinformed.

If there are to be substantial changes in the size of a particular class, the chair and the faculty member
shall discuss the pedagogicaiplications of the changany changes in the support of the course
and adjustments to the workload plan, as may be needed.

16.3
a. Nine-month faculty who serve on academic year appointments must be available for work
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assignments no later than one week before the beginning of the Fall semester and up to one
week after Commencement throughout the academic year, except for diffuiarsity
holidays and the time from December 23 to January 2. Nothing iseht®nshall preclude
individual arrangements mutually agreed upon in writing the faculty membeZhtagerson

and theDeanunderwhichthe academic year appointment may be satisfied by different calendar
expectations, such as some of the work being performethgdiihe summer session
immediatelyfollowing or precedinghe appointment period.

b. Faculty who serve on temonthcontracs normally begin their appointments at the same time
as ninemonth faculty and end their appointments one month later thasmonéh faculty. Ten
month faculty must be available for work assignments at any time during the appointment
period, except for dicial University holidays and the time from December 23 to January 2.
Nothing in thissectionshall preclude individual arrangements mutually agreed upon in writing
between the faculty member, tiaimperson and th®eanunder which the academic year
appointment may be satisfied by different calendar expectations, such as some of the work being
performed during the summer session immediately following the appointment period.

c. For nine or tenrmonth appointments that do not follow the traditional academic year, the
schedule of payment of compensation, and eligibility for and administration of benefits, shall
correspond with the standard niner tenmonth compensation scheduleless otherwise
specified in anMemorandum of Understanditgtween thé&niversityandUnited Academics

d. Faculty who serve on twelw@onth appointments must be available for work assignments
throughout the calendar year except for scheduled vacations and afficvalrsity holidays.
The annual vacation for faculty on a twelv®nth appointment is specified Article 20,
Benefits.

e. The University is respectful of the personal time of faculty members. However, due to the nature
of the Universityds operations, -andteamonthwi | | b
faculty to be available by phone or email outside the acadgear. The University expects
that the instances described below will be unusual and limited tesemstive matters that
cannot be taken care of during the regular a
teaching assignment. Thus, notwithstiaig sections 16.3(a), (b), and (c) above, faculty
members who have an appointment for the upcoming academic year are expected to be available
in nonappointment months as follows:

1) To respondto reasonable workelated communications from their department chairs
and/or deans during the summer months; such communications will not involve assignment
of additional work for the faculty member but will be limited to issues surrounding
upcoming Falassignments

2) To be reasonablgvailable and to timely respond to and be involved in the processing of
appeals of student grades from their previous semester courses or investigations related to
students; faculty, or staff;

3) To complete particular functions that were delineated in the workload plan and assigned to
the faculty member under the rubric of Article 16.3.a.

4) Faculty will not have any responsibilities for academic advising duringcootract
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months.

5) No additional compensation is paid for such professional responsibilities listed in 16.3.e.
(1-3) above.

6) Requests for summer work under this provision will be clearly delineated as such by the
appropriate administrator in a personal email to the faculty member.

7) When a faculty member will be unable to respond to email or phone for more than two
weeks for personal or professional reasons during summer mureksyill inform the
department chair of the next available date when they will be available to address
correspondence covered under 16.3 (e).

16.4

a. The general workload responsibilities of tenured and temack faculty shall include teaching,
academic advising, research/ scholarship/creative activity and service requirements
commensurate with approprigiercentage allocatior@ssigned to each category of activity and
recorded on the workload form.

In assigning work to probationary tentdrack faculty, theDepartmeniChairmperson, with the
approval of théean will provide a lesser teaching load or some other workload accommodation
by the fourth year of service to allow the faculty member to devote more time to
research/scholarship activity/creative activity in preparatantheir tenure review. Such a
reduction will be no less thamvo courses, or its equivalenthe scheduling of the course
reduction shall be done in consultation with the facaigmber to ensure that it is appropriate
for their researchgoals and, unless the faculty member agrees, shall not be during the first
appointment year. It is recognized that such accommodatidih vary between and within
Departments, Colleges andi®ols.The scheduling and scope of any such accommodation shall
be at the discretion of tHeeanand shall not be grievable except as follows:

a) faculty member who is denied release may grieve such denial.

b) a tenure track faculty member may grieve if the scope of the accommodation provided
underthis Article is substantially dissimilar to others within the department or school in
the timethe faculty member can devote to research/scholarship/creative activity.

b. The general workload responsibilities of Lecturers and Senior Lecturers shall include teaching
and may also include academic advising, service and research related to teaching, commensurate
with the appropriate percentage allocations assigned to eaclrgatégctivity and recorded
on the workload form

If a nontenure track faculty member teaches eight (8) courses a year for two (2) consecutive
academic yearsheywill be entitled to a one course reduction for the following academic year.

In that third yeartheywill be assigned no more than seven (7) courses, with no substitute work
assignment, no reduction in FTE and no increase in cigsxcitiesin the year in which seven

(7) courses are assigned, the Ht@nure track faculty member will only be allowed to teach
overload courses if mutually agreed upon by the Chair and faculty member and approved by the
Dean.

It is provided, however, that if there are student needs that would require the course to be taught
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by the nortenure track faculty member, and if there was no replacement available to teach that
course, then the Department Chair or designee can assign such faculty member to teach that
course in the third year. In such cases, the one course reductidmewdeferred until the
following year. The deferred year shall count toward the next course reduction.

For the course reductions above, the parties will need to discuss implementation of the reductions
and staggering the availability of the course reductions such that no more thhiradioé the

eligible faculty in a given department or unit will be reeaeg the reduction in any given
academic year.

Academic Year 2012018 will be the first year for counting consecutive years teaching the
number of courses indicated above. Further, the parties agree that a full or partial professional
development leave will end the counting of consecutive years thesar sections.

c. The general workload responsibilities of Clinical faculty shall include the supervision and
instruction of students in patient care or clinical settings but typically do not include the research
responsibilities of tenurrack faculty. Such responsibis may also include academic
advising, scholarly activity related to their clinical work and service, including clinical practice
that does not involve the instruction of students, commensurate with apprqaieéntage
allocationsassigned to each catag of activity and recorded on the workload form

16.5

The general workload expectations of Research faculty are to engage in creative scholarship and
research in their field. Typical duties include, but are not limited to: engagischolarship and
researchrelated to the academic unit; communicating scholarly endeavors through refereed journal
articles, manuscripts, monographs, books, musical performances and juried artistic exhibitions;
funding requests and reports to granting agencies; oversight and management of research grants;
supervision of techinal staff; and mentoring of graduate and undergraduate students engaged in
scholarship under their supervision. Participating in grant review panels andssttdys and

service activity related to scholarship and research can also constitute a minor portion of the
workload.

Ordinarily, research faculty do not have department, school, college or university service
responsibilities. However, by mutual agreement with the chair or dean, research faculty can perform
this type of service activity. If so, this will be reflectedheit Workload Form and appropriate effort
reporting will be assigned.

In certain cases, atthe Univérsy 6 s di scretion and consistent wi
faculty who are expected to fund their salary by grants, contracts or other external sources may
receive funding from the University to allow them to develop and submit grant and contract
proposals for future funding.

Ordinarily, research faculty are not assigned teaching responsibilities. However, those faculty
assigned teaching shall receia secondary appointment asezturer.

16.6
The general responsibilities of Extension faculty are the development and delivery-atdiin
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educational extension programming to various audiences. Specific activities will be set forth in the
Annual Workload Plan. Typical dutiesayinclude but are not limited tsome combination of the
following: preparingresearckbasedcourse materials, publications, newsletteadijcles, radio,
computer and television programs; facilitating groups and workshops; addressing requests of
individuals for advice and information; and communicating with other professional groups and
advisors supervising technicaitaff; andapplying for external funding

Extension faculty will be assigned work by their supervisors subject to the approval of the Extension
Director. Extension faculty are expected to coordinate their availability for assignments with their
supervisors, subject to the approval of the ExtenBiimector.

16.7

The general responsibilities of the Library faculty may include, but shall not be limitdae to
selection, acquisition, creation, application, dissemination, and curation of knowledge and
information resources to support the educational and research missions of the University and the
patient care, education, and research missions for the UVNcMedenter. To carry out the work

of the Libraries, Library Faculty facilitate access to the informatlata, and knowledge needed for
high-quality researcland the study and curation of archival and research materials. Library Faculty
support teachingnd learning angartner with disciplinary faculty to develop information literate
students. Library Faculty leverage knowledge of information ecosystems to advance the educational
and research efforts of students, staff, and faculty. Library Faculty further the Librariesi s si o n
when they acquire, organize, and describe information resources; build, manage and integrate
information technologies; and manage, lead, and build personnel, technical, and information
capacities. Library faculty also engage in University and professional service, supervisory and
leadership responsibilities, and activities that foster psajaal growth, including creative activity

and research. These responsibilities will vary depending on the particular position held, and shall be
assigned by the appropriate supervisor, subject to the approval of the Dean of Libitagies.
percentage of effonequired in the three areas lddrarianship éducational missign scholarship

and creative activities, and service will be indicated in the workload plan.

Library faculty will be assigned work by their supervisors five (5) days a week and will be expected

to work in accordance with a schedule established by their supervisors, subject to the approval of

the Dean Library faculty will serve on twelvenonth appointments and, except fdniversity

holidays and approved vacations, are expected to be available for assignments during that entire
period. Scheduling of Library faculty will take into account the needs of the library and library users,
including studers and faculty, and the | i brarianods pr
responsibility.

Library faculty shall not be required to work desk shifts on more than five (5) consecutive days.
Required orsite or oftsite desk shifts shall be scheduled only leetwthe hours of 8 am and 9 pm.
However, nothing shall preclude a supervisor from seeking volunteers to provide library service at
other times.

Library faculty who volunteer to work on @niversity holiday shall be entitled to compensatory
time equal to on@anda-half the number of hours worked. The faculty member may schedule with
their supervisowhen this compensatory time may be taken.

Required weekday evening work shall not exceed more than once a week, and required weekend
work shall not exceed four (4) days during each of the Fall and Spring semesters, nor shall it exceed
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eleven (11) days in a calendar year. Following approval of the schedule by the supervisor, a faculty
member who works two (2) fodrour shifts on a weekend will be deemed to have worked two (2)
days for purposes of thisection While not required, Library faculty may agree to work more
evenings and weekends than these limited numbers.

16.8

All teaching facultyare expected to make themselves available to students on a basis commensurate
with the faculty memberds teaching and advi si
maintain office hours reasonably convenient to students and to communicate tbede stmdents

in addition to alternative arrangements.

16.9
Faculty are required forovidestudents witla department or other approved evaluation form in their
course.

16.10
All faculty members are generally expected to participate in traditional academic exercises and
functions such as Commencement, Convocations, honors days and student orientations.

16.11

All faculty new to the bargaining unit will be required to attend New Faculty Orientation customarily
held at the start of the Fall semester, in addition to attending an employee benefits briefing, upon
commencement diniversityemployment. Faculty are required to attend periodic training sessions
on topics of significant relevance to their professional and legal obligations.

16.12

Workload may also include but is not limited to:
supervision of internships

supervision of dissertations and theses
supervision of honors projects

supervision of independent study programs
supervision of field work

direction of labs

supervision of externally funded research projects
development/advancement activities

pursuing federal, state and private grants and other external funding sources

E

DepartmentChairs and/oDears will consider these and other activities in assigning and scheduling
work each semester, along with any unusual travel time associated with a faculty member reporting
to a location othethantheir primaryworksite.

In the interest of responsibléniversity citizenship on campus, it is understood that there are acts of
reciprocity that will arise in a given year that may not be explicitly listed on Annual Workload Plans
but that can be noted on annual activity forms (e.g., ad hoctshorticommittees, guekcturing

for colleagues). However, compensation or workload adjustments must be provided consistent with
Article 19 when a faculty member assumes teaching responsibilities for instructional faculty or
equivalentresponsibilities for notnstructional faculty for a period longer than two weeks.

16.13
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In cases where a faculty member receives a one semester saldradieddaeceives a significantly

greater workload in thelternate semester to the sabbatical semestkey shall receive a
corresponding adjustment in the subsequent academic year. For purposesecfitimghe fact that

a faculty member o normally teaches five course equivaleatgear is assigned three course
equivalentsn thealternatess e me st er shal kigoi fhbeadeémedraaier

However, faculty assigned to teach more than half of their yearly teaching load in the semester
alternate to their sabbatical semester shall, at the time of their next sabbatical, be required to teach
only the number of course equivalents to the remaiofler full time teaching load during the
alternate semester.

16.14

Faculty must be able to evaluate the appropriateness of new learning technologies and delivery
methods for their course content and pedagogical style. This will require adequate familiarity with
these technologies. Théniversitywill provide appropriate training and technologies to enable the
faculty to meet this requirement. Any such training and preparation of courses will be considered in
annual workload expectations. Faculty with advising responsibilities are required ampetent

in advising technologies and procedures, in accordance with departmental, school or college
policies, or academic program requirements.

16.15

The faculty and th€hairin each department or equivalent unit shallelepcourse equivalencies

for all creditbearing instructional activities to which faculty may be assigned. This shall include,
but not be limited to: course instruction, regardless of the mode of delivery (i.e., lecture, discussion,
laboratory, studio, onlindyybrid, etc.) or size of the class (i.e. seminar, meebkima lecture, large
enrollment, etc.); and supervision of theses and dissertations, independent studies, reading and
research, and supervision of internshigss shall be completed with the paipation of department

faculty and put to a vote of all faculty in the department or equivaleit Following the
participation and vote of t he facul tfathfult he Ct
summary of the advice received, both favorable and unfavorabhe guidelinesThoseguidelines

will be sent to thédean Provost and faculty of the department or equivalent unit, along with the
summary and a written record of the vdte review. Upon approval by tHeeanandProvost these

couse equivalencguidelinesshallbe distributed to facultgnd posted electronically, and also sent

to United Academicsandshallbe implemented in the immediately subsequent academic year.

These guidelines shall be used by Chairs when making instructional workload assignments.

Approved course equivalency guidelines for each department or unit shall be housed on the Provost
Of ficeds website.

The faculty and Chair in each department or equivalent unit shall review and mayat@angdime
these coursequivalenciegollowing the procedures described abdwet the reviewwill happen at
leastevery three (3) year®roposed changes will be sent to the D&aovost and faculty of the
department or equivalent undlong with the summary and a written record of the faculty vote,
review. Upon approval by the Dean and Provost,sthedards wilbe distributed todculty, and
also sent tdJnited Academicsandwill be implemented in the immediately subsequent academic
year.

16.16
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Each department or equivalent shall have guidelines for the selection and instruction of online
courses.

The faculty and Chair in each department or equivalent unit shall review and may revise such
guidelinesat any time but the review will happen at least every three (3) years. Proposed changes

will be put to a vote of all faculty in the department or equivalent &ollowing the participation

and vote of the faculty, t h e e £faithful symmarsobthe De a n ¢
advice received, both favorable and unfavorable on the guidelines. Those guidelinesenl tme

the DeanProvost and faculty of the department or equivalent unit, alanigy the summary and a

written record of the votdor review. Upon approval by the Dean and Provost, the revised guidelines

will be distributed to faculty and will be implemented in the immediately subsequent academic year.

Guidelines for each department or unit for the selection and instruction of online courses shall be
housed on the Provostds website.

When assigning online or hybrid coChasseadlacas par
in a manner consistent with the guidelines developed by the department.

In such circumstances, it shiaé the responsibility of thedpartmenChairto ensure that the faculty
member to whom such an assignment is made has been sufficiently trainetirenteaching, at
University expenseprior to any such requiremer@n-line course work will be taken into account
as one of the factors that t8hairshall consider in setting the workload of faculty members pursuant
to Article 16.2

Assignment of odine courses to faculty members shall be consistent with department or unit
guidelines developed under this Article and with consideration of the factors delineated in Article
16.2

Should a faculty member want to change the modality of their course as listed in the Schedule of
Courses (SOC), any change that would result in more than two cumulative weeks of online
instruction (synchronous or asynchronous) within a semester must hw/egppy the Provost.
Following consultation with the supervisor (chair, director, and/or associate dean), the faculty
member shall submit the request through an online modality change request form. On the form,
faculty must outline their full plans for oemunicating with students regarding the modality change
and how they will continue to meet instructional responsibilities in the new modality, including any
prior experience with online instruction. If the request is approved, it will be communicatex to th
chair and the dean.

16.17
If giving an exam on the last Friday of exam week, teaching faculty shall not be required to provide
final grades for students other than seniors earlier than Tuesday of the following week.

16.18
Issuesconcerningownership of courses are addressedriicle 23,

1619

In order to allow students to make more informed choices on course selection, all faculty members
arerequiredto develop and post Expanded Section Descrip{joisE Sfbr@gurses that they will

be teaching. Such ESDs may provide a more in depth description of courses than that listed in the
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University Catalog. Theghall be available no less than tw@) weeks prior to thdirst date of
registration for the succeeding senegsassuming the faculty member has been informed of their
course assignments by that tinhe addition, at the same time, faculty must post any textbooks or
other materials that must be ordered by students if a final selection decision has been made by the
faculty member concerning such materials. This does not preclude a faculty member frogn makin
changes in book assignments or requiring other materials prior to the first day of class. If a faculty
memker decides t@hangetheir required bookstheywill promptly update the information on the
ESD.This provision shall also apply for courses taught for supplemental or additional compensation.

As an alternative to providing the ESD, a faculty member soagtituteheir syllabusfor the course
or a link to a substantially similar syllabus for that course from a prior academic semester, which
must include any required textbooks or other materials to be ordered by students.

16.20

In order to allow students to make more informed choices on courses before tbeofsdueriod,

all faculty members will be required to make syllabi available to students for courses no later than
the first day of classes. This provision shall also apply dourse taught for supplemental
compensation.

ARTICLE 17- PERSONNEL FILES

171

The University will maintain three official files relative to each unitember: a Payroll/Human
Resource Servicdde, an Academic Record file and, where relevant, a medical documentation file.
This provision shall not preclude the existence of duplicative or unofficial files, but such files shall
not be considered the official record of the faculty menalnel cannot be utilized in any personnel
matter.

17.2

The Payroll/Human Resour&ervices file shall contain documents relative to appointments, hiring,

salary, benefits and benefit plan enroliment, leave status, taxes and simiéaradi@mic aspects of

the faculty member 6s e mynivarsiymPaynnedicalenfoanatiorowills hi p  w
be maintained in a separdile kept in the Human Resour&erviceffice in a manner consistent

with applicable laws with respect to the confidentiality of medical records.

17.3

The Academic Record file will be maintainedinteard s or equi val ent admini
contents of this file shall be determined by Ereanor equivalent administrator, but minimally will

contain copies of curriculum vitae, correspondence with the faculty member, record of disciplinary
actions, letters of commendation or complaint, documentation of workload expectations, peer
evaluations andbservations, student evaluations, RPT documentation and other documents relevant

to the faculty membérs pr of essi onal and performance recor
at theUniversity. AttheDearb s di screti on, student evalwuations
level in lieu of theDearb s o f f i ¢ e . doBiartag beenmevidwBdrlat all evaluative levels

and a final decision on the RPT matter has been made, thdd@Bi€mwill remainpart of the faculty

me mber 6 s AcadenmcaReocordile.

Al | physical (Ahard copyo0) supporwithtmegdossiart er i al
may be returned to the faculty member by the
conpletion of the review process such instances the list of said materials prepared by the faculty
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member and submitted with the dossier shall be retained ictidemic Recordile. Should said
material be needed for grievance purposes, the faculty member will be responsible for providing
such materialThe University shall informiaculty membes of this responsibility to maintain and
provide such material.

17.4

Faculty members are encouraged to review their official files periodically. Faculty members shall
have the right to examine these files, including any separate medical documentation file, at
reasonable times during normal business hours and shall haightite request and receive copies

of any item in the files at the applicable institution rate per copy. However, faculty members do not
have a right to see ptare recommendation letters. With regard to external evaluator letters provided
as part of anyRPT process, faculty members may read the text of such letters but, prior to being
made available to the faculty member, any parts of the letter that would reveal directly or indirectly
the identity of the evaluator shall be excised by the administrdtosevoffice is custodian of the

file or his or her designee.

17.5
Faculty members shall be entitled to include in the files a written rebuttal or explanation of any item
in the files.

17.6

In addition to the faculty member, onlyniversity administrators and staff members and other
individuals authorized by administrators to do so for institutional purposes may access the official
files of a faculty member. Except for those occasions where faculty members are carrying out their
formal evalative functions, faculty members may not review the files of other faculty members. On
those occasions when faculty are carrying out formal evaluative functions, such faculty will only
have access to the RRJossierunder review and not the entidecademic Recordile of the
candidate.

17.7

United Academicsnay also request and obtain copies of information contained in faculty Academic
Record Files that is relevant and necessaryfated Academic$o meet its collective bargaining
responsibilities or to administer thisgreement In such casedJnited Academicsshall file its
request with théJniversityd €ontractAdministrator and shall send a copy oétrequest to the
faculty membgs) whose file material is requested. Such information shall be made available in
accordance witkrticle 9.1.

In addition, a representative dfited Academicanay have access to a fac
provided written authorization has been granted by the faculty member to the custodian of the file.

17.8

The University shall not include in any official personnel file any anonymous material, except for
student evaluation forms and evaluations furnished by outside evaluations for RPT purposes in
accordance with the guidelines establishedrircle 14, Appointments and Evaluation of Faculty.

17.9

Except for student evaluations, in the absence of the written permission of the faculty member, no
written materials may be used for the annual performance eeal@atRPT evaluative purposes

that were not contained the Academidrkecord File at least one week prior to closure of the dossier.
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17.10

Whenever documents are removed from a personnel file, a note must be placed in the file that lists
the documents removed, the date of removal, and the name of the person in possession of the
documents.

17.11

Faculty may in writing request tHi2eanto remove from thé\cademic Recordile any document

that the faculty member alleges to be factually untrue or inaccurate. The faculty member shall have
sixty (60) days to make such a request following the tima¢they becameaware or reasonably
should have been aware of the existence of the document. Sholddahdeny the request, the
faculty member may file a grievance over whether the document is factually untrue or inaccurate.

17.12
This Article is subject to any applicable state or federal laws or regulations regarding access to
records and disclosure required in connection with administrative or judicial proceedings

ARTICLE 18 7 SALARY

Summary of Increases

FY 25* FY 26 FY 27 FY 28
Acrossthe-board | 4% 3% 3% 3%
Performance 0% 1% 1% 1%

*Effective December 1, 2024

181 FY 25 Increases

a. Acrossthe-board Increases

For FY 25, each faculty member, except for Research Faculty, employed by the University on
February 15, 2024 and still employed in the bargaining unituyl, 2024 shall receive an across

the board salary increase of 4% added to their FY 24 base salary, effective December 1, 2024 or
ratification, whichever is sooner.

All bargaining unit members employed on date of ratification shall receive-aroagayment of
$1100.

b. Performance Increases
There will be no performance increases in fiscal year 2025.

c. Research Facultyresearch faculty members employed by the University on February 15, 2024
and still employed in the bargaining unit as a research faculty memBefytn2024 shall be
eligible for performancdased salary increases up to an overall maximum of 9%, subject to the
review by the Dean who will determine what increase, if any, the faculty member will receive
in accordance with the annual performance reviewetiaken using established annual
performance guidelinetncreases are effective December 1, 2024 tifia@ion, whichever is
sooner.
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The 9% can be exceeded in a year for a Research faculty member in the following
circumstances:

(a) if a promotion increment is the factor causing the increase to exceed 9%;

(b) if there are exceptional circumstances as defined in Article 18.7.

In all cases, these awards are contingent upon the funds being available for the compensation
increase in the grant, institute, endowment, or other sources of funding for the year in which
payment is to be made. Any such awards under this section mubkatsasistent with effort
reporting requirements and federal cost principles.

d. For nine or termonth faculty, any FY25 salary increases under this section shall be effective
only for those who were employed on February 15, 2024 and still employed in the bargaining
unit onJuly 1, 2024.

For twelvemonth faculty, any FY25 salary increases under this section shall be effective only
for those who were employed on February 15, 2024 and still employed in the bargaining unit
onJuly 1, 2024.

18.2 FY26 Increases
a. Acrossthe-Board Increases

For FY 26, each faculty member, except for Research Faculty, employed by the University on
February 15, 286 and still employed in the bargaining unit on July 122&hall receive an across
the board salary increase3% added taheir FY 25 base salary.

b. Performance Increases

For FY 26, an amount of money equal to 1.0% of the total salary dollars payable as of February 15,
2025 to bargaining unit members, excluding Research Faculty and excluding those who are not
returning to the University for the next academic year, will is¢riduted as performandsased

awards to selected faculty members, excluding Research Faculty. The 1.0% will be allocated to
each school or college proportionate to its share of the February 15, 2025 bargaining unit salary line.
The Dean of each schoal college, after consideration of the recommendations of the Department
Chair, shall decide whether or not a unit member shall receive a perforveser award and, if

so, how much.

Performancéased awards shall be made according to the following procedure: In consultation with
the Department Chair, the Dean of the school or college shall determine the perfelmsatte
distributions to individuals in each department. The methodokbgy will be used by the
college/school for allocation of performargoased distributions in the following academic year will

be determined and announced to the faculty prior to preparation of workload plans in the Spring.
The Chairds r e boforwaedaddatiheiDeam byshe ®épartment Chair in a timely
fashion. The performandeased awards shall be based on performance evaluated against the
workload expectations and assignments of the individual for the preceding academic year but also
takinginto account the preceding two years, if employed in the bargaining unit. Performance based
awards are not grievable.

c. Research Faculty. Research faculty members employed by the University on Februa2p 15, 20
and still employed in the bargaining unit as a research faculty member on Judp $hal be
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eligible for performance based salary increases up to an overall maximum of 9%, subject to the
review by the Dean who will determine what increase if any the faculty member will receive in
accordance with the annual performance review undertaken usingliskstd annual
performance guidelines.

The 9% can be exceeded in a year for a Research faculty member in the following circumstances:
(a) if a promotion increment is the factor causing the increase to exceed 9%;
(b) if there are exceptional circumstances as defined in Articlé 18.

In all cases, these awards are contingent upon the funds being available for the compensation
increase in the grant, institute, endowment, or other sources of funding for the year in which
payments to be made. Any such awards under this section must also be consistent with effort
reporting requirements and federal cost principles.

a. For nine or termonth faculty, any F¥6 salary increases under this section shall be
effective September 1, 28 and only for those who were employed on February 15,
2025 and still employed in the bargaining unit on September 25.20

For twelvemonth faculty, any FZ6 salary increases under this section shall be effective July 1,

2025 and only for those who were employed on February 185 20d still employed in the
bargaining unit on July 1, 26.

183 EY 27Increases

a. Acrossthe-board Increases

For FY 27, each faculty member, except for Research Faculty, employed by the University on
February 15, 286 and still employed in the bargaining unit on July 12@G&hall receive an across
the board salary increase3% added taheir FY 27 base salary.

b. Performance Increases

For FY 27, an amount of money equal to 1.0% of the total salary dollars payable as of February 15,
2026 to bargaining unit members, excluding Research Faculty and excluding those who are not
returning to the University for the next academic year, will is¢riduted as performandsased

awards to selected faculty members, excluding Research Faculty. The 1.0% will be allocated to
each school or college proportionate to its share of the February 15, 2026 bargaining unit salary line.
The Dean of each schoal college, after consideration of the recommendations of the Department
Chair, shall decide whether or not a unit member shall receive a perforveser award and, if

so, how much.

Performancéased awards shall be made according to the following procedure: In consultation with
the Department Chair, the Dean of the school or college shall determine the perfelamsatte
distributions to individuals in each department. The methodolkbgy will be used by the
college/school for allocation of performargoased distributions in the following academic year will

be determined and announced to the faculty prior to preparation of workload plans in the Spring.
The Chairds r e boforwaedaddatiheiDeam byshe ®épartment Chair in a timely
fashion. The performandeased awards shall be based on performance evaluated against the
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workload expectations and assignments of the individual for the preceding academic year but also
taking into account the preceding two years, if employed in the bargaining unit. Performance based
awards are not grievable.

c. Research Facultyresearch faculty members employed by the University on February2es, 20
and still employed in the bargaining unit as a research faculty member on Jub$ $hal be
eligible for performance based salary increases up to an overall maximum of 9%, subject to the
review by the Dean who will determine what increase if any the faculty member will receive in
accordance with the annual performance review undertalg@ng established annual
performance guidelines.

The 9% can be exceeded in a year for a Research faculty member in the following
circumstances:

(a) if a promotion increment is the factor causing the increase to exceed 9%;

(b) if there are exceptional circumstances as defined in Article 18

In all cases, these awards are contingent upon the funds being available for the compensation
increase in the grant, institute, endowment, or other sources of funding for the year in which
payment is to be made. Any such awards under this section mubeatsasistent with effort
reporting requirements and federal cost principles.

d. For nine or tenmonth faculty, any FY2salary increases under this section shall be effective
September 1, Zb and only for those who were employed on February 136 20d still
employed in the bargaining unit on September 2620

For twelvemonth faculty, any F27 salary increases under this section shall be effective July
1, 2@®@6 and only for those who were employed on February 126 a0d still employed in the
bargaining unit on July 1, 2@.

18.4 EY 28 Increases

a. Acrossthe-board Increases

For FY 2B, each faculty member, except for Research Faculty, employed by the University on
February 15, 202and still employed in the bargaining unit on July 1,26Rall receive an across
the board salary increase3% added to their FY 2base salary.

b. Performance Increases

For FY 28, an amount of money equal 166 of the total salary dollars payable as of February 15,
2027 to bargaining unit excluding Research Faculty and excluding those who are not returning to
the University for the next academic year, will be distributed as perforriesesl awards to
selected faculty members, excluding Research Faculty.1%heill be allocated to each school or
college proportionate to its share of the February 157 B@2yainingunit salary line. The Dean of

each school or college,taf consideration of the recommendations of the Department Chair, shall
decide whether or not a unit member shall receive a perforateasssl award and if so how much.

Performancéased awards shall be made according to the following procedure: In consultation with
the Department Chair, the Dean of the school or college shall determine the perfebasatte
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distributions to individuals in each department. The methodology that will be used by the
college/school for allocation of performansased distributions in the following academic year will

be determined and announced to the faculty prior to prepardtinrkload plans in the Spring.

The Chairdos recommendati on shall be forwarded
fashion. The performandeased awards shall be based on performance evaluated against the
workload expectations and assignmentshefindividual for the preceding academic year but also
taking into account the preceding two years, if employed in the bargaining unit. Performance based
awards are not grievable.

c. Research Faculty. Research faculty members employed binthersity on February 12027
and still employed in the bargaining unit as a resetaculty member on July 1, 202hall be
eligible for performance based salary increases up to an overall maximum of 9%, subject to the
review by the Dean who will determine what increase if any the faculty member will receive in
accordance with the annual performance review undertalsng established annual
performance guidelines.

The 9% can be exceeded in a year for a Research faculty member in the following
circumstances:

(a) if a promotion increment is the factor causing the increase to exceed 9%;

(b) if there are exceptional circumstas as defined in Article 18.7

In all cases, these awards are contingent upon the funds being available for the compensation
increase in the grant, institute, endowment, or other sources of funding for the year in which
payment is to be made. Any such awards under this section mubkatsasistent with effort
reporting requirements and federal cost principles.

d. For nine or termonth faculty, any FY& salary increases under this section Ishaleffective
September 1, 202and only for those who &ve employed on February 15, Z02nd still
employed in the bagegning unit on September 1, 202

For twelvemonth faculty, any FY& salary increases under this sectsbrall be effective July
1, 20Z and only for those who we employed on February 15, Z0&nd still employed in the
bargaining unit on July 1, 202

185

All faculty, excluding Research faculty, who have secured a grant in a given year that buys out part
of their salary shall be eligible for all and full salary increases, subject to the restrictib®6 in
below.

186

It is understood that those unit members who are -guadked in whole or in part or are paid under
incomes/expense budgets, or are paid under gifts or endowments of any sort are not eligible to
receive the increases provided for in Sections 3,4,7 or 8 of this Article for that portion of their

salary that is grant, income/expense, gift or endowrfiemded, unless such funding support is
available for the year in which payment is to be made. Therefore, to the extent possible, grants should
be written to reflect the compensation agreed to in this Article. Further, any such awards under this
Article must also be consistent with effort reporting requirements and federal cost principles.
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187

Nothing in this Agreement shall preclude the University from providing salary increases to members
of the bargaining unit in excess of the amounts specified in this Article at any time, provided that
such increases are for the purpose of countering, magtahti exceeding bona fide written offers
from other institutionsto adjust for salary compressioor, for adjusting for anomalously low
salaries. Further, nothing in this Agreement shall preclude the University from providhtignene
norncontinuing saley money for rewarding outstanding professional contributions to the University.
Normally, the Department Chair will make a recommendation to the Dean regarding such offers,
adjustments or awards and the Dean will make the final dedrstbeir sole discretion. The Union

shall be notified in writing of the amounts paid and of the specific reasons for the award. It is
understood that while the University retains the right to award salary increases under this section, as
indicated, it shall not bander anyobligation to make such awards. Any awards made under this
section shall not come out of any of the negotiated pools of money under this Article but shall be in
addition to such negotiated amounts.

188

Promotion Increases.

For those faculty members who have received a promotion effective2d &in subsequent fiscal
years, a base pay increase will be granted as follows:

Rank Change Promotion Amount

Instructor to Assistant Professor $2500

Assistant to Associate Professor 9.25% of base salary

Associate Professor to Full Professor 11.0% of base salary

Lecturer to Senior Lecturer 9.0% of base salary, or $5500 whichever
higher

Research Associate tdresearch Assistag 9.0% of base salary

Professor

189

Minimum Salaries

a. After all salary increases provided for under this Article are made, no-tescke®r tenured unit
member, Clinical faculty member or twelmeonth Ph.D. holding Extension faculty member at .80
FTE at the rank of (see below) shall be paid less thafolloaving on an annualized basis:

FY 25* FY26 FY27 FY28
Assistant 68,067 70,109 72,212 74,378
Professor
Associate 81,036 83,467 85,971 88,550
Professor
Professor 100,483 103,497 106,602 109,800

*Effective December 1, 2024

b. After all salary increases provided for under this Article are made, no field Extension faculty
member with a twelvenonth appointment at an FTE of .80 at the rank of (see below) shall be paid
less tharthe following on an annualized basis:

Article 18 Salary 84



FY 25* FY26 FY27 FY28
Extension 51,054 52,586 54,164 55,789
Instructor
Extension 59,154 60,929 62,757 64,640
Assistant
Professor
Extension 68,879 70,945 73,073 75,565
Associate
Professor
Extension 84,277 86,805 89,409 92,091
Professor

*Effective December 1, 2024

c. After all salary increases provided for under this Article are made, no Library faculty member
with a twelvemonth appointment at 1.0 FTE at the rank of (see below) shall be paid less than the
following on an annualized basis:

FY25* FY26 FY27 FY28

Library 59,153 60,928 62,756 64,639
Instructor

Library Assistant 64,827 66,772 68,775 70,838
Professor

Library 77,793 80,127 82,531 85,007
Associate

Professor

Library Professol 99,673 102,663 105,743 108,915

*Effective December 1, 2024

d. After all salary increases provided for under this Article are made, no Lecturer at 1.0 FTE at the
rank of (see below) shall be paid less than the following on an annualized basis:

FY25* FY26 FYZ27 FY28
Lecturer 55,000 56,650 58,350 60,101
Senior Lecturer | 63,000 64,890 66,837 68,842

*Effective December 1, 2024

1810

With the exception of providing the minimum salaries provided herein, the University retains the
right to set the initial salary of any faculty member appointed to the bargaining unit as well as the
initial salary of any unit member appointed to an endo@iealr or endowed faculty position.

1811
Extension faculty with .8 FTE appointments am required to supplement their saldrgm grant
sources

1812
No faculty member shall, as a result of this Agreement, receive a lower tbalatlgey haveat the
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time of ratification.

18.13

Retreat rights
a. Administrators

i. The salary of an administrator assuming or resuming a faculty appointment shall be
determined by taking the original base salary for the secondary faculty appointment and
increasing such base salary by any salary increases provided for in this Agreetaknt (t
salary pool), or predecessor Agreements, over the relevant time period.

ii. It is provided further, however, that the Provost shall have discretion in such cases to
increase that base salary to account for factors such as the salary range of faculty of the
same rank in the academic unit, academic experience and expertise, staniflieg
academic discipline and duties to be performed.

b. Department Chairs and Equivalent Supervisors

i.  Upon assuming, or resuming, a faculty appointment the FY base salary of a Department
Chair, or equivalent supervisor, will be incremented in the same manner as other
bargaining unit faculty members for that year. The sowofctheir increment for any
market and/or performance will be funded from the same pools that are used for
bargaining unit members.

ii.  Upon assuming the position of Department Chair, or equivalent supervisor, the FY base
salary of the faculty member will be incremented each year by the salary increases
provided for in this Agreement (total pool) over the relevant time period. The sdurce o
their increments for market and/or performance will be from funding other than the
bargaining unit pool.

18.14 Severance

Any norttenure track faculty member with 10 years or more service in a bargaining unit position
(out of the last 12 years) and having successfully been promoted to the rank of Senior Lecturer or to
the ranks of nottenure track associate or full profesadris not reappointed for reasons other than
performance shall receive severance pay equivalent to 5€8éicdinnual salary at the time tifeir
departure from the bargaining unit position. This provision will not apply to any faculty member
whose salaris supported in whole or in part by grants, gifts or is otherwise tied to income/expense
unit. Severance pay will be prated for a faculty member partially supported by funds other than
grants, gifts, or income/expense.

ARTICLE 19 - COMPENSATION IN EXCESS OF BASE SALARY

For purposes of this Article, references to Department Chair also encompass the Dean or Director
in units without Department Chairs.

A faculty member may receive one or more of the following types of compensation in extess of
base salary:

* SUPPLEMENTAL COMPENSATION paid by and through the University to a faculty member
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during a 9, 10 or 12month appointment period iexcess ot he f ac ul bagesalag.mber 6 s
(Described more fully in Sections-5 and 8)

* ADDITIONAL COMPENSATION - paid by and through the University to a faculty member
outsideofthef ac ul t y 9ordOmhoeth apmintment period for additional work that has been
accepted and performed fibreir homedepartment or another academic department or CE and that

i s not included in the faculty member 6s Workl o

* AWARDS COMPENSATION- paid by the University pursuant to Universégtablished faculty
recognition programs. (Described more fully in Section 7)

* EXTERNAL EMPLOYMENT - paid by a third party for work performed either during or outside
of the appointment period. (Described more fully in Section 9)

19.1

Suppl ement al Compensation: For purposes of thi
as compensation paid by and through the University during the regular appointment period of a
faculty member irexcess otheir basesalary. Supplemental compensation received during a,nine

ten or twelvemonth appointment period may not exceed 25% of the base salary without advance
written approval by the Provost, in consultation with the Dean. When federal sponsorship provides
someor al | of as dompensationy supplenmaifitad codmpensation must be consistent

with federal cost principles which allow supplemental compensation only in unusual circumstances
and require the funding sponsorods prior writte

19.2
A nine, ten or twelvemonth faculty member may, under certain circumstances, receive
Asuppl emental compensationo:

a. For supplemental work performed for the home department or another academic department
during the regul ar appoint ment period that
wor kl oad assignments, which is nordm&dctioy t er m
3 of this Article.

b. For work administered througiContinuingand DistanceEducation (DE) as described in
Section 4 of this Article.

c. For work performed for a neacademic unit of the University, as described in Section 5 of this
Article.

d For an administrative assignment that is par
represents a specific recognized body of work, such as directing or coordinating an academic
program, and that has been approved in advance for compensatitwe IBRrolvost upon
favorable recommendation of the Dean. Such work shall not operate to exclude a faculty
member from the unit unless such work entails the supervision and evaluation of bargaining
unit personnel sufficiently similar to that of Department @hair other statutorily defined
supervisors to warrant exclusion.

e. For work performed as part of a University incentive program (e.g. Instructional Incentive
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Grant) that is established by the University in its sole discretion and approved by the Office of
the Provost. The University shall provide monetary compensation based on the nature of the
program and the amount of work done.

19.3

When a faculty member takes on supplemental work for their home department, or another academic
department at the University, the Department Chair may, following consultation with a faculty

member, and with the input of the Dean as documented by an agprotieP a r t

account for this supplemental work by one or more of the following options:

Bo wor ki

a. Commensurately adjusting the workload in the next semester or immediately following

academic yeatr,

b. Adjusting assignments otherwise made in the Workload Plan during the semester or year in

question;

c. Inthe event such work cannot be accommodated under d@i&a or19.3.b of this Article,
and where such work will not unreasonably interfere with the regular workload of the faculty
member, the Department Chair, with the input of the Dean as documented by an approved

APart Bo wor kl oad

pl an,

i. Overload teachingFor teaching a course, the University shall provide supplemental
compensation at the rate of4h® per creditor $7200 per course equivalent, whichever is
greateras defined by the department/school/college guidelines, effective summer session
2025. The per credit rate amount will increase by $i€i0fiscal year in the CBAand
course equivalent increasing commensuratélg.faculty member teaches less than the
entire course (e.g. teaching for only a portion of the semester), suppdéme
compensation will be proated from the above course rate.
The following table summarizes the overload teaching rate:

(Summer 2028)

Academic Year (+ Summer) | Per Credit | Per Course Equivalent
Fall 2024- Spring 2025 $2100 $6300

(Summer 2025) $2400 $7200

Fall 2025/ Spring2026 $2500 $7500

(Summer 2026)

Fall 2026- Spring 2027 $2600 $7800

(Summer 2027)

Fall 2027- Spring 2028 $2700 $8100

Forvariable credit courses, faculty members shall be paid according to the supplemental
compensation rate recorded in Article 19.3.c.i (or, for the summer sgtbsi@pplicable
rate(noted in 19.6.Jomultiplied by the average student credit hour.
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ii.  For supervising independent stud@s supervising internships or field wotkat are
defined as supplemental or additional work, the faculty members shall receive 15% of the
supplemental compensation rate as recorded in Article 19.3.c.i., or, if appropriate, for the
summer session, 15% of the faculty member's summatefnoted in 19.6.b.jor each
credit hour taught up to a maximum of four credits per student enrolled. The total salary
paid to faculty shall not exceed what the faculty member would be paid if teaching a
standard 4 credit course.

iii.  Sponsored Activities: A faculty member is eligible to receive supplemental compensation
funded by a grant or contract only upon the prior written approval of the Chair and Dean
as documented by an approved fAPartn&o wor k
contract sponsor(s). Such supplemental compensation proposals are also subject to prior
review by University sponsored projects administration personnel to ensure compliance
with research sponsor requirements and/or applicable guidelines. When funded
federal sponsorship, supplemental work and compensation must be consistent with federal
cost principles which requires the federal
compensation for such approved work will normally be-gated from thefaculty
member 6s base salary for the appointment
contract permits compensation larger than therata amount, faculty may receive such
compensation upon advance approvaltheby t he
Provost, in consultation with the Dean.

194

Subsequent to obtaining approval through the process outlined in Section 8 of this Article, faculty
who teach credit bearing courses or who performaeredit work during their appointment period

will separately contract for such approved supplemental vaoik compensation. If a faculty
member on a tenor twelvemonth appointment teaches summer session courseg dhaim
appointment periothe rate shall be the same as supplemental vapgsoval of such supplemental
work and compensation will follow éhprocedures outlined in Sections 3 and 8 of this Article.

Faculty on twelvemonth appointments may receive supplemental compensation only when their
Chair agrees that appropriate arrangements have been made in advance to reschedule regular duties
and that they are in compliance with any applicable effort regoréiquirements.

195

Subsequent to obtaining approval through the process outlined in Section 8 of this Article, faculty
who perform work for a neacademic unit of the University will separately contract with that other
unit. Rates of compensation will follow establishedsdte the specific body of work.

19.6

Addi tional Compensation: For purposes of this
compensation paid by and through the University to a faculty member outside of the regular nine

or termonth appointment period for additional work that haswzepted and perfoed forthe

f acul t y homedepagtmeimsanotheunitand whi ch is not included
Workload Plan.

Additional compensation will generally not exceed 3/9 of the base salary for the preceding academic
year for ninemonth faculty and 2/10 of the base salary for the preceding fiscal year fmotgh
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faculty. A faculty member may receive fdadditio

a. Sponsored Activities: Faculty members shall be eligible for compensation as expressly provided
in a Universityapproved grant or contract, and subject to any limitations imposed by the grantor
or contractor, at the following rates:

i.  Monthlyi 1/9 of the prior academic year base salary for-mioath faculty or 1/10 of
theprior FY base salary for temonth faculty.

ii. Weeklyi 1/39 of the prior academic base salary for aimenth faculty or 1/43 of the
prior FY base salary for temonth faculty.

Subject to the customary approval by the Chair
shall reflect proportionately the level of effort expended on wortwhich the faculty member

engages pursuant to the grant or contract. The principal investigator and sponsored projects
personnel will initially and, as necessary or appropriate, periodically review committed, actual, and
certified effort to ensure compliance with sponsor requirgsnand/or guidelines.

b. Faculty who teach crediiearing courses or who perform noredit work between appointment
periods, will separately contract for such approved additional work and compensation.

Summer course rat&ummer session course rates shall be the same as the supplemental rates
specified in Section 3.c.i of this Article8 of t he faculty member 6s p
salary for each credit hour taught, whichever is greater. Faculty who were on an approved leave
during their appointment period shall receive
unreduced bassalary.

The following table summarizes the summer session course rate:

Summer Session, Yea| Per Credit Rate (whichever is greater)
Summer 2025 $2400 or 3% of FY2025 Base Salary
Summer 2026 $2500 or 3% of FY2026 Base Salary
Summer 2027 $2600 or 3% of FY2027 Base Salary
Summer 2028 $2700 or 3% of FY2028 Base Salary

c. Per diem:Faculty participation in any official University function or activity that falls outside
the regular nineor ten month appointment period shall be voluntary unless it is identified in
the annual workload plan. Faculty who are requested and agree ¢ppéatin these voluntary
functions or activities will be compensated at the rate36D$er day if the number of hours
worked during a day is more than 3 hours 20Cper day if the amount worked during a day is
3 hours or lessAt the beginnng of each academic or calendar year, the Provost shall identify
those functions or activities eligible for such additional compensation and/or shall issue
guidelines to the Deans as to when such additional compensation may be paid. In all cases, the
Provast, or their designeemust specifically authorize in writing, in advance of any work being
undertaken, any compensation for an individual faculty member pursuant to this section.
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19.7

Award Compensation: The University may in its sole discretion and through the office of the Provost
establish recognition programs (e.g. Kroepbtdurice Teaching Award, Kidder Award, University
Scholar Award) under which faculty are eligible to receivenetary awards. All faculty members
receiving a particular award shall receive monetary compensation as determined by the program.

19.8
Supplemental and Additional Compensation Procedures

a. The faculty member must request approval through the customary workload plan approval
process prior to accepting or performing any supplemental and/or additional work that is outside
t he f ac ul hoypnedepartmbné Suttlsrequest will be processed via submission of the
wor kl oad plan APart Bo to the Department Cha

b. The Department Chair and Dean shall review all workload planP a r t BO submiss
supplemental or additional work subject to the parameters set forth in this Article and shall
provide a written response r eas eptaacebfysuch n ad\
work.

c. The hiring (academic or neeccademic) department upon receiving from the faculty member a
written evidence of approval their Chairand Dean is authorized to retain a faculty member
to perform supplemental or additional work. Compensation for such work shall follow the rates
established in this Article and be processed in accordance with standard University procedures
which will be intiated and overseen by the hiring department. All necessary approvals on
applicable forms available through the Human Res® Services Office will be obtained by
the hiring department in advance of the work being initiated, and subject to the parameters set
forth in this Article.

d. Supplemental or additional compensation shall be in the form of a monetary payment to faculty.

e. In no instance may a faculty member contract directly with another faculty member or render
decisions regarding supplemental or additional work or related compensation for other faculty
members. Such decisions shall be the purview of administration.

f.  While supplementary and/or additional work undertaken by a faculty member is possible, the
Chair and/or Dean may raise concerns about the possible interference of such work with the
performance of the faculty membertehwge apdd of e s s
promotion. This may be a topic of discussion during a subsequent annual performance review.

19.9
External Employment

a. NExternal empl oyment 0 shall be defined as wo
period of regular appointment for a third party, or on a consultancy basis, for which the faculty
member receives compensation or other consideration and thatasbkuse ofthe faculty
me mb enoféssional expertise as a faculty member. There shall be nodithg amount of
compensation a faculty member may be paid by a third party from external employment.

b. Employment by the University in a bargaining unit position is considered the basic employment
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of the faculty member, and other professional activities shall be limited so as not to impair the
effectiveness in the discharge of the University duties. Maintaining concurrent full time (1.00
FTE) employment with both the University and in a comparabbdéepsional capacity in
another setting is prohibited.

c. Faculty are encouraged to participate in other professional activities as a means of enhancing
not only their own competence and prestige, but the prestige of the University as well. While
engaging in these activities and/or in any external employmehér eltiring or outside the
appointment period, faculty members must avoid ethical, legal, financial and other conflicts of
interest to ensure that their outside activities and interests do not conflict with their primary
responsibilities to the Universitfrurthermore, any external employment will not involve or
require more than incidental use of University equipment (excluding computer technology),
supplies, materials, or clerical services, unless expressly authorized by the Chair.

d. The following additional criteria and procedures shall apply to External Employment during
the appointment period:

i.  Criteria

a) The work will not involve a conflict of time or effort commitment that interferes with a
faculty membero6s effective pndertherappavedt e of
Workload Plan, or with the University mission, responsibilities and initiatives.

b) The work will not present a conflict of interest with respect to faculty duties or obligations
to the University mission, responsibilities and initiatives.

ii.  Procedures

a) At the time of the workload meeting, a faculty member shall disclose in writing any planned
or ongoing external employment. The disclosure shall identify any prospective employer and
the nature, extent and expected duration of the work. The Chair shalpnjnransmit this
information regarding external employment to the Dean or Director.

b) The faculty member wilinform their DepartmentChair in writing of any planned external
employment that will or reasonably can be expected to significantly intexiénetheir
University responsibilities before making the commitment. The faculty member and Chair
will then follow the procedures for conflict management delineated in the University's
Conflict of Interest and @mmitment policy.

Disclosures regarding substantial and/or ongoing external employment shall be updated in
writing during the course of the academic year by the faculty mewtemevethe faculty
membermnticipates a significant change in external employment responsilolitrdsen the

external employment will or reasonably can be expected to significantly interfere with the
faculty member6s University responsibilitie

c) While external work undertaken during the appointment period shall not be part of the
Workload Plan, Chair may raise concerns with the faculty member about the possible
interference of such work with the effect
professional duties. This external employment may be a topic of discussion at subsequent
annual performance review, if the Chair believes that such work negatively affected the
facul ty me mb efthéirsvorkloadresponsibiliies wortif the partiegeee to its
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inclusion.

d) Procedures. At this workload meeting, faculty shall also report to the Chair any employment,
either within or outside the appointment period, in which the University might have a concern
about conflict of interest or improper utilization of University auent, supplies, materials,
or clerical service. I f the Chair or Dean [
may violate, the Universitydés conflict of i
of University equipment, etthe Chairor Deanmayrequire the faculty member to desist in
such work or to modify it.

e) Ifthe Chair or Dean has concerns related to the compliance of the proposed activity with the
relevant criteriathe Chair or Deamust notify the faculty member within fourteen days of
receiving this information from the faculty member. If the Dean concludes the proposed work
violates the Universityés conflict of inter
University eqipment, facilities or resources, or the applicdelgeral guidelineghe Dean
shall discuss these with the faculty memlvenp may be required to modify or cease to
engage irtheir external employment.

ARTICLE 20 7 BENEFITS

General Terms and Conditions

The provisions of this Article constitute a summary of benefits available to faculty. In the event of a
conflict between the provisions of this Articl
the latter prevails. Provider plan documents mmapbtained from the websites indicated throughout

this Article or from the University Human Resources Services Office.

Subject to any additional applicable terms and conditions of eligibility stated in this Article and/or
plan descriptions, eligibility for benefits, including insurance coverage and University contributions
toward premium and other costs, is based uporitjastatus.

For purposes of this Article, the following definitions apply:

Faculty or faculty membeFaculty or faculty member is defined in accordance with Article 2 of this
Agreement.

Retiree For the purposes of this Article, a retiree is a faculty member who, upon resignation from
University employment, has attained the requisite age and years of continuous service in effect on
their hire date, and who, immediately prior to retirement and for no fewer than the requisite years of
continuous service in effect for their date of hire, was eligible for the health, dental and/or benefits
plans inwhichtheywishto maintain enroliment during retirement.

Specifically:

9 Faculty hired on or after January 1, 2012, are eligible to retire at age 65 with no less than
fifteen (15) years of continuous University employment;

9 Faculty hired between July 1, 1997, and December 31, 2011, are eligible to retire at age 60
with no less than fifteen (15) years of continuous University employment; and

9 Faculty hired prior to July 1, 1997, are eligible to retire at age 55 with no less than ten (10)

Article 19 Compensatiom Excessf Base Salary 93

Article 20 Benefits



Article 20 Benefits
Article 20.1 Insurance

years of continuous University employment.

The details of eligibility for benefits received in retirement are included in each benefit description,
later in this Article.

DependentUnless otherwise provided in this Article, a dependent shall include a spouse or civil
union partnerdomestic partnegnd/or a qualifying child to be defined as a child (natural, legally
adopted, legal guardian thereof) under age 19. After age 19 there are separate eligibility requirements
for medical plan(s) and dental/life insurance coverage.
a. Children who are eligible for medical insurance coverage include children under the age of 26
and unmarried.
b. Childrenwho areeligible for dental and life insurance coveragdude children under the age
of 26 who arainmarried and a fulime student.
c. For purposes of administration of the Flexible Spen&ilag the definition ofdependent is as
defined by relevant federal law.
d. Domestic partners only qualify for medical benefits. Togbalified for medical benefits, a
domestic partner must meet the definitions and complete the attestation aatimuzendix
G of the Agreement.

A faculty member in a civil union is responsiblefémiliarize themselveswvith federal and state
laws and regulations governing various benefits as the civil union partner may not be eligible for all
benefits Further, there may be increased tax liability for an employee @ttendgheir benefitsto

cover a civil uni on partner or that partner 6s/

through Human Resource Services or its website.

Benefit Groups A faculty memberés el igi bi lbythgir for
appoint ment . The term of appointment and FTE
follows:

Benefit Groups

Term of Appointment Full-Time Equivalency
Group A 12 months 1.0 FTE
Group B 9, 10 months (academic year) 0.75-1.0 FTE
Group C 12 months 0.751 0.99 FTE

20.1
INSURANCE

Effective DatesSubject to timely completion of enrollment applications, coverage will begin on the
date of eligibility specified in subsequent sections of this Article. Following initial enroliment, the
ability of a faculty member to effect changestheir benefitsmay be restricted until the Open
Enrollment period unless a faculty member incurs a change in individual or family status. To ensure
continuous benefits coverage and timely adjustments to faculty contributions toward benefits costs,
faculty must notify the Himan Resourcese8rices Office promptly, and in writing, of changes in

name, address, marital status or dependents because changes become effective only after Human
Resource Services has received written no#defamily status changes must be submitted in
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writing to theHuman Resource Servicédfice within twenty (20) days to ensure coverage. Failure
to submit timely, written notification will result in denial of coverage until the open enrollment
period.

COBRA Rights Unless otherwise expressly provided in the terms and conditions of the applicable

plan or policy, University benefits coverage ends at the close of business on the effective date of
termination of appointment unless extended under The Consolidated GmiEbdget
Reconciliation Act of 1985 (ACOBRAO). This | aw
and dental insurance and/or flexible spending plan benefits if a qualifying event occurs. Those who
choose to extend insurance coveraweaf specified period of time may be charged up to 102% of

the premium cost to the employer for such coverage. A qualifying beneficiary is a spouse, civil union
partner, or dependent child covered by berhe Uni
who loses coverage due to termination or reduction in appointment.

To be eligible for COBRA options, a faculty member undergoing a change of status that affects
benefit eligibility (reduction in appointment or termination of employment, or a dependent whose
dependent status is endjpngnust notify the Human Resources Services Office in writing within
sixty (60) days following such event.

All provisions above are subject to legislation as it may from time to time be amended. The
University will continue to administer COBRA as prescribed by law. More comprehensive
information about the rules governing COBRA administration is available thrthegHuman
Resourceserviceffice or its website.

Change in Facul ty me.hy&miversity ikitraed tempareeymeduct®n (aot u s
exceeding four (4) mo nt h s ) affettthar indurarcecdverage. me mb e
However, unless otherwise agreed upon, such as in a phased retirement plan, vacation and medical

l eave wil.| be based on a faculty membeaséds r edu
upon the reduced salary

If a faculty member initiates a reduction of FTE or length of term that results in moving outside of
theirdesignated benefit grouteir benefits will be adjusted as appropriate to the new benefit group
and premium cost share. Adjustments will begin automatically unless the faculty member notifies
the Human Resource Servic&lffice to discontinue insurance. Thesljustment is waived for
reductions lasting less than 30 calendar days; however, to maintain coverage, a faculty member must
always makeheir own required personal contributions.

Dependent s Bacultyomag applygfer benefits for eligible dependents under University
medical, dental and life insurance plans. The University reserves the right to require proof of
marriage, proof of civil union status and proof of legal responsibility for deperuthédten.
Coverage eligibility will also include for the first three (3) months of employment, the-saxne
spousal equivalent of the new employee who comes to UVM from another statesaimeresex
marriage or civil unions are not legal. Such employeed praside proof of marriage within three

(3) months of employment in order to retain spousal benefits. Under special circumstances, a faculty
member may apply to the Provost for an extension of this-thoegh period. The Provost shall
decide, intheir discretion whether to grant an extension.

Faculty whose spouses or civil union partners are also University employees may not carry duplicate
medical, dental or life insurance coverage for themselves, their spouse/civil union partner or their
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dependents through the University, nor will they be permitted to combine their health and dental
University contributions for the purchase of higleest benefits.

Dispute Resolution Denial of eligibility for coverage in any benefits plan described in this Article

is grievable. Disputes between faculty and the University regarding eligibility for specific benefits

for which this Article provides shall be subject to the contractutispesolution procedures
contained in the providersd plan document s, u
claims is handled by the carriers through their respective dispute resolution processes.

a. Medical Insurance

i. Effective Coverage Date Medi cal i nsurance coverage an,;
sharing of premiums for faculip Groups A, Band Cbegins on the first day of employment
provided application has been completed and submittethéoHuman Resourc&ervices
Office within twenty (2) days of commencement of employment.

ii. Termination of coveragén the event that a faculty member terminates employment prior to
the end otheirappointment period, coverage will end on the last day worked angrepgid
benefit amount will be refunded them Facultywho are employed for the entire 9 or 10
month appointment period, and who have had deductions taken from their salary for medical
and dental benefits, will continue to have benefit coverage until Auguétedla faculy
member whose appointment period ends in May will have coverage until Augukst 31st
Coverage for a faculty member on ah®nth appointment will end aheirlast dg worked,
regardless of when it occurstimeir appointment period.

If the faculty member is paid for accumulated vacation at termination, coverage will be
extended one calendar day for each vacation day paid, up to a maximum of thirty (30) days
when coverage terminates.

The faculty member will be offered the option of extending coverage under COBRA.
Dependentsé coverage wil/|l end when they no
the plan. When coverage terminates, former dependents will be offered the options of
extending coverage under COBRA.

iii. Special Eligibility Issues Concerning Health Insurant#en a paid leave for sabbatical and
professional development is granted, there will be no change in health insurance coverage
provided the applicable premium contribution is paid.

iv. Plan OptionsMedical insurance plans are currently offered through Blue Cross/Blue Shield
as described in Appendix A. Plan coverage specifications atsl, @ocluding required faculty
contributions to premiums, deductibles anebeys, are available for review in the University
summary plan descriptions available from Human Resource Services or at its website. The
Blue Cross/Blue Shield plan will be the same plan provided tagaesented employees with
the following clarifications:

a) Prescription drugs:
a. Three tier formulary of $520-40 for thirty (30) day supply with deductibles of $100 for
single, $200 for two person and $300 for family
b. Three tier formulary of $10840 -80 for ninety (90) day mail order supply with no
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deductibles
c. Cap of $1300 for a single; $2600 for two persons and $3800 for family

b) Durable medical equipment:
9 Deductibles of $100 for single; $200 for two persons and $300 for family
1 Plan pays 80% and employee pays 20% of costs upao0H($13,200 per familyAfter
$6600 ($13,200 per family)he plan will pay 100% of covered expenses.
c) Hospitalization cepay of $250 per admission, limited to $750 per calendar year. If there
is a subsequent hospitalization based on same diagnosis within three months of the initial
hospitalization, the $250 guay will be waived.

d) Outpatient surgical cpay of $100. Regarding outpatient surgical visits, if there is a
subsequent surgery based on the same diagnosis within three months, the $100 co pay for
thatvisit will be waived.

e) Note on health care coverage: It is understood that treatments such as dladysatherapy,
MRI , Dbl ood drawing and testing do not fall/l
fall under either Outpatient Services ofRay/Lab which are 100% covered.

v. Faculty member costsBecause a faculty member pays a percentage of the premium cost for
the medical insuranggantheyelect the actual dollars a faculty member contributes to such
cost will increase if the cost of the medical insurance plan to the University incrraséded
that faculty contributions toward University premium costs shall not exceed the levels
specified in the salary premium cost table (see Appendix B). It is also understood that the cost
to a faculty member will change if individuplan selections changes.

Faculty menbers in Benefit Groups A, Bnd Cwill pay a percentage of Universipremium
costs as listed in the salary premium cost table (Appendix B)

As a condition of employment, premium paymer
appointment period will be made through-a& dollars in accordance with the provisions of
Section 125 of the Internal Revenue Service Code.

Exception: Premiums for coverage of a civil union partner and dependent children of the
partnerwill be made in aftetax dollars in accordance with IRS regulations and guidelines and
Vermontt ax | aw. I n addition, the value of the
consideredtaxable incane to the employee for federmid statéax purposes.

vi. Medical Leave A faculty member otherwise covered by University medical insurance shall,
while on paid or unpaid full or partial medical leave, be entitled to continuation of the
University contribution toward such insurance coverage up to a maximum of taierfB6)
weeks, provided the faculty memlmntinuestheir contributions to the premium cost. (See
also Section 6.b of this Article regarding medical leave.)

vii. Waiver of Medical Insurance Coveraddigible faculty members in Benefit Groups A, @,
C may elect to waive medical insurance coverage for self and dependents upon certification to
Human Resource Services of coveragalable tothemunder a nofUniversity group medical
insurance plan. The University offers an annual taxable $1000 payment to such a faculty
member with tweperson orfamily coverage who is able to provide such certification. This
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option is not available to faculty members whose spodsmestic partnemr civil union
partner is also employed by, or retired from, the University and eligible for University benefits
or to faculty members who are retired from the University with -petstement benefits.
Further, it is not available to faculty members whowwaoverage for any eligible dependents
but not themselves.

If a faculty member has waived UVM insurance coveragetlaem losesheir otherinsurance

coverage by an event outsitkeeir control, they will be allowed back into the UVM medical

coverage option. The faculty member will be entitled to only argted portion of the $1000

based on the length of time (in whole monttigir coverage wasvaived. If the faculty

member waived coverage ftremselvesand fortheir dependents, the faculty member may
come back into the UVM pl, domestidpartndgecivifuaianu | t y
partner loseemployment, or if the faculty membkeses coveragdecause of divorce or the

death of the spouselomestic partnegr civil union partner. The faculty member may not
comeback into a UVM plan simply becautieeirs p o u, s edéosme s t ioccivibumiont ner 6 s
par t ner 0iscreasegptemiyne or decreases coverage until the next Open Enrollment
period.

If the faculty member waived coverage for one year, the waiver will not automatically renew
in the subsequent year. An eligible faculty member must apply annually. If the faculty member
waives coverage for eligible dependents but footthemselvesthe faculty member is not
eligible for a waiver payment.

viii. Changes in Insurance Carrier Optioffi$ie University has sole discretion to select the
insurance carriers or administrators for its medical insurance plans and may changeocarriers
administrators or elect to setfsure or seHadminister such plans at any time, provided that
the University must notify the Union in writing at least 30 (thirty) days prior to effecting
such change. The University shall negotiate with the Union the impact of such chatiges on
scope of plan coverage and/or faculty cosbthihg in this Agreement shall preclude the
University from, in its sole discretion, adding medical insurance plan options. Nothing in this
Agreement shall preclude the University from, in its sole discretion, deleting medical insurance
plan options, provided that the University must notify the dniowriting at least thirty (30)
days prior to effecting such change. The University shall negotiate with the Union the impact
of such changes on the scope of plan coverage and/or faculty member cost.

ix. Plan Modificatons Wi t h 30 (thirty) daysdé advance not
unilaterally modify the details of its medical insurance plans as long as the modifications do
not cause substantial reduction in benefits or substantial increase in costs to faculty. Prior to
instituting any such modifications, the University shall provide the Union with specific
information regarding prospective plan changes and a summary dff¢inercces pre anplost
modification. The Union shall be entitled to grieve whether or not the modifications are
Asubstantial . o |1 f t theUnwensayrsigak rregosate evithfihe Urloa t a n t |
the impact of such changes.

It is also understood and agreed that carriers may on occasion unilaterally modify the terms of
their plans and policies. In such instances, faculty enrolled in such plans will be subject to any
such modifications, provided that the University shall negotiate with the Union the impact of
substantial changes in plan coverage and/or cost to faculty.
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i. Disability, Retirement or Deatl{Medical)

ii. Disability.
While a faculty member is receiving disabil
term disability plan, or Soci@ecuritytheirmedicalinsurance will be continued as described
in Section 1.d. of this Article.

iii. Retirement

(1) Pre65 Retirement Medical Insurance

(a)

i. A faculty member whose qualifying years for retirement have been in Benefit
Groups A, B,andC may retire from the University prior to age 65 (Medicare
eligibility), and elect to receive medical insurance coverage through the same
plan offered to active bargaining unit members, provided that by June 30, 2014,
such faculty member has met the retient eligibility criteria that were in place
whenthey werehired.

ii. If such faculty member meets eligibility as defined(lm) (1) (a) above but
retires after June 30, 201theyshall pay a premium contribution in accordance
with the following table:

Table 1:
Base Salary at retirement Premium Contribution
Less than $90,000 20%
$90,00099,999 22%
$100,000109,999 24%
$110,000119,999 26%
$120,000129,999 27%
$130,000139,999 28%
$140,000149,999 29%
$150,000 + 30%

When such faculty member reaches agetl&@y will no longer be eligible for the active plan but
may obtain the pod5 retireeMedicarePlan and must pay the percentage of contribution under
Table 1 above.

(b) A faculty member whoby June 30, 2014, has not met the retirement eligibility criteria
that were in place whetimey werehired will not be eligible for any retiree medical
benefitsprior to age 65However they will be eligible for theretireeMedicarePlan
whentheyreach 65 and will pay premiums in accordance with the-8#8fledicare
SupplemenChartshown in Appendix C.

i.  Exception #1Current faculty as of ratification of this Agreement who were
not grandfathered under Sectidm (1) (a) above, but who nonetheless have
fifteen (15) years of qualifying service with the University by June 30,
2014, may retire at age 62 and may elect to receive medical insurance
coverage through the same plan offered to active bargaining unit members
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but shall pay 60% of the medical insurance premuntil theyreach the
age of 65 years. When such faculty member reaches adlee§dyill no
longer be eligible for the active plan but may obtain the-pbgttiree
MedicarePlan and must pay the percentage of contribution under Table
in Section(b) (1) (a) ii on the prior page.

ii.  Exception #2 Any faculty member who was employed on December 31,
2011 and who, on or after July 1, 2014, meets the retirement eligibility
criteria that were in place whehey werehired may retire before age 65
and may obtain the pig5 retiree medical insurance coverage through the
same plan offered to active bargaining unit members, provtuisdpay
100% of the premium for such coverage. When such a faculty member then
reaches age 6Heywill no longer be eligible for the active plan but may
obtain the pos65 retiree Medicae Plan. However, such faculty member
must pay 100% of the premium for the Medicare Supplement Plan.

(2) RetireeMedicare Medical Insurance

a) For those who are 65 by June 30, 2014 but retire after June 30, 2014, such a faculty
member retiring at or after age 65 whose qualifying years for retirement have been
in Benefit Group A, B, C and D and who elects itbireeMedicare Plan shall pay
the premium contributiongs accordance with Table 1 in Secti@) (1) (a) ii on the
prior page

b) For those who are not 65 by June 30, 2014 and who later retibeoattbereafter,
suchfaculty wil pay a percentage of premium for thetiree Medicare Plan in
accordance with the Pe8b retireeMedicare Plan in Appendix C.

c) Faculty hired on or after January 1, 2012 shall only be eligible upon retirement for
any retireeMedicare Plarfor which they are qualified that may be offered by the
University at their expense with no University contribution to premium. However,
such faculty will be eligible to receive University contributions underRbgree
Health Saving®lan(Appendix D).

d NOTE: Whil e the current contract -l angua
6 5, (artiehumderstand that, should the federal government change the eligibility
age forMedicare, the contract shall be reopened for negotiations pursuant to current
Article 20.12.

e) Continuation of the option of purchasing suelireeMedicarePlan or any other
supplemental Medicare plan is not guaranteed.

f) Inthe event that the University plans to substantially modify or eliminatestinge
Medicare Plan, it will providdJnited Academicswith at least ninety (90) days
advance notice of its intent to do so.Uhited Academicglisagrees with these
changes, it maywithin fifteen (15) days of such notice, request consultation over
such changes. If, aftesuch consultationUnited Academicsmaintains that the
Uni versityos p r o elimisatioth of ctHe gplarg &es arbttrary oo r
capricious, it may grie¥ t he Uni v erthe MLRB B dedeontiningg n  t o
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whet her t he Universityos a cfactors o be s arb
considered by the VLRB include, but are not limited to, the following:

I ncreases in the cost of the Universi
and percentage changes

The level of institutional contingent liability

Changes in state or federal legislation, or regulations, pertaining to retiree
benefits or to health insurance issues in general

Benefit levels for employees generally and at UVM specifically

9 Financial impact on the retirees and future retirees

T
T
T
T

g) The University reserves the sole and complete discretion to select the insurance
carrier oradministrator for any of these retiree medical plans and may change
carriers ormadministrators for such plans at any time. The University also retains the
right to becomeselfinsured.

h) If a retired faculty member marries, or enters into a civil union, the spouse or partner
andqualified dependents shall receive all benefits for which they are eligible.

i) The University will provide a faculty phased retirement program, described in
Appendix E.

J) In addition, either the Chair/Dean/Provost or the faculty member may initiate a
conversation regarding early retirement or possible retirement incentives for the
faculty member. If there is a common interest in pursuing such discussions, the Dean
or Provos shall notify United Academicshat such is the casEnited Academics
maythen participate in any sudhiscussions and must approve any particular early
retirement or retirement incentiypackage.

(c) Death
If a benefit eligible faculty member should die while retired, or while on active status
or receiving disability benefitgheir spouse/civil union partnefomestic partneand
qualified dependents willreceive free medical insurance coverage a period of two (2)
years following the death. Thereafter the spouse/civil union pattmeestic partner
and qualified dependents may continue coverage on the same cost basis as would be
applicable to the deceased faculty member provided, a spouse/civil union
partnefdomestic partneis entitled to such coverage atiey continuetheir premium
cost contributions.

Active faculty members who are not eligible for postirement medical benefitdeir
spouse/civil union partn&tomestic partneand qualified dependents will receive free
medical insurance coverage for a period calculated on the basis of one month for each
month of serviceto a maximum of twentyour (24) months following the death. The
spouse/civil union partner and/or qualified dependents may thereafter extend coverage
under COBRA.

a.Dental Insurance

i.  Effective Coverage Datd-aculty members in Benefits Group A, @,C are
eligible for dental insurance coverage following expiration of amonth
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waiting period that commenceat the time of initial appointment. To obtain
coverage, a faculty member must fileearrollment application within twenty
(20) days of initial eligibility. Failure to file aanrollment application within
this time period shall result in deferral of the dental insuracmesrage
opportunity until the next Open Enroliment.

ii.  Plan OptionsThe dental insurance plan options currently available to faculty
areaBasePlaand a High Option Plan offerec
designated carrier. The University pays the entire premium cost for eligible
faculty memberandtheirdependentander the Base Dental Plan; faculty who
select the High Option Plan pay the premium difé¢érence between the Base
and High Option Plans. Plan coverage specifications, inclysfi&geatment
authorization procedures, and costs, including diéoles and coverage
maximums, are available for review in the Summary Plan Descriptions
available from HumanResource Services or at its website.

Effectiveas ofAugust 1, 2018the High Option Plan wilincrease orthodontics coverag®e a
$1500 cap and increase the dental calendar year max to $2000 perAdatwmmary of provisions
can be found in Appendix F of this Agreement.

iii.  Disability, Retirement or Deattibental)

a) Disability. While a faculty member iseceiving disability benefits under
eitherthddn i v e r s i-term disability plangor Social Securityeir
dental insurance wilbe continued as described in Sectibd of this
Article.

b) Retirement Faculty retirees whose qualifying years for retirement have
been in BenefilGroups A, B,C or D and their qualified dependents are
eligible for dental insurance plgaarticipation on the same coverage basis
as active employees, provided that effectivetlimse who retire January
1, 2015 or after, the retiree shall pay 10% of the gtdimiumcosts of
coverage under the base dental plan and the University will pay 90% of
the premium costs of the base dental plan.

Retirees who select the High Option Plan shall pay the full premium cost
differencebetweenthe base and high option plans in addition to the
premium costs for the base dental plan described above.

Continuation of the current dental insurance plan for retirees or any other
dental insurance plan is not guaranteed. The University retains the right, in
its sole discretion, to change or modify any such plans for retirees or to
cease offering retiree dehinsurance altogether.

c) Death If a faculty member who is eligible for pestirement dental
benefits or receivinglisability benefits should die while on active or
retired status, or while receiving disabilibgnefits after qualifying for
postretirement benefits, the spouse/civil union partner ar¥pendents
will receive free base dental insurance coverage for a period of two (2)
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years following the death The spouse/civil union partner and/or
dependents may thereaftextend coverage under COBRA.

If an active faculty member who is not eligilite postretirement dental
benefits shoulddie while on active or retired statukeir spouse/civil
union partner and qualifiedependents will receive free base dental
insurance coverage for a period calculated orb#ses of one month for
each month of service, to a maximum of twefuyr (24) monthsThe
spouse/civil union partner and/or dependents may thereafter extend
coverage under COBRA.

iv.  Changes in Carrier and Plan Modificatiofi$ie provisions in Section 1.a.viii
and 1.a. ix ofhis Article are applicable to dental insurance carrier changes and
plan modifications.

b. Life Insurance

i.  Group Life InsuranceFaculty members IGroup A, B,or C may obtain group term life
insurance at the time of initial appointment under plan options currently provided through
the carrier. Eligible faculty members who wish to obtain such insurance must enroll in a plan
within twenty (20) days of the effective date of initial eligibilityadelty who do not enroll
when initially eligible may apply for such benefits during an open enrollment period.

Proof of insurability must be submitted with the enrollment application in the following

instances: (1) If a faculty member fails to enroll within twenty (20) days of theieffekzdte

of initial eligibility or (2) If, a faculty member at the time of initial enrollment, elects

coverage exceeding two timieeir salary or (3) If a faculty member seeks spousal coverage

exceeding $50,000r (4) If a faculty member seeks to increase the level of insurance
originally obtained or to insure the lives of depenidchildren more than twentne (21)

days after the effective date of initial appointment.

ii.  Plan Options and Cad®lan coverage specifications and premium costs may be reviewed in
the summary plan description available frim Human Resource Servic€sfice or at its
web site. Premium rates, including faculty cost contributions, are subject to annual
adjustmentAs set forth in the summary plan description, insurance coverage options will be
affected byevents such as an award of disability benefits and retirement.

iii.  Extension FacultyExtension faculty members participating in the Civil Service Retirement

System or the Feder al Empl oyeesd Retiremen
University's group life insurance plans. Information regarding the life insurance plans that
are available to such faculty mayoffcee obtain

c. Long-Term Disability Insurance

A faculty member who becomes disabled from performing the duties assowidtedheir
appointment may be protected from certain loss of income under the terms and conditions-of a long
term group disability insurance policy, which provides benefits beginning six (6) months after the
date of total or partial disability.
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i. Longterm CoverageCoverage for longerm disability is available to faculty members
in Groups A, B or C. The faculty member must pay a portion of the insurance premium
in order to receive this benefit.

Long-term disability insurance provides monthly payments up to age 65 starting six (6)
months after the faculty member becomes totally disabled, as defined by tkerlong
disability insurance carrier, or cannot perform all of the dati¢lseir normal occupation

due to illnesshodily injury or other disabling circumstances. The faculty member may
alternatively qualify for partial disability payments, whbey arephysically capable of
working part time. After thirty (30) months of receiving losigrmdisability benefits the
faculty member willcontinueto qualify for disability benefits only ifhey areunable to
perform any occupation for whidhey arereasonably suited by education, training, or
experience.

To ensure coverage under this benefit, eligible faculty members must enroll in the plan
within twenty (20) days from the date of hire; in the event of such enrollment, coverage
is effective on the first of the month following the first anniversary datéitl
appointment.

Alternatively, a faculty member may be eligible for immediateerage if (ajhey are
newly appointed to the University but was insured within the three months prior to
University employment under a group letegm disability policy that provided income
benefits for at least five (5) years; dn) they area formerbenefits eligible University
faculty member returning within one (1) year of a break in service. If, following the date
of initial appointment, a facultymember experiences a break in service exceeding one
semester, coverage ends as of ¢ffective date of termination of apptament but
becomes effective again at the commencement of a subsequent appointment within one
(1) year of the termination date if the faculty member reapplies. If not applied for at that
time, or if the subsequent appointment occurs more thayesre  following the
termination date, there will be a egear waiting period.

If a faculty member declines to enroll in the plan within twenty (20) days of initial
eligibility, they may furnish proof of insurability with any subsequent enrollment
application duringanopen enroliment period in order to obtain coverage. A faculty
member may, during operenrollment, elect to increase coverage from basic coverage
(70%) without proof of insurabilityhowever, if they were to become disabled due to a
pre-existing condition within a year aftesuch election they will only be eligiblerf60%
coverage. Faculty with or without losigrmdisability insurance will be covered by
contract provisions applicable to the twesty (26) week medical leave of absence as
described in Section 20.6.b of this Article.

Faculty may choose between two types of coverage:

a) Basic Coverage. Pays 60% of salary with a $10,000 monthly maximum. Faculty
members pay a 30% qmayment of premium.

b) Optional Coverage. Pays 70% of salary with a $11,667 monthly maximum. Faculty
members pay the difference between this option and the cost of basic coverage.

Compensation under either of the above options will be reduced by payments from other
sources such as Workers Compensation, Social Security, and other grouprhong
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disability plans. The total amount of compensation from all sources under these plans will
be 60% or 70% of monthly income depending on the plan selected. The insurance carrier
monthly benefit will never be less than $100 or 10% of the benefit amounteviicis
greater, even if this amount may bring the total disability income to more than the
guaranteed benefit. Payments beginthie firstof the month after the faculty member

has been totally disabled for six (6) months. Afterty-two (42) months bcontinuous
disability, monthly payments will be increased 3% annually or by the Consumer Price
Index if lower.

A faculty member receiving disabiHamy ben
disability plan, or the Social Security disability plan, regardless of-netistment
eligibility status, will continue to receive University contributions towards oadind
dental insurance premiums provided theulty member was covered by such insurance
plans at the commencement of the disability #mely continuetheir premium cost
contributions and applicable gays. Plan coverage options and costs shall be the same
as those available to retirees.

If the disability should end prior to age 65, then a faculty member who is not eligible for
postretirement benefits based on age and service on their disability date will be offered
COBRA coverage. Fallty members eligible for posetirement benefits based on age
and service on their disability date will continue to cost share medical premiums on the
same basis as othestired faculty.

In addition, a faculty member who becomes totally and permanently disabled may qualify
for a waiver of payment of group life insurance premiums providedhbgtareinsured
at the time of disability certification.

If the faculty member should die while disabled after qualifying for -petstement
benefits,the surviving spouse, civil union partner and/or dependents will be eligible for
health and dentahsurance coverage as described in Sections 1.a.x.(c) and 1.b.iii.c of this
Article.

To begin receiving disability payments a faculty member must apply for disability
benefits andsubmit medical certification of loaggrm disability satisfactory to its
insurers. Disabili certification for purposes of these programs shall not itself constitute
a finding of disabilityfor purposes of institutional compliance with federal and State
disability nondiscrimination laws.

In addition, a faculty member who becomes disabled must apply for Social Security
disability benefits and Medicare Parts A and B immediately upon medical certification of
disability. Anindividual over 65 years of age who becomes totally disabled must apply
for Medicare Parts Aand B: the amount of loaggrm disability payments will be reduced

by the otherwise applicabléevel of Social Security benefits regardless of whether the
individual applied for such benefitthdividuals under 65 years of age magiply for
Medicare Parts A and B and Soc&dcurityRetirement Benefits. In the latter instance,
disability benefits will be reduced in proportionSocial Security benefits awarded.

i. Partial Disability A faculty member may qualify for patime employment and partial
disability payments upon appropriate medical certification of such disability by the
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carrier. After thirty (30) months of such disability, the faculty member will continue to
qualify for benefits only ifthey medically certified as unable to perform any occupation
for which they arereasonably suited by education, training, or experience due to
disability.

iii.  Total and Permanent DisabilitA faculty member must qualify for disability benefits
under either the longerm disability program described above or by Social Security
Administration standards in order to continue to receive health and dental insurance
coverage described aboirethis section. Upon expiration of the twersix (26) week
period and absent an approwedended leave under Section 6.b.vii. of this Article, if the
faculty member cannot return work their employmentwill cease. Further, faliwing
appropriate medical certification ofo t a | and permanent disabil
University employment will cease.

If total and permanent disability occurs before age 60, disability payments will continue
until the earlier of medical certification of termination of the disability or age 65. If the
disability occurs after age 60, but before age 65, a faculty member is eligible to receive
benefits eitheuntil medical certification of termination of the disability or five (5) years
from the effective date of disability. If the disability occurs after age 65 but before age
sixty-nine (69), a facultynember is eligible toeceive benefits until the earlier of medical
certification of termination ofthe disability or age seventy (70). If the disability occurs
on or after age sixtpine (69), benefitwill be paid for one (1) year.

Plan coverage options, specifications and costs are available for review in the Summary
Plan Descriptions available from Human Resource Services or at its website.

d. Fitness for Duty

Subject to the rights of faculty members under the-disarimination Article, or state or federal

disability laws, and any medical leave policies and benefit plans for which this Agreement provides,

the University may terminate a faculty member who ishlento perform the essential requirements

of their faculty appointment with or without reasonable accommodation due to physical or mental

di sability (Adisabilityod). When a Dean or de
Department Chair, hasraasonable basis to believe that termination may be necessary under this
standardtheymay request the faculty member to undergo a medical assessment. If, based upon the
results of an assessmerd such other assessments as the University may reasonably request in
follow-up to the initial assessment, the Dean concludes that termination due to a disability is
necessarythe Dean will make such recommendation to the Provost in writing, with a copy to the
faculty member and the Union. The Dean or Provesapgropriate, will provide the faculty member

an opportunity to meet within ten (10) days of issuance of the notification. The faculty member i
entitled to have a Union representative or attorney present during such meeting, provided the
University is entitled to have an attorney present as well if the faculty member chooses to do so.
Within ten (10) days of the meeting, or wi t h
recommendation if no meeting is requested, the Provost will make a final detieomion whether
termination is appropriate.

e. Workersd Compensation

Pursuant to state | aw, the University maintair
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who, in the course of their University employment, sustain accidental bodily injuries or occupational
illnesses and lose work time as a result. Faculty must report an actual or appareetatedkinjury

or illness to the Department Chair (or Dean ingoams without a Chair) within twenfpur (24)

hours of the incident, and the Chair must submit a first report of injury to the University Office of

Risk Management, with a copy to the Dean, within sevemby(72) hours of receipt of the report.

All worker s 6 compensation c¢claims are subject to in
University and/or its insurance carrier.

The University pays the full premium cost of w
expenses associated wi t h such Il njuries or i
Management Department, and not faculty medical insurance plans.

Payments in lieu of salary during a period of temporary disability due to illnesses or injuries incurred
under this provision are made through the work

The faculty member may choose to be paid from eitheir medical leave othey may receive

wor kersdé compensation disabil it y-relatadyaoctelentos dur i
Il 1l ness. Only one option may be chosen. I f th
payments directljtheywill not accrue additional vacation or medical leave from the University, nor

will theyreceive UVM contributiono the retirement plan if enrolled. If the faculty member decides

to be paid from medical leg, theywill receive full pay for the period of available medical leave.

Wor kerd6s compensation insurance payments to t
endorsed to UVM and deposited to the appropriate departmental account.

Details regarding the workers' compensation program may be obtained by contactimgRssk
Management Department ortdtps://www.uvm.edu/riskmanagemeAtso, information regarding
workers' compensation may be obtained at the state's weh#ips://labor.vermont.gov/workers

compensation

f. Unemployment Compensation

The University is subject to the provisions of the Vermont Unemployment Compensation Law. To
draw unemployment compensation benefits, a faculty member must meet state eligibility
requirements and serve any applicable disqualification periods. Detailslinggaonditions of
eligibility for unemployment compensation benefits may be obtained from the Vermont Department
of Laborhttps://labor.vermont.gov/unemploymensurance

g. Social Security

Faculty must have a valid Social Security account number to be employed at the University. Faculty
other than those employed by the federal government are covered by welfare insurance under the
provisions of the Old Age, Survivor, Disability Insurance A£t1935 as amended, commonly
known as Soci al Security. I n compliance with t
the University and the faculty member are required to make FICA contributions toward the Social
Security benefits fund, payable ltlye faculty member through payroll deductions. Faculty who

retire prior to the date on which they are eligible for Medicare are solely responsible for enrollment

in the Medicare supplement program and all premiums and other costs associated therewith. See
Sectionl.a x(b) (2) of this Article.
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h. Liability Insurance; Indemnificatiorof EmploymehActs and Omissions

Faculty members are covered by blanket bond protection, general liability insurance and errors and
omissions insurance while working at the University. The University provides faculty legal
representation in defense of claims and indemnification for judtgrend settlement expenses

incurred in connection with the defense or resolution of civil actions filed against them and arising

out of the performance of their assigned job duties, provided that prompt notice is given by the
faculty member of such clainmend eligibility criteria are otherwise met. The applicable policy is
available at https://www.uvm.edu/riskmanagement/genenaiversityinsuranceprotection and

may al so be obtained from UVM&6s Ri sk Managemen

i. Travel and Accident Insurance

The University maintains travel and accident insurance to cover faculty who, while traveling on
authorized University business, sustain injuries or loss of life in the operation of vehicles owned or
leased in the name of the University or while riding passenger in, or boarding or alighting from,

any land or water conveyance, or riding as a passenger in, or boarding or alighting from, any civil
aircraft. Coverage provides for $150,000 per accident resulting in death and $75,000 per accident
resulting inloss of hand, foot, or eye. Such injuries or losses must be reported immediately to the
Risk Management Department by the faculty member or the Department Chair. Faculty involved in
accidents while operating a personally owned or leased vehicle are veveddy University
insurance.

j. Transitional Benefits for Beneficiary

In the event of a death of an individual while actively employed at UVM, a payment edeal to
(10)wor kdaysod6 pay wil/l be made to the faculty me
regular compensation.

20.2
FLEXIBLE SPENDING ACCOUNT.

The University will maintain a defined contribution plan known as a Flexible Spending Account for

the benefit of eligible faculty, which it or its designated agent will administer under Internal Revenue
Service (Al RSO0) st anda rSdesding @pern Enrolignent pergidcalty n u a | f
may set aside prax dollars to a predetermined maximum as established by federal regulations each
calendar year for nereimbursed health care and/or dependent care costs, from which they are
reimbursed for qudying outof-pocket expenses. Rules and regulations of the Internal Revenue
Code will apply to determine rollover of funds frame year to the next. A faculty member in a

civil union or samesex marriage is responsible to familiariteemselveswith the laws and
regulations governing this benefit. f a faculty membero6s empl oy me
employment status changes dhdy areno longer contributing to the Flexible Spending Account

the account wi l |l be capped at t he thepwllmotbe of t h
able to submit qualifying expenses which are incurred after contributions ceasehsyedsct to

exercise COBRA rights as applied to Flexible Spending Accounts.

Information regarding Flexible Spending Account program requirements may be obtainéderom
Human Resource Services Officeat its website.
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20.3
RETIREMENT DEFINED -CONTRIBUTION PROGRAMS .

Faculty may contribute on a tabeferred basis in retirement savings plans made available through
the University in accordance with IRS requirements and on the terms and conditions set forth in the
funds selected by the faculty member. Information on ptamsently available to faculty may be
obtained from the Human Resource Services Office or at its website.

a. 403(b)The University will make a contribution on behalfadigible faculty members to
the 403(b) fund(s) identified by the faculty member based on 10%edf annual base
salary,provided that the faculty member contributes the required minimum contrilmfition
3%. There isa waiting period otwo consecutive semesters (Fall/Spring) of employment
in Benefit Groupg\, B, or C before the University will provide this contribution unless the
faculty member (1)is an assistant professor, assocatgfesso or professor, or (2he
faculty member demonstratea vested interest in the retirement plan of their immediate
past employer and that employer is@xprofit or governmental employer, or (3) the
faculty member is a former UVM employ&ehose employment ceased with three (3) or
more years of continuous employment in berelitfible Groups A, B,or C at the
University and who is then +employed by UVM in a bargaining unit position within two
(2) years after the original termination. This does not apply, however, if the faculty member
was terminated forause.

If the faculty member is participating in the plan and voluntarily redtlogis full-time
equivalency so thaheyno longer qualif for benefits under Groups A, Br C, thefaculty
member will cease to be eligible for Universitpntributions but may continue to
participate in the plan on a voluntary basis.

If the faculty member is involuntarily terminated (except for terminations for cause) from
a position eligible for benefits in Groups A, Bt C and returns within two (2) years do
bargaining unit position, the faculty member will be credited with prior service toward the
waiting period.

Contributions to the plan(s) amamediately vested and ndarfeitable even if the faculty
member departs from the University beftireirretiremenprovided that, a facultmember
cannot withdraw from, or borrow against, University contributions during the pefiod
University employment. A faculty member may withdraw from personal contributions
subject toapplicable law.

A tenured faculty member, or other faculty members on academic year appointments (nine

or termonths) who have received notice of reappointment, may be eligible for continued
University contributionsto their retirementplan for additional work involving research or
instructionin creditbearing courses and approved independent studies performed for the
University duringthes u mme r . Eligible for the Universit
any, credibearingcourseof three (3) credits or more duringettsummer and salary
compensation for any amouat extramurally funded research during the summer. This

shall include prerata contributions folaculty team teaching a course. The faculty member

must also continue their contributions to teerement plan during this period to be eligible.
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b. Roth 403(b)A faculty member may alternativeigvesttheirownmoney in a Roth 403(b)
plan made available through the university in accordance with IRS requirements and on the
terms and conditions set forth by the accounts selected by the faculty member. This plan
cannotbe designated for the 10% university contribution.

c. Extension faculty members participating in the civil service retirement system or the federal
empl oyeesd retirement system and avail abl e
contributons on atad ef erred Dbasi s i nto the Universi
accordance with IRS regulations. Such faculty are not eligible to receive University
contributions.

20.4
DEFERRED COMPENSATION PLAN

A faculty member who has contributed the maximum allowable to a 403(b) retirement savings plan
may elect to invest in a 457(b) deferred compensation plan funded solely by the faculty member.
Information on this option may be obtained from the Human Resdbecvices Office or at its
website.

20.5
TUITION REMISSION

Educational benefits in the form of tuition wa
their spouseor civil union partner and dependent children in accordance with the tuition remission
benefits plan described in this Article. This benefit applies only to course registration fees charged

to all students for enrollment for a specified number of crauit$ Special or incidental fees, such

as a nofrefundable registration fee, music fee, special laboratory or course fees, books, sugplies an
parking fees, are not included

If a faculty member dies or begins to receive disability payments while appointed to a position in
the unit, then the otherwise existing eligibility of a spouse or civil union partner and/or dependent
as set forth below shall be retained.

Additional plan information and tuition remission benefit applications may be obtained from the
Human Resource Services Office or at its website.

a. For Faculty Tuition remission benefits are available to eligible faculty members when they
register forcredibear i ng courses through the Univer:
membersin Benefit Groups A, Bor C may take up to fifteen (15) credits of course work
or thesis research per year (beginning September 1 and ending August 31), tuition free.
While the University places no restriction on the courses taken, the IRS has ruled that
tuition remission for certainourses taken toward a gradudégree may be taxable.

The University will pay the comprehensive fee and summer session registration fees
associateavith coursegsaken by facultythat receive tuition remission benefits

One (1) course per semester may be taken by faculty during University business hours,
providedthat the Department Chair is able to arrange necessary and appropriate coverage
on a noroverload and costneutral basis.
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Faculty who live and work forty (40) or more miles from the University of Vermont
Burlington campus may apply for tuition reimbursement for courses taken at any of the
Colleges or Schoolfor which tuition remission is now available to dependent children.

A faculty member who receives lotgrm disability benefits after four (4) years of
continuousemployment at the University remains eligible for tuition remission benefits
under the termetherwise described in this Article. Course work begun under tuition
remission during activeemployment may be completed after a faculty member becomes
inactive (e.g., on unpaid leave derminated), provided that the separation occurs after the
end of the semester add/drop period.

Faculty who retire after qualifying for pesttirement benefits are entitled to tuition
remission for University of Vermont courses taken for credit or audit, up to fifteen (15)
credits of course workper year, beginning September 1 and ending August 31.

b. For Spouses or Civil Union Partners and Dependent Chil@ane a faculty member in
Benefit Group A, B,or C has completed one (1) academic year appointment, a spouse or
civil union partner of a faculty member may audit University courses without tuition charge
on the samdasis that the faculty may take courses for credit, except that the University
will not pay thecomprehensive fee and summer session registration fees associated with
courses taken bgligible spouses, civil union partners, or dependéirdren that qualify
for tuition remission.

Surviving Spouses or Civil Union Partnelisa faculty membem Benefit Group A, Bor

Cdies, the surviving spouse or civil union partner will be granted tuition remission at UVM
for all courses taken for credit. There is no restriction on the number of courses taken or
the degree pursued; however, tuition remission for courses applied toward a graduate
degree may beconsidered taxable income by the IRS. Remarriage renders the surviving
spouse or civil union partner of the deceased faculty membegibielfor this benefit. The
University will not pay the comprehensive fee and summer session registration fees
associated with courses taken by eligisgwuses or civil union partner that qualify for
tuition remission.

Dependent ChildrerOnce a faculty member in Benefit GroApB, or C has completed
one academic year appointment, a dependent child of the faculty member may be eligible
to receive tuition remission. To qualify, the dependent must be (1) -tinfiell student
matriculated toward an undergraduate degree at the Universitgraiont or one of the

Vermont State Collegeg A VS Co0) ; (2) unl ess modi fied for
accommodation reasons, enrolled for at least twelve (12) credit hours eeedtesaunless,
in the final semester, |l ess than twelve (1:

chil do as dednd(4 s thény2l yedrseof agdRwhen first commencing an
undergraduate degree program, provided that this age limit will be extended by the number
of years of any active military service. In addition, a dependent shall become ineligible for
tuition remission Lduring a semester as to which tuition is daeethey reachthe age of

26 (subject to the extension of eligibility associated with active military service); 2) the
dependent fails to complete the degree progxéhnin five (5) consecutiveacademic years
and140attemptedand/or paid credit hours; and/@), as toprospective enroliment, the
appointment of the faculty member terminates before a semester drop/add period ends.
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If a UVM-approved accommodation for a dependent with a disability results in a reduced
courseload, those students are eligible to extend, emsmnate with the reduced course
load, the time to complete the program up to seven (7) consecutive academic years (no
more than fourteen semesters.)

Additionally, dependent chil dr enk Colegeh di s
program will be eligible for tuition remission.

Dependent children who are currently enrolled or have completed at least one semester of
study at UVM as of July 1, 2021 and who otherwise qualify for and remain qualified for
tuition remissionmay have up to two (2) extra consecutive semesters of tuition remission
benefits above thenaximum of the five (5) consecutive academic years and 150 attempted
and/or paid credit hours.

The University will not pay the comprehensive fee and summer session registration fees
associated with courses taken by dependent children that qualify for tuition remission.

Tuition remission for summer session courses at UVM and VSC may be granted if the
creditstaken will be applied to satisfy requirements of the undergraduate degree program
in which the student is enrolled. Note: dependent children who are undergraduate students
at institutions other than UVM or VSC may enroll in UVM summer courses if they meet
all of the qualifications as previously described.

Tuition remission as outlined above is granted to dependent children of faculty members:
(1) who retire after becoming eligible for retirement or disability benefits as previously
described hereir(2) active faculty members who die after having completed four (4) years
of continuousUniversity employment; and (3) faculty members on leave status from the
University for not more than one (1) year.

206
ABSENCES; LEAVES OF ABSENCE

An absence from regular University duties not
Absences must be arranged with the Department Chair or Dean and an acceptable plan for carrying
on the work during the absence must be made. In cases wheareathgements and work plans are
between the Department Chair and the faculty member, the Dean will be notified of the
arrangements.

I n case of accident, i1l ness or othehneust natifaus e b
their Department Chair or equivalent as soon as possible, so the latter can make adequate
arrangements. Faculty shall also notify other individuals who need to be aware of the faculty
member 6 s abs e npuposésp(e.g. theppancipal investigatdr of a sponsored project).

An absence from regular University duties in excess of@yavee ks i s consi dered
absence. 0 Leaves of absence may or may not be
leave of absence and the length and conditions under which it is granted must have the approval of
the Provost. In no instanceaha leave of absence be granted for a period beyond the faculty
member 6s term of appointment.
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Except as otherwise specified in this Article or required by law, an authorized absence or leave of
absence shall not extend the probationary period for terack faculty in the absence of the express
written approval of the Provo&illowing their consultatiorwith the Dean.

Leaves and other absences from the University, whether taken on a paid or unpaid basis, must be
taken solely on the grounds, and authorized in accordance with the provisions, set forth below.
Unauthorized absences constitute misconduct subject to discyplction under the provisions of

Article 13 of this Agreement. Absences and vacations for twelve (12) month faculty must be
submitted to the official University system of record according to automated or other processes as
determined by the University.

a. Vacation

i.  Eligibility . Faculty on nineor tenmonth appointments are ineligible to accrue paid
vacationleave. Faculty on twelveonth appointments accrue vacation leave as
specified below.

ii.  Vacation Accrual Faculty on twelvanonth appointments accrue vacation leave on a
fiscal yearbasis at the rate 4£83 days per moni{22 days per year, pmated by the
contracted FTE). Nsuch leave shall accrue on temporary increases in FTE that are
less than four months. No suleave shall accrue during a period when (a) vacation
leave or medical leave is granted and dppointment terminates at the end of such
leave; (b) a faculty member is on a leave of abswiitteut pay (except for a period
of disability | eave paid f oa)adsgiplinayr ker 0 :
suspension is instituted under this Agreement; (d) an unauthorized abskyace s
in progress; or (e) a faculty member is on a sabbatical or professional development
leave.

With the Agreement of the Department Chairs or equivalent faculty members will be
able totake up tawenty-two (22) days of vacation time before the time has accrued.

If the faculy member ceases to be employed before the used vacation time has
accrued, the University witleduct the amount owed to the University from the faculty
member 6s final paycheck.

iii.  Vacation Carryover; Maximum AccrudFaculty members may use annual vacation
time duringthe same year it is accrued. Alternatively, faculty may carry over accrued
but unused vacatiaime into the following fiscal year, as long as the total amount to
be carried over is not motiean twice the annual allocation of 22 days. The maximum
number of vacation days that catcumulate cannot exceed twice the annual
allocation of 22 days (up to a maximum of fefour (44) days of vacation leave).
Upon terminatiorof University employment, or a reductionappointment length, a
faculty member who has accrued vacation and whose salary deoivethe General
Fund is entitled to compensation for leave accrued to a maximum offdorty44)
days, payable at the salary rate in effect on the last effective date of employment, or
the end of the twelvenonth appointment, provided that a fagutiember will be paid
up to the maximum of the remaining daystimeir appointment, whichever is less.

Faculty whose salaries are derived from research grants or from funds other than the
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GeneralFund (e.g. Income and Expense funding, gifts, Extension funding) must use
all accrued vacatiotime before the enaf their externally funded appointment.
Failure to do so will result in forfeiture of such accrual.

In event of the death of faculty membtreir estate will be entitled to payment for
vacationtime accrued up to the maximum allowed under this provision.

iv.  Vacation Leave ApprovalA faculty member must request approval in writing from
their Chair or Dean reasonably in advance of the proposed vacation leave. The Chair
or Dean will consider vacation requests in accordance with the operational needs of
the unit. In the event ch conflict in faculty vacation schedules, priority shall be
granted based on rank and seniowtiyhin the department. The Chair or Dean will
notify the faculty member in writing of thgeginning and end dates of the approved
leave. Recals of vacation time used will be submittémlough use of automated or
other systems and maintained in the official University systeneard. A faculty
member 6s vacation | eave Dbal anc scheduted ]| | be
work days.

To be paid for accumulated and unused vacation leave at the time of termination or
reductonn n appointment | ength, the depart men
accumulatedracation days.

b. Medical Leave

i.  Medical leave is to be used in cases when faculty are absent from work and incapable
of performing their duties:
1) due to personal iliness or injury;
2) due to certain parental leaves or family care leaves as outlined in
Sections 6.d and 6.e below.
Certain medical leaves will run concurrently with FMLA leave as described in Section
6 c.below. Medical leaves will not constitute a break in service.

ii.  Faculty in Benefit Groups A, Byr C who have been employed for one (1) year or
moremay be granted up to a maximum of 26 weeks of medical leave with full pay
pro-rated bythe contracted FTE within any rolling twelweonth period.

Faculty who have been employed for less than one (1) year may be granted up to a
maximumof twenty-two (22) days of medical leave with pay prated based on their
FTE. Medicalleave is not earned on increases in FTE that are temporary.

iii.  In all cases in which a faculty member is out on medical leave for five (5) or more
consecutive working days, a physicianods
may alsorequire the faculty member to complete FMLA documentation. The
University may also askfaculty member to present a certification of fitness to return
to work from any medicdeave, including FMLA leaves.

At any time in appropriate cases, whether the faculty member is actively employed or
returning from a leave, the University may require an independent medical
examination. The Universitymay select the physician or health care provider and will

Article 20.6Absences; Leaved Absence 114



pay the costs for any suéndependent examination. If the opinion of the faculty
member 6s health Uareepsiovyderdasnidgnated
differ, the University may require a third, firerhd binding opinion from a healttare

provider jointly selected by the faculty member émel University.

iv.  Afaculty member taking medical leave is requitedsetheiravailable medical leave
or accrued vacation. Records of medical leave earned and used shall be kept by the
departmento r Deanb6s office, as appropriate t
systems. These records will be periodically reviewed and approved by the faculty
member and Department Chair,[Dean, oitheirdesignee.

v. If a faculty member isabsent or is expected to be absent for more than ten (10)
University business daythey must request a medical leave of absence fitoair
Chairo r Dean by subfni Absegca Reqaest oFor mo
obtained fromthe HumanResource Service3ffice.

vi. A faculty member on medical leave, either paid or unpaid, who was covered by the
Universityods insurance plans before com
continueparticipating in insurance programs for up to twesity (26) weeks. To
maintain coveragehe faculty member mughytheir portionof the premiums during
the leave as identifieth the salary premium cost table (Appendix B). If the leave is
unpaid, the University will notcontribute to the retirement plan, vacation leave will
not accrue, ad tuition remissionwilh ot be avail abl e except f«
otherwise eligible dependent children.

vii.  Afaculty member on a paid or unpaid medical leave shall normalgtheir position
held for a period of not more than twerstix (26) weeks (or less if the position has
been eliminated because of A@mewal of appointment or retrenchment). If the
faculty membelis unable to return to work after twerdix (26) weeksthey may
apply for longtermdisability, if eligible, as described in Section 1.d. of this Article.
Alternatively, faculty mayextend their medical leave by seeking an unpaid personal
leaveof absence which must be applied for at least thirty (30) calendar days before
the expiration of the 2@veek period.

Continuation of benefits on such an extended leave will be under COBRA provisions

as allowed by law. Such leave may not exceed one (1) year. Failure to apply for an
extendedeave will result in automatic termination of employment at the end of the

leave. Anyapplication for such a leave shall be granted in the sole discretion of the
University takingi nt o account the faculty member 6:
considerations, theperational and/or instructional needs of the department, and the
faculty me mb e r 6 f sénaca at thdr University. Such a request for an extended

leave shall not be unreasonabnied.

c. Family Medical Leave Act
i. Under the Family Medical Leave Act (AFNM
statute) areentitled to receive up to twelve (12) weeks of unpaid leave during a
twelve (12) month perioth accordance with the eligibility requirements and other
provisions of the FMLA:
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a) for the birth of a child and to care for such child;

b) for the placement of a child for adoption or foster care;

c) to care for a spouse, civil union partner or a parent with a serious
health condition or

d) when the faculty member is unable to work because of a serious
health condition;

e) any qualifying exigency, as defined by the FMLA, arising out of the
fact t hat $pbuse, cvilymibnpartaeshddsor parent
is a covered military member on coveractive duty (or has been
notified of an impending call or order to covered active duty) in the
armed forces.

iii.  Under the FMLA, eligible faculty (as defined by statute) are entitled to receive up
to twentysix weeks of unpaid leave during a twelve (12) month period to care for
a recovering servicmember with combat related illness or injury who is the faculty
me mb e r 0 schild,p opuasreg nt , grandparent, aunt ,
caregivero).

iv.  Faculty are limited to a combined total of twesiy (26) weeks of leave in any
rolling twelve month period for FMLA qualifying reasons tang from leaves
taken under &ctions i and ii above. FMLA leave runs concurrently with UVM
medical leave.

v. Faculty may use any accrued vacation paid leave toward their twelve (12) weeks of
FMLA leave in any of the above circumstances. Faculty may use medical leave only
when the facultynember is unable to work due to a personal illness or injury or in
conjunction with parental or family care leave as described in Sections 6.d and 6.e
of this Article.

vi Faculty requesting an FMLA | eave must
for approvalo their Chairno less than thirty (30) calendar days in advance to their
department or Deams appropriate, when the leave is foreseeable for the birth or
placement of a child for adoptiam foster care or planned medical treatment. When
the leave of absence is for the serious headtidition of the faculty member, or
due to family care leave as outlined in Section Betow, they mustalso submit
FMLA certification of health care provider supporting the need for the leave to
Human Resource Services. When it is prcticable, for emergency reasons, to
provide such notice, submission of the leave of absence form and FMLA
certification, shallbe given as soon as practicable, not to exceed 15 calendar days
of when the faculty membéearns of the need for the leave. In cases that do not
involve emergency circumstances, faildoesubmit the forms requesting FMLA
leave thirty (30) calendadtays in advance may resuft denial of the leave. All
medical leaves for a serious health condition will run concurrently kit A
leave. With the exception of parental leave, as described in Section 6.d of this
Article, FMLA requests may be for full, partial or intermittent leave. All requests
will be given full consideration by the Department Chair or Dean and
accommodated to the extent possiBMLA certification andLeave of Absence
Formsare available fronthe Human Resourc8erviceffice.
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vii.  The twelve (12) month period for determining the eligibility for FMLA leave shall
bebased pon the fArolling backod method measu
member useany FMLA leave. Under this method, each time a faculty member
takes FMLA leave, theemaining leave would be any balance of the twelve (12)
weeks (or twentysix weeks fomilitary caregiver leave), which has not been used
during the immediate preceding twelve (b¥)nths.

viii. ~ The University will ask for FMLA certification of health care provider in cases
where thel eave requested iIis due to the faci
condition, where the leave requested for the care of a spouse, partner to a civil
union, child or parent with a seriobgalth condition with an indication that the
faculty member is needed to care for the famibmber, or where leave is required
for military member caregiver. Subsequentegtifications to support continuing
FMLA may be required on a reasonable basis.

ix.  When paid vacation or medical leave are used in conjunction with an FMLA leave,
thef aculty memberdéds share of health care
for ascustomarily provided for paid leaves of absence. In the event the FMLA leave
is unpaid, théJniversity will continue its contributions towards benefits for the full
twelve (12) weeks (dwenty-six (26) weeks for military caregiver leave), provided
the faculty memberontinuestheir contributions. The faculty member will be given
a thirty (30) day grace perideeginning on the first day of the leave to phgir
share of medical and dental insurapeemiums. The amount of this share shall be
equal to the share paid by the faculty memileenthey arenot on leave.

X. A faculty member on an unpaid FMLA leave shall not accumulate vacation leave
during theperiod of unpaid absence. A faculty member who takes an FMLA leave
shall be entitled to beestored to the same position or an equivalent position upon
return from the leave.

d. Parental Leave

i. Instructors, Lecturers and Researcéséciates who do not qualify under Section 6.d.ii
are eligible foreight(8) weeks of leave for childbearing or childaring (adoption). Such
parentaleave will run concurrently with FMLA leave.

a. A faculty member who gives birth, whose spouse (or partner to a civil union) gives birth
or who adopts a child will be relieved of all duties faght (8) weeks immediately
following the birth or adoption without loss of benefits and as part of any FMLA
entitlement.Faculty mayuse any medical or accrued vacation paid leave toward the
eight (8) weeks of parental leave. If ttemo u n t of the faculty me
accrued vacation is less thimty (40) workingdays éightweeks), the remaining part
of the eightweek leave period must be taken as leaitbout-pay. Benefits will
continue during the entiright(8) weeks of leave (whetheaid orunpaid), as long as
the faculty member continues to pghgirregular contribution to theost of benefits. A
faculty member will apply for such leave by submitting a complététde ave of Abse
Request thar Chmad. Suclo form is available frothe Human Resource
ServicesOffice. Application for such parental leave shall be consistent with all
procedureand requirementsof FMLA leave as delineated in Section 6df. this
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Article.

b. If the birth or adoptiortakes place during a semester in which the faculty member
receiving leave is teachingthey will meet with the Department Chair, or in units
without a Chairthe Dean at least thirty (30) days in advance of the birth or adoption to
discuss how théeaching oftheir classes will be handled for the rest of the semester
following theeightweek | eave assuming Deands appr
emergencyircumstances, thiaculty member is unable to provide such notice, notice
shall be given as soon as practicabldjnarily within one (1) or two (2) business days
of when the faculty member lews of theneed for the leave. In cases that do not involve
emergency circumstances, failure to requobgt-bearing or chilerearing leave at least
thirty (30) days in advance may result in dewoiathe leave. A faculty member whose
application for such leave has been approved cannadd@ workload adjustments for
that semester wittheir Chair with the approval of tHeean, or in units without Chairs,
with their Dean for this semester. Such a worklaaustment will be documented on
the annual worklad plan.

c. Concurrently with chilebearing or childrearing leave, the faculty member may apply
for up to twelve (12) months of parental leave without pay. Under such leave the faculty
membermay continuetheir medical and dental insurance and health care flexible
spending benefitander COBRA provisions as allowed by law. If the parental leave of
absence is granted, moeedical or vacation leave will accrue during this time, UVM
retirement contributions wiltease, and any unused FMLA leave will be applied to the
parental leave.

d. Once the semester has begun, a faculty member returning from parental leave will meet
with their Department Chair or in units without a Chair, the Dean to discuss the
particularsof the workload assignments and the expectations under such circumstances.
The Chair willsubmit a proposal to the Dean for approval.

ii. Faculty members with the ranks of Assistant Professor, Associate Professor, Professor,
andSenior Lecturer, together with other faculty members with at least four (4) years out
of the mostecent six (6) year period of bargaining unit service who become a parent shall
be entitled teeither a one semester paid leave, or, for faculty on 12 month appointments,
a fifteen (15) weelpaid leave.

a. The faculty member shall be requiredusetheir medicalleave and, if applicable, any
accrued vacation ti me. I f the amount of t
vacation is less than the requested leave time, the remaining part of the semester, or
fifteen (15) week, leave period must be taken as leatieoutpay. Benefits will
continue duringhe entire semester, or fifteen (15) week, leave (whether paid or unpaid),
as long as the facultyember continues to palgeir regular contribution to the cost of
benefits.

b. Semestebased | eaves will be taken during the
adoption occurs, or an adjacent semester.

c. Nonrrinstructional faculty on 1-nonth appointments may schedule their fifteen (15)
weekleave other than during a semester. Scheduling of such leave will be accomplished
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in coordination with the Chair. Such fifteen (15) week leaves must be completed within
six (6) months of the birth or adoption of the child. The faculty member shall be required
to usetheir medicalleave and, if applicable, any accrued vacation time.

d. FMLA leave shall run concurrently with such parental leave.

e. Application for parental leave must be submitted at least one (1) semester prior to the
proposed start of the leave, or when the faculty member has knowledge of the impending
birth or adoption, whichever is later.

f. A faculty member will apply in advance for such leave by submitting a completed
ParentaLe ave Request For m, avail ablLeavedfhr ough
Absence Formavailable throughthe Human Resource Services Offitetheir Chair
for approvalthrough the customary process.

g. A faculty member who takes a parental leave for one (1) semester or fifteen (15) week
period must return for one (1) year of full time University service (0.75 FTE or greater),
assuming such a position is offered to the faculty member by the University. Failure to
fulfill this obligation shall require the full and immediate repayment of salary and
benefitsreceived from the University while on leave, unless the faculty member,
Dean/Director and Provost agree on alternative arrangements.

h. Concurrently with parental leave as provided for in Section 6.d.ii, the faculty member
may apply for up to an additional semester (or fifteen (15) weeks fonalzh
appointees) of parental leave without pay. Under such leave the faculty member may
continwe their medical and dental insurance and health care flexible spending benefits
under COBRA provisions as allowed by law. If the parental leave of absence is granted,
no medical or vacation leave will accrue during this time, UVM retirement contributions
will ceaseand any unsed FMLA leave time will be applied to the parental leave.

iii.  When both parents are members of the bargaining unit, the maximum amount of
combinedparental leave with pay and benefits that may be taken shall be one (1) semester
or, for 12month appointees, fifteen (15) weeks.

iv. In cases of multiple births, (i.e. twins, triplets) the maximum amount of parental leave
time that may be taken shall be one semester, or for 12 month appointees fifteen (15)
weeks.

v. Leaves granted under Section 6.d of this Artadle for the prposes stated. Therefore,
unit members who are on such leaves may not engage in additional salaried employment.

e. Family Care Leave.

i. Faculty members with the ranks of Assistant Professor, Associate Professor,
Professor, an&enior Lecturer, together with other faculty members with at teeest
(1) year out of thenost recentwo (2) year period of bargaining unit service shall be
entitled to use thirty (30Jays of their medical leave per fiscal year in cases where,
because of the nature of a "seridwesalth condition” as defined in the FMLA, the
faculty member is required to be available $ognificant caregiving for a child,
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spouse (or civil union partner domestic partngor parent.

ii. Scheduling of such leave and any necessary workload adjustments will be
accomplished iroordination with the Chair.

iii.  FMLA leave shall run concurrently with such Family Care Leave.

iv.  Application for such Family Care Leave shall be consistent with all procedures and
requirements for FMLA leave delineated in Section 6.c. of this Article.

v. Notwithstanding the above a faculty member may use five (5) of the thirty (30) days
per fiscd year referenced in Section 6.e.i above for any illness or injury of a child,
spouse, civil uniomartner domestic partnegr parentln such instances the faculty
member shall notifgheir DepartmentChair or equivalent as soon as possible.

f. Bereavement.

Upon written request to the Dean, a faculty member is entitled to three (3) days of paid leave,
deducted from accrued medical leave, for deaths within the immediate family, which period may be
extended to five (5) days if approved in advance by the Depatt@hair. Immediate family is

defined to include spouse or civil union partoedomestic partnechildren or stepchildren, parents

or stepparents, brothers or sisters, sisters or bretindss/, sonin-law, daughtein-law,
grandparents, grandchildren t he mot her or f afpdrteerauntsfundes, the f ac ul
aunts or uncl es (pértnet disters dné brotHersip-b aw spbusde f a
spousépartner t he br ot hers or s/pagnerdRegeests for suchleavefwdl c u | t
be made by the faculty member promptly and in writing to the Chair.

c
y

g. Military Leave.

A leave shall be granted by the Provost upon request of a faculty member who enterse full
service in the Army, Navy, Marine Corps, Air Force, Coast Guap#ce ForcePublic Health

Service commissioned corps, and the reserve components of these services and the National Guard
and civilian service that is, as decided in the sole discretion of the President, an essential part of the
national defense program. In its adrsination of this provision, the University will adhere to all
requirements of the UWiormed Services Employment and Reemployment Rights Act of 1994
(AUSERRAO) , ( 38 U-436)@nd, any Sther tpertments legidle®idh,lincluding
provisions relating to reinstatement.

Shortterm leave. The University will continue the salary and benefits appropriate to the faculty
member 6s appointment period for up to ten (10)
additional ten (10) University business days due to emeygsaitout by the President of the United

States or the Governor of the State of Vermont.

Extended Service. Faculty who enter active military service in the Armed Forces of the United States
or the Vermont National Guard by call to active duty or voluntary entrance shall be entitled to a
military leave of absence without pay for the periodrogétrequired to fill the active military service
obligation. This leave shall automatically terminate if the individual remains in military service
beyond the initial obligation or fails to give written notice to the Provost of intent to return to work
within ninety (90) days after release from military service.
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h. Court or other Subpoena Obligation.

Leave wil/ be approved for jury duty and/or to
dutyo) in accordance with the provisions of tF
away from assigned duties as a result of receiptjofyaduty summons or a valid subpoena for

witness testimony. Service as an expert witness, representative of a party other than the University
and/or other norwourtmandated duty is not eligible for leave under this provision.

i. Leave approvalA faculty member who receives a summons or subpoena for court duty
mustpromptly and in writing so advise the Chair and Dean for leave and provide a copy of
suchsummons or subpoena with the notification. Following approval of the leave, the Dean
willnoti fy the Chair, and the Chair wild.@l ar
assignmentsubject to approval by the Dean.

i. Pay. A faculty member who serves on court duty shall recémner customary
compensation during the period of leavehdyremit to the University the fee receivimt
such duty less payment for travel expenses and reasonable reimbursement for subsistence
received. The faculty member musintacttheir departmenio r Deanbds office
manager promptly to arrange for such remittance.

iii. Return from Leave. A faculty member on court duty shall apprise the Dean of the expected
period of leave. A faculty member returning from jury duty must advise the Dean in writing
of their return and arrange with the Chair reasonably in advance of the return date the
resumption of assignments. Upon request of the Dean, the faculty member shall provide
written verification of a period of jury service.

i. Unpaid Leave of Absence.

i. Leave RequesExcept as otherwise stated in this Article, a faculty member must
apply inwriting to the Department Chair for a full or partial unpaid leavabsince.
If such a leave isecommended to the Provost by the Chair and Dean or Director, a
decision on the applicatiahall be made by the Provost within seven (7) days of its
receipt and following consultatiowith the Dean/Director. The Dean or Director
shall notify the faculty member in writing oftler ovost 6 s deci si on.
an appreed leave will include the period of leaasithorized and any associated

conditions. The Deanbds of f papeewnoristb thé | al s
Human Resource Services Office noticing the leave approval addridwgon of the
leave.

A faculty member on full or partial leave of absence shall not be eligible to receive
supplemental compensation as defined in this Agreement without the prior written
approvalof the Provost.

A faculty member on a leave of absence does not accrue vacation or medical leave,
service credit towards a tenwteack probationary period or sabbatical or
professional developmelgave eligibility.

i.  UnpaidLeave of Absence without Benefits.faculty member whose leave of absence
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exceeds thirty (30) calendar days may opt to continue the medical and dsemtahce
andflexible-spendingbenefits forwhich they wereeligible immediately prior to leave
commencement dheirown sole expense under COBRA provisions as allowed by law.
A faculty member whose leave of absence is thirty (30) calendar days or less will
continue o receive University contributions to the cost of such medical and dental
insurance benefitsprovided that they maintain the otherwise required faculty
contributionstoward cost.

In the case of a faculty member granted a leave of absence which involves salary or other
compensation from a nedniversity source, the sponsoring agency shall carry both
salary and fringe benefits unless exceptions are provided for in writing in advance by
the Provost.

iii.  Unpaid Leave of Absence with Partial Benefitfie Provost may approve an unpaid
leave ofabsence with partial benefits on a chgecase basis if the following conditions
are met:

a) the purpose of the leave is to pursue a clearly articulated scholarly, creative or
professional agenda that will enhance the mission of the University and;

byt he request has the wunqualified, writter
Dean or Director.

The final decision rests with the Provost and cannot be grieved. If approved, the
Universitywill continue its contributions over the length of the leave of absence for
medical, dental, lifend longterm disability insurance coverage at the same percent of
premium that was in effegdrior to the start of the leave, except that loeign disability
insurance cannot be extendedriwore than one year. The faculty member will continue

to make contributions also at the samercent of premium that was in effect prior to the
start of the leave.

During such a leave of absence, the University will not contribute to the retirement plan,
vacation and medical leave will not accrue and tuition remission will not be available
exceptf or the faculty member6s dependent c hi
provisions of the introductory section of Article 20.6 qrage 10&will apply.

iv.  Return.A faculty member to whom a leave of absence has been granted does not have
theright to return tatheir position before expiration of the leave without the advance
written consent of the Provost following consultation with the Dean.

A faculty member on a leave of absence must advise the Dean/Director by February 1
as totheir intentions for the upcoming year. If the Dean or Director has not received
sud statement of intent in writing by February 1, the faculty member will be deemed to
have severedheiremployment at the end of the academic year or fiscal year, whichever
isappropriate to the term of the faculty
faculty member to return to duty in accordance with the conditions of legwe\ad

without a written authorization for extension of leave from the Provost shall be deemed

a resignatiorby the faculty member dheir appointment.

When a leave of absence resultsware si gnment of a faculty me

Article 20.6Absences; Leaved Absence 122



during an academic year, resumption of assignments or assumption of appropriate
alternativeassignments upon return of the faculty member shall be arranged by the
Dean/Director irconsultation with the faculty member and the Chair.

20.7

PARKING. Faculty shall be subject to the same parking rates, procedures and policies as other
University employees who are not subject to collective bargaining. The parking rate shall not
increase by more than the percentage of the yearly across the boardhsadage. Faculty with off
campus offices who travel to campus on required University business will be supported theough th
use of caspool passes or, where available, a shuttle service or, if these options are not available, they
may Visit the apppriate Extension, State or departmental office for an appropriate parking pass to
a maximum of twenty (20) per year.

20.8

ATHLETIC FACILITIES. Faculty and their family members who have an active University
identification card are entitled to use campus recreational facilities on an affiliate basis, according

to the policies and procedures established by the Athletics Department and as latty axcess

does not interfere with any scheduled athletics program and/or student use of the facilities. The
University may charge faculty and their family members a fee to cover the cost of facilities use, in
accordance with a fee schedule to be publistmedially by the Department of Athletics. Faculty and

their family members are also subject to such fees as may be associated with enrollment in athletics
programs or c¢cl asses offered by or through the
anytime spent by faculty in the recreational use of such facilitiah st qualify as time worked.

20.9

WELLNESS PROGRAMS The University may from time to time offer wellness and welfare
educational or counseling programs and/or services for the optional use and benefit of faculty and
other employees. The University reserves the right in its sole discretion (a) to cortinacther
providers for such programs and/or services; (b) to make changes in the content of such programs
and/or services; and (c) to terminate any wellness program, with or without substitution; and d) to
offer awards or financial incemes for faculty participation in such programs.

20.10
FACULTY RETIREES/EMERITI

a. Faculty Retireesln addition to the benefits for faculty retirees outlined in this Article, faculty
retirees shall be issued, upon their request, a University identification card. Such card shall
entitle retirees to the following privileges:

1 A UVM parking permit, issued under the same procedures and policies as active University
employees. Should a retiree be reemployed by UVM they will be subject to the same parking
rates, policies and procedures as active employees;

Library borrowing privileges as provided to active faculty;

Discounts at the University store and access to tickets for UVM events as provided to active
employees;

Use of the UVM email system, subject to the policies, rules and regulations governing
University email; and

Athletic facility access per the provisions of Section 8 of this Article.

A =/ =4
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b. Emeriti. Emerita/emeritus status is an honorary title that may be awarded to a faculty member
upon retirement based upon the eligibility criteria and in accordance with the process set forth
below.

i.  Eligibility Criteria. The bestowal of emerita/emeritus status is an honor awarded in the
discretion of the Provost to a faculty member upon retirement who has achieved a career
of professional accomplishment and provided distinguished service to the diliver
thecommunity, andheir professional discipline. To be eligible for nomination, a faculty
member must declatbeirintention to retire from the University (faculty are eligible to
retire pe the eligibility requirements described page & of Article 20. Faculty who
have attained thappropriate age and service record, but who otherwise are not eligible
for postretirement benefits, may still be eligible for consideration for emerita/emeritus
status.

ii. Procedure. If the Dean wishes to nominate a faculty member for emerita/emeritus status,
during the semester precedithgpir retirement the Dean will make such nomination to
the Provost, accompanied by a succinct statement summarizing the meritorious service
rendered by the faculty member and a cogyeir current curriculum vitae. The Provost
will notify the Dean oftheir decision on the nomination. In the absence of extenuating
circumstances, public announcement of emeriti status awards will be made at
Commencement.

iii.  Titles. For tenured faculty, the emeriti title will be a recitation of the type of academic
appointment, followed by the academic discipline, and emerita/emeritus (e.g. Professor
of [academic discipline] emerita/emeritus. For #ienured faculty, the titlewill
normally be a recitation of the type of
Lecturer Emerital/ Emerituso).

iv.  Recognition and Privileges. Emeriti will be recognized ceremonially at the time of
retirement through acknowledgement in the University Commencement program and
award of a certificate of emerita/emeritus status. Thereafter, emeriti shall be listed by
nameand title in University catalogues. In addition, emeriti are afforded at least the
following privileges:

Recognition of emerita/emeritus status on the Commencement website in the year the
honor is bestowed

A citation presented at a function held in honor of newly appointed Emeriti

Issuance of University identification card signifying emerita/emeritus status

Authorization to display of emerita/emeritus status on University business cards and
University letterhead and professional use of the title

Listing in the emeriti section of the UVM Directory and in the Universityioa Catalogue
Participation in University ceremonies affirming the academic mission of the University,
such as Convocation and Commencement

Attendance at, and participation in, College/School or departmental meetings and functions
in accordance with any governing College or School Bylaws and otherwise at the invitation
of the appropriate Dean or Chair

1 Inclusion on professionally appropriate University publications, news and events mailing
lists insofar as feasible
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v. PostRetirement Appointments. Emeriti faculty may apply for University faculty
appointment on a part or futiime basis following retirement. The title to be held in such
instances will be Emeriti Faculty. If, upon appointment, the individual becomeseligi
for inclusion in an established bargaining unit, the terms and conditions of any Collective
Bargaining Agreement governing such unit will apply and shall wholly take precedence
over and supersede the emeriti provisions of this Article until the indiVigesumes
nonractiveemeritus/emerita status. The terms of any other appointment assumed by an
emeritus/emerita individual shall prevail until the individual resumes-aatine
emeritus/emerita status.

vi.  Additional Provisions.

a) Nontransfer; nomassignment. All privileges described in the emeriti provisions are
for the sole use of emeriti faculty and do not extend, unless otherwise expressly stated
in program descriptions, to the spouse or civil union partner or dependentd of suc
individuals. In addition, the privileges are not transferable or assignable.

b) Effective Date of Status. Emeriti status shall be bestowed upon the effective date of
retirement from the University, following completion of any leave of absence from
active service, such as leave granted pursuant to an early retirement or separation
progam. Emerita/emeritus status may also be awarded posthumously.

20.11
University Benefits Advisory Council and Health Insurance Working Group

a. The University Benefits Advisory Counci l (AU
the life of this Agreement

b. There shall be at least fifteen (15) voting members on the UBAC with members from selected
various constituencies of the University. At least two (2) of the voting members shall be from
the bargaining unit. The UBAC will elect a Chair at its first meeting.

c. The UBAC will:
1 Review with the President and Provost, policies and deersaing processes which bear
on the full range of employee benefits programs at UVM.
f Review and evaluate the Universityoés benef.i
President and Provost with regard to the modification of existing employee benefit plans and
the design of any new benefit programs.
9 Review annually, on a rotating schedule, a report and analysis from the Human Resource
Services Office, complete with appropriate data and comparative information regarding:
i.  Responsiveness of the benefit plans to the needs of faculty and staff.
ii.  Competitiveness of the benefit plans with plans of peer and aspirant institutions.
iii. Cost effectiveness of UVMés benefit pl a

d The Health Insurance Working Group (AHI WGo0) ,
life of this Agreement.

The HIWG, a standing subcommitteethe LBAC will develop recommendations to ta&AC for
changes in the Universityés health insurance o
to provide outstanding benefits. The HIWG will develop both stesrh strategies and lorigrm

initiatives, working cooperatively with insurers gordviders to provide and preserve choice, access,
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equity and value for employees along with competitiveness, administrative simplicity, stability and
cost controls.

In addition to theChief Human Resource®fficer, Benefits Director the HIWG will seek
participation from faculty and staff members with relevant professional expertise in the fields of
economics and trend analysis as these relate to health care delivery and insurance.

20.12

If during the life of this Agreement the Vermont Legislature or the federal government passes any
legislation or regulation that involves universal medical insurance or other forms of medical
insurance or that otherwise affects, directly or indirectly, insdnsurance plans, the costs of
offering such plans, or any payroll taxes to support other medical insurance plans, the parties will
meet within ten days of the passage of such legislation to reopen the contract on a limited basis and
negotiate over thenpact of such legislation on the medical insurance plans and their costs. In such

a case, either side may then place on the table as a matter for full negotiations any modifications of
the current medical insumae provisions of this contract

ARTICLE 21- PROFESSIONAL DEVELOPMENT FUNDS

For purposes of thig\rticle, references to departments also encompass academic units without
departments and the referencesQbairs also encompasBears or Drectors in units without
departments, or their designees.

211

Faculty members may be permitted sufficient time away from their regular assignments to attend
professional meetings or conferences or to otherwise further their research or professional interests
through shorterm periods of travel upon approval by tepartmentChair.

212

Each department shall have a professional development fund to support faculty travel for
professional development or for use in other professional development activities The amount of
money allocated for this fund fétY 25 shall be equal to®50per general fund FTE bargaining

unit member in that departmentda$il 950 per Extension FTE that may be spentprofessional
development%1975in FY26, $2000in FY27, and £025in FY28) The fund will be recalculated
eachFall and be based on the membership of the unit per the list that has been prepared by the
Universityin accordance withArticle 9.5 of thisAgreementFaculty who obtain a contract to publish

a manuscript, including, but not limited to, article processing charges, translation costs, and open
access publishing charges. (See also 21.5 below)

For purposes of thi&rticle, general fund FTE shall include those FTE supported by state matching
funds in the Agricultural Experiment Station and McIn@®nnis programs. Faculty members
including those on Sabbatical or Professional Development leave, shall have the righy forappl
such funds for authorized expenses incurred in travel for professional development or for other
professional development purposes.

There shall be written guidelines in each department that make explicit the criteria and procedures
for the distribution of these funds. Faculty seeking such funds shall apply in writing tChia@ir
who shall make final decisions on faculty applications as to whether to approve funds or not, taking
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into account the department guidelines; the availability of funds; competing applications for support,
and the relevance and benefit, short and long term, of the proposed travel or other professional
purpose to the faculty member and department. No prbpasabe denied solely because of the
status or rank of the faculty member making the proposalChlag shall make final decisions on

the applications for such funds.

213

Nothing shall preclude Beanin their discretionfrom allocating additional college or school or unit
funds, or additional funds from other sources (such as recovered indirect costs), to be used for
professional development purposes consistent with @niversity resources and budgetary
guidelines. In such cases, theanshall make final decisions on faculty applications as to whether
to approve funds or not, taking into account availability of funds, competing applications for support,
and the relevancand benefit of the proposed travel or other professional purpose to the faculty
member, the department and school or college. Oéan at their discretion may form faculty
advisory committees to establish additional criteria and/or recommend approval of individual
professional development proposdlthe school or college levélothing shall preclude tHérovost

in theirdiscretionfrom also disbursing or otherwise allocating otbaiversityfunds to departments

for use by faculty for professional déepment consistent with anyniversity resources and
budgetary guidelinedears may allocate funds for professional development to new hires from
sources other than those described inAile.

214

In all cases where a faculty member receives professional development funds from the sources
identified abovethey must follow establishetniversity policies and procedures for institutional
expenditures.

215

All funds not formally encumbered or expended by May 1st of each academic year shall become
part of a resource pool for-gistribution by theChair to other faculty who demonstrate special
needs, including ureimbursed professional expenses. No funds may be rolled over into the next
fiscal year.

However, 25% of funds not formally encumbered or expended by June 30 shall become a resource
pool in that College or School (headed by a Dean) to fund applications for defraying publication
costs for faculty in the College or School as described in 2at2rtay be incurred in the following

fiscal year. This pool will be distributed by the Dean or their designee on a first come, first served
basis to qualifying applications from bargaining unit members. The 25% set aside pool is only
available to be used lilge end of the following fiscal year and may not be rolled over further.

216
Faculty holding external grants are expected to use grant funds specifically designated for
professional development purposes prior to applying for the funds describedAntities

217
In no instance may professional development funds be used for salaries.

218
As part of the annual performance review, faculty shall incorporate into their activity report a
description of the activities, accomplishments and outcomes resulting from the use of professional
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development funds.

ARTICLE 227 SABBATICAL AND PROFESSIONAL DEVELOPMENT LEAVES

22.1

Sabbaticals

Sabbaticals are for tenured faculty, Senior Lecturers and other Associate and (Full) Professors,
subject to the eligibility requiremenitelow.

Professional Development Leaves are for those who are not eligible for sabbaticals who meet the
eligibility requirements oBection2.a.in this Article

a. The objectives of thdJniversity sabbatical leave program are to enhance Uhesersity
educational environment and to promote the professional development of eligible faculty
members by affording opportunities for sustained periods of concentrated research and study
di stinctive from onebés ongoi ng regeasaampuhr and
obligations. TheUniversity and the individual faculty member share joint responsibility to
ensure the effective use of sabbatical leaves to achiese thbjectives. The award of a
sabbatical leave is based on the expectation that the faculty member will utilize the period of the
leave to add to the knowledge in the academic field, enhance teaching effectiveness, broaden
fields of competency, or acquicgher valuable professional experience on the expectation that
the sabbatical will meet the criteria delineate@eéctionl.b of thisArticle. Appropriate means
of achieving these aims include sponsored or unsponsored research, formal or informait study,
creative activity appropr ilntveesityt o oneds resport

b. Sabbaticals are granted with the approval ofRh@vostin accordance with thidrticle. Such
leave shall only be granted to eligible faculty where all the processes have been followed and
where, in the judgment of théniversity, the sabbatical proposal is of high quality. Because a
sabbatical is not an automatic benefit, it will only be awarded when, in the judgment of the
University, the criteria stated in thisrticle have been met.

A sabbatical proposal of high quality shall:

i. Articulate a clear statement of purpoard specify the anticipated outcomes (for
example, grant proposals, books, publications, creative works, professional development,
etc),

ii. Include a clear set of activities;

iii.  Meet any specific criteria developed by the departmanschool where there is no
depatmert;

iv.  Provide a realistic timeline;

v. Providea sound methodology or approaappropriate for the purpose of the proposed

work;
vi. Demonstrate relevance to the work of the departnueitf,school and college;
vii I ncrease the f aculUhversitpamiber 6s value to t he
viii.  Accord with the mission of theniversity.

The above criteria shall be considered at all levels of the evaluation process.

c. The following faculty members are eligible to apply for sabbatical:
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i. Associate and (Full) Professors may apply for an initial sabbatical leave in their sixth year
of full-time (.75 FTE or more) service and then serve the sabbatical, if granted, in the
subsequent year.

ii.  Tenuretrack Assistant Professors may first apply for an initial sabbatical in their sixth year
of full-time (.75 FTE or more) service. Such sabbatical if granted shall be taken during their
seventh year subject to successful tenure review.

iii.  Lecturers who have completed six (6) years oftiatle (.75 FTE or more) service out of the
last eight (8) years at théniversitymay first apply for an initial sabbatical leave during that
sixth full-time year if they are submitting an application for promotion to Senior Lecturer. If
promoted to Senior Lecturer and if the sabbatical is granted, the sabbatical would be taken
duringtheir first year as Senior Lecturer.

iv.  Library, Clinical, Extension or Research faculty who hold the rank of Associate Professor or
Professor may first apply for a sabbatical in their sixth year otifukt (.75 FTE or more)
service at th&Jniversity. An Assistant Professor with six (6) years of-tuthe (.75 FTE or
more) service, who is submitting an application for promotion to Associate Professor, who
is promoted and whose sabbatical is granted, may serve the sabbatical leave in the subsequent
year duringtheir first year as Associate Professor.

v. Such service time may be interrupted by any leave of absence approved under this
Agreement In such cases, a faculty member will be eligible to apply for sabbatical leave
following completion of the required years of service exclusive of the approved leave of
absence

vi.  After completion of a sabbatical leave, faculty are eligible for further sabbaticals after six (6)
additional years of fultime service at th&niversity following completion of the previous
sabbatical. Faculty may apply in their sixth year of such service for sabbatical leave during
their seventh year. Time spent in other types of approved leaves shall not count towards the
accumulated service. Faculty meers who have been notified of Aappointment shall
not be eligible for sabbaticals.

vii.  Time accumulated toward sabbatical leave at another institution may be counted toward
meeting the eligibility requirements if specified in writing at the time of appointment, or
later, with the approval of tHerovost

d. Lengthsand Salariesf Sabbaticals

i. A full sabbatical leave for ninmonth appointees will be for one (1) semester at their nine
month faculty base salary or two (2) consecutive semesters of 77.3% of themantie
faculty base salary

ii.  Afull sabbatical leave for temonth appointees will be for five (5) months at theirrt@onth
faculty base salary or for ten (10) months at 77.3% of theimimth faculty base salary.

iii.  Afull sabbatical leave for twelvenonth appointees will be for six (6) months at their twelve
month faculty base salary or for a year at 77.3% of their twelweth faculty base salary.
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iv. A full sabbatical may be split into two nonconsecutive periods at the time of the application
and with the approval of tHerovost If a sabbatical is split into two nonconsecutive periods,
the six (6) yearsod6 service requirement for
at the conclusion of the first period of the split sabbatical.

v. In addition, a half sabbatical leave for academic year appointees may be taken for one (1)
semester after three (3) years of accumulated service at 77.3% Adlalysabbatical leave
for twelve- month appointees will be for s(8) months at 77.3% of salary.

vi. In cases when a full sabbatical is taken for only one (1) semester, theanersemester
during that sabbatical year shall be counted towards the six (6) years (12 semesters) of
accumulated service.

e. The faculty member on sabbatical shall continue to receive benefits, including but not limited to
health care benefits, as may otherwise be available undé&git@ementveretheynoton leave.

f. Arecipient of a sabbatical leave shall not accept any type of compensated employment, whether
by theUniversity or another partyduringtheir leave without the advance written approval of
theProvost such approval ordinarily to be secured as part of the sabbatical application process.

g. A recipient may hold a scholarship, nteaching fellowship or a research grant concurrently
with a sabbatical leav&he sabbatical application must include a description of the scholarship,
fellowship or grant. If such an honor is bestowed after the sabbatical is appreveegipient
must inform the @partmentChair, DeanandProvostin writing of the receipt and nature of the
honor.

h. A recipient of a sabbatical leave will be required to return tdJhieersity and serve at least
one (1) full academic year following the sabbatical leave, assuming such a position is offered to
the faculty member by théniversity. Failure to fulfill this obligation shall require the full and
immediate repayment of salary and benefits received frotdrihersitywhile on leave, unless
the faculty membeiDearDirectorandProvostagree on alternative arrangements.

i. All faculty awarded a sabbatical leave shall submit to tBle&imperson andeana written report
detailing sabbatical activities and accomplishments and indicating how the original objectives of
the sabbatical were met during the leave. This report shall be submitted within sixty (60) days
of completion of the leave-or a faculty member on-%r 10 month appointment whose
sabbatical endhentheir appointmentyear ends shall submit his/her sabbatical report within
sixty (60) days from the starting @abf the next appointment years, i.e. sixty (60) days after
September 1 for a nirmonth faculty membeiThe report shall be accompanied by a review by
the Chair and Dean. Each of the sabbatical report reviewers shall indicate whether (a) the faculty
member has met the objectives of the sabbatical as submitted in the proposal as approved or
amended, (b) wheén the faculty member is making progress towards meeting their sabbatical
objectives as indicated by progress markers in the approved sabbaticahprapd$c) whether
the faculty member has not met the sabbatical objectives as indicated in the approved proposal.

The chair and deanédés evaluation will be share
Provostdés office. Tavedourfeen (14)l dayg to resiend rebuttalgohtlzel | h
sabbatical report evaluations. This report v
review.
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Such reports shall be forwarded to fwvost The faculty member ds
reviewed in accordance with the department
will be considered in subsequent evaluations, including those affecting reappointment and
promotion.Such reviews will also be considered in the future sabbatical reqtedtge to
submit a report may be considered in the annual performance evaluation and will render the
faculty member ineligible for future sabbaticalstil such ime as a report is submittedin the

event of a | ate sabbatical report., the facul
sabbatical shall begin with the semester following the date when the report is submitted. Such
reports will be considered as part of the record for sulesecsabbatical consideration.

s al
0s

Once a sabbatical proposal has been approved, any substantial deviation from that proposal (e.g.
changes in research methodology), location, outcomes or goals, prior to the commencement of
the sabbaticaimust be approved by tHeean Any such changes made during the sabbatical
period must be described in the final sabbatical report.

j. Sabbatical application process:

i. Eligible faculty members shall file an applicatiaith their DepartmentChair on forms
available on thé’rovosb s websi t e accompani edforbhg mast copy
recent sabbatical leave taken (if any); a copy of the written report describing the results of
that leave; and a current curriculum vitae.

ii. Eligible faculty members shall sulimheir applications to their €artmentChairpersons
by the date to be determined by the college or school, which under no circumstandes shall
later than September 1. TheepartmentChaimperson shall make recommendations to their
Dears in accordance with school or college timetables, criteria and procedures, provided that
the applications must be received by Brevostno later than October5lfor sabbaticals
beginning in the next academic ye@he faculty member sifl have the opportunity to add

a written supplement or rebuttal to the Cha
the date the recommendation was delivered to the dean, and shall likewise have the
opportunitytoadd avr i tt en suppl ement or rebuttal t o

seven (7) days from the date the recommendation was delivered to the Provost. In no case
should the final recommendation by the Dean, or final determination by the Provost, be made
before he end of the rebuttal periddach level of review may seek further clarification from

the faculty member; however, there shall be no obligation to do alhunits where a faculty
committee evaluates the sabbatical proposal, there shall be a written report and recorded vote.

iii.  The Provosshallseek the advice of tHerofessional Standards Commitfaér to making
any decision on a sabbatical propo3dle ProfessionalStandardsCommittee will make a
recommendation to the Provdsy December 1%Hhased on the criteria outlined above in
Sectionl.b of this Article and will take into consideration the recommendations of the Dean
and the college and daftment evaluative committee$.d sabbatical proposal receives a
negative evaluation at the decanal level, the Provost must seek the advideroféksional
Standards Committe&heProvosé s deci si on s h arddcommunicatedinl vy b e
writing to the Dean/Directoby Februaryl. Where a sabbatical application is denied, the
Provosbs of fice wil/| s DeanfDirdctartthe basisafor the denidlhe g t o |
Dean/Director shall communicate the decision to the faculty member together with the
written recommendation of the Professional Standards Committee.
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k. A sabbatical application will not be rejected for budgetary or other financial reasons. However,
if the sabbatical is approved, prior to its commencementthieersityretains the right to require
the faculty member to defer the sabbatical for no more than two (2) years to ensure continuity of
academic programs if circumstances have changed following such approval. A decision by the
Provoston whether to defer a sabbatical will be communicated to the faculty member no later
than 120 days prior to the comnuement of the sabbatical. The defersethesters of service
shall be counted as service toward an application for a subsequent sabbatical leave if the deferral
is at the initiation of th&niversity.

A faculty member may also request deferral of up to two (2) years of an approved sabbatical.
Such request shall be mad @©epartmenvChaidirectopaftet o t h e
the sabbatical itself has been approved byRtwsost If such request is accompanied by a

positive recommendation from thBeariDirector, the Provostwill decide whether to grant the

deferral. TheProvostwill normally approve such requests, whiert, h e P rjungmerg the§y s

are based on legitimate professional, family or health reaBonsapproved deferral requests
submitted at least six (6) months prior to the start date of the approved sabbatical, the time
deferred will count towards the faculty membce

[. If the University, having initiated the deferral of a
does not r enew tomectdsaahaWaly that timeefanildty metnlser misses out
on approved leave time, théniversitywill compensate the faculty member by payment that is
equivalent tovhatevertheywould have received on sabbatical.

m. The denial of a sabbatical leave shall not be grievable or arbitrable except for:

i. alleged procedural violations in the review process that materially and advefsetgdthe
outcome othe case;
ii. alleged violations of the AnDiscriminationArticle;
iii. alleged violations of the Academic Freedémticle;
iv. allegations that the decision was arbitrary or capricious; and/or
v. allegations that the decision was in violation of Constitutional rights.

n. A faculty member granted a sabbatical shall be entitled to rettineir tenuredappointment on
the terms and conditions otherwise set forth inAlgeeemenbr, if not tenured, to complete the
remainder of his or her appointment or if that appointment has expired, any new appointment
that theUniversity in its discretion has offered on the terms and conditions set forth in this
Agreement The salary applicable to the position upon such return shall be determined in
accordance wittrticle 18, Salary.

22.2

Professional Development Leave

Faculty members who are not eligible for sabbaticals may be eligible to apply for paid professional
development leave in accordance with tAidicle. Professional development leave may be of
varying lengths up to twelve (12) months and are granted in the sole discretionDeaieA
professional development leave may also consist of a course release for instructional faculty or some
other partial release from professional obligations.

a. Eligibility. The faculty member must have completed six (6) years ofifuk service out of
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the last eight (8) years at thimiversityto be eligible to apply for a professional development
leave during the sixth year, and if granted, take the professional development leave in the
subsequent year.

b. Application. Eligible faculty membe shall apply directly to the dpartmentChairperson
who shall make a recommendation toEreanor Director. TheDeanor Directorshall receive
theChamer sondés recommendation by October 1 f o
beginning in the next academic or fiscal year. Dieanor Director shall decide whether or
not to approve such professional development leave based upon the factors delineated for
sabbaticals under the standardsSettiors 1.a and 1.b of thi&rticle. In addition, theDean
may consider the appointment status of the applicant and the prospects folfoitieesity
appointments. A professional development leave may be deniédidgetary or financial
considerations or where the delivery of academic services may be adversely affected. Any
leave granted is contingent upthe applicant in fact receiving an appointment for the
academic or fiscal year in which the leave will take place. Approval of a professional
development leave shall not guarantee an appointment for the next academic or fiscal year.

c. Paid professional development leave of one (1) semester or less shall be paid at the faculty
member 6s regul ar sal ary; paid professional
shall be paid at 77.3% of the faculty base salary. A faculty member ai gfessional
development leave shall continue to receive benefits, including but not limited to health care
benefits, as may otherwise be available underAgreementvere heor theynoton leave.

d. If the professional development leave is approvedUthigersity retains the right to require
the faculty member to defer the leave after its approval for no more than two (2) years to
ensure continuity of academic programs if circumstances have changed following approval
of the leave angrior to its commencement. A decision by fPwvoston whether to defer a
leave will be communicated to the faculty member no later than 120 days prior to the
commencement of the leave. The time deferred shall be coastesrvice toward an
application for a subsequent leave if theiversityrequested the deferral.

e. Afaculty member may also request deferral of an approved leave of up to two (2) years. Such
request shall be made i DepamanttChaiDgectorafterthb e f a c |
leave itself has been approved by Brevost If such request is accompanied by a positive
recommendation from th®eariDirector, the Provostwill decide whether to grant the
deferral The Provostwill normally approve such requests, when, in his or her judgment, they
are based on legitimate professional, family or heaatiisonsFor approved deferral requests
submitted at least six (6) months prior to the start date of the approved leave the time deferred
will count towards the faculty member s nex:!

f. IftheUniversityy, having initiated the deferral of a
|l eave subsequently does comractinrsecm & way thdt the f ac ul
faculty member misses out on approved leave time)tinersitywill compensate the faculty
member by payment that is equivalent to whatebey would have received on the
professional development leave.

g. Denial of a professional development leave shall be grievable upon the same grounds as
denials of sabbaticals.
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h. A recipient of a professional development leave shall not accept any type of compensated
employment, whether by théniversity or another party, during his or her leave, without
advance written approval of tlizeanor Director, such approval ordinarily to be secured as
part of the professional development leave application process.

i. A recipient may hold a scholarship, ntgaching fellowship or a research grant concurrently
with a sabbatical leavelhe professional development leave application must include a
description of the scholarship, fellowship or grant. If such an honor is bestowed after the leave
is approved, the recipient must inform fhepartmentChair, DeanandProvostin writing of
the receipt and nature of the honor.

j. A recipient of a professional development leave will be required to return tonikiersity
and serve at least one full academic year following the leave year, assuming such a position
is offerad to the faculty member by theniversity. Failure to fulfill this obligation shall
require the full and immediate repayment of salary and benefits received framiteesity
while on leave, unless the faculty memM2eanor DirectorandProvostagree on alternative
arrangements.

All faculty awarded a professional developrhdeave shall submit to their dpartment
Chaimperson andeana written report detailing leave activities and accasmphents and

indicating how theoriginal objectives of the leave were met. This report shall be submitted

within sixty (60) days of completion of the leawr a faculty member on- @r 10 month
appointment whose professional development leave ends when his/her appointment year ends
shallsubmittheir reportwithin sixty (60) days from the starting date of the next appointment

year, i.e., sixty (60) days after September 1 for a-nmath faculty membefThe faculty
member 6s work while on | eave wil/ be consid
those affecting reappointment and promotion. Failure to submit a report may be considered

in the annual performance evaluation and will render the fasdtyber ineligible for future
professional development leaves until such time as atnspgarbmitted. In the event of a late

| eave report, the faculty memberés accumul a
with the semester following the date when the report is submitted. Such reports will be
considered as part of the record$absequent professional development leave consideration.

k. A faculty member granted a professional development leave shall be entitled to return to
complete the remaindef their appointmentor, if that appointment has expired, any new
appointment that thelniversityin its discretion has offered, on the terms and conditions set
forth in this Agreement The salary applicable to the position upon such a return shall be
determined in accordance wiltticle 18, Salary

I. A faculty member who receives a professional development leave, and then is appointed to a
position, in which there is eligibility for a sabbatical, will not be eligible for a sabbatical until
the faculty member has completed six (6) years oftimé sevice since the end of the
professional development leave.

ARTICLE 23-INTELLECTUAL PROPERTY POLICY
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The parties hereby incorporate by referencelthwersityp s | nt el | ect ual Proper
May 9, 20130 the extentelevant to bargaining unit members

ARTICLE 247 CONFLICT OF INTEREST AND COMMITMENT

Faculty in the bargaining unit shall familiarize themselves with the University Conflict of Interest
and Commitment Policy, and in particular, with the list of prohibited conflicts of interest and
potential conflicts of interest noted in the policy.

Disclosures of conflicts of interest and commitment will be handled annually and updated as relevant
circumstances change through t he Universityo:
University will ensure that pop ups are used on the form whermppate to show examples. Any

changes to the form in the disclosure system will be pravioléJnited Academics in advance to

request bargaining.

However, if a faculty member who is not involved in sponsored research has disclosed an activity

on their annual workload form or annual activity report, they do not needdisalese in the

Uni versityods approved el ec berswimoiareinwblvediodponsored e sy
research must disclose all financial interests related to their responsibilities at the University in the
Universityodos approved electronic disclosure s\
Interest in Sponsed Research Policy.

ARTICLE 25- SAFETY AND HEALTH

The University shall provide faculty members with safe and healthy conditions of work consistent
with its obligations under OSHA and any other state, federal or local law or regulation. The
UniversityandUnited Academicagree to notify each other promptly, but usually within fegityht

(48) hours, whenever a health or safietlated issue comes to their attention. A faculty member also

has an obligation to notify thaniversitywhenever a health or safetglated issue comes to his or

her attention. Almembers of the bargaining unit have a responsibility to comply with existing health
and safety standards; to attend training sessions on safety and health matters required by state or
federal law orUniversity policy; and to ensure that the employees and students they supervise
demonstrate safe work practices and received the appropriate mandated safety training.

If an imminent health or safety threat exists, subject to the protocol belted, a faculty member

shall not be required to work in such an environment. A faculty member who perceives there to be
an imminent health or safety threat should immediately vacate the premises and instruct any
employeesvhomthe faculty membesupervisesnd students to do the same. Such conditions should
immediately thereafter be reported to the Department of Risk Management for-tipll@and
investigation. Risk Management dharovide a recommendation for next steps to Department

Chair, who will in turn provide direction to the faculty member meliyag resumption of work at the

site or alternative arrangements. All other workplace hazards of-amergency nature that the
faculty member has been unable to correct through department resources should also be reported to
Risk Management, Radiation Safety or Asbestos & Lead Manademe applicable, for their
investigation and recommendations.

ARTICLE 26- NO STRIKE
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United Academicson behalf of its officers, agents and members, agrees that as long as this
Agreemenbr any written extension hereof is in effect, it shall neither conduct nor support any strike
or other withholding of required employment services from.thiersity.

Any member of the unit who violates the provisions of fiscle will be subject to disciplinary
action.

United Academicsgrees to indemnify thidniversity for all expenses and damages that occur as a
result of prohibited activity undeédectionl of thisArticle when such action is publicly condoned

by United Academicslin the event of prohibited activity under tiidicle, United Academicagrees

to use every reasonable effort to inform members of the unit of the illegality of such activity and of
United Academic$policy of opposition to such activity.

ARTICLE 27-EFFECT OF AGREEMENT

This constitutes the entirggreemenbetween thé&JniversityandUnited Academicsarrived at as a
result of collective bargaining negotiations, except such amendments hereto as shall have been
reduced to writing and signed by the parties.

The parties acknowledge that during the negotiations which resulted Agtieesmeneach had the
unlimited right and opportunity to make demands with respect to any subject or matter not excluded
by law from the area of collective bargaining, and that the understandingsgeeeimerg arrived

at by the parties after the exercise of that right and opportunity are set forthAgrgesnent

The UniversityandUnited Academicsfor the duration of thid&\greementeach unqualifiedly and
voluntarily waives the right, and each agrees that the other shall not be obligated, to bargain
collectively with respect to any matter or subject referred to or covered bfgteementor with

respect to any matter or subject not specifically referred to or covered Bgthamenetven though

such subjects or matters may not have been within the contemplation of either or both of the parties
at the time thathey negotiated or signed tAgreement

ARTICLE 28- SEPARABILITY

In the event that any provision of ttAgreementn whole or in part is declared to be illegal, void

or invalid by any court having jurisdiction over the matter at issue or any administrative agency
having jurisdiction, all of the other terms, conditions and provisions oAtiieementshall remain

in full force and effect to the same extent as if that provision had never been incorporated in this
Agreementnd in such event the remainder of Aggeemenshall continue to be binding upon such
parties hegto.

ARTICLE 29- DURATION

Except as otherwise provided herein, thggeemenshall be effective from the date of ratification,
December 8, 2024dnd shall continue in full force and effect until midnight June2828, and shall

be automatically renewed from year to year thereafter unless at least one hundred twenty (120) days
prior to any expiration date either party notifies the other in writing by certified or registered mail of

its desire to terminate or amend tAigreement
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DATED THIS 11th DAY OF APRIL, 2025 AT BURLINGTON, VT

United Academics University of Vermont

A (Lt B Fde
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INSURANCE PLAN

APPENDIX A- MEDICAL

BlueCross BlueShield
qb.. j of Vermont Vermont Health Partnership (POS) Open Access Plan

et sty P p—

$10 PCP/$20 Specialist co-payment, $250 co-payment Inpatient/$100 Outpatient . A i
Pharmacy: $100 deductible (retail only), $5 co-payment/$20 co-payment/$40 co-payment Coverage Period Begins: 01/01/2017

Summary of Benefits and Coverage: What this Plan Covers & What it Costs Coverage For: UVM  Plan Type: POS

This is only a summary. If you want more detail about your coverage and costs, you can get the complete terms in the policy or plan document
p' at www.bcbsvt.com/vhp_cert or by calling (800) 255-4550.

Important Questions Answers Why this matters:

What is the overall $0 individual / $0 family preferred provider. $500 See the chart starting on page 2 for your costs for services this plan covers. The plan

deductible? individual / $1,000 family non-preferred provider. pays benefits when an individual or the family meets the deductible. Your
accumulators, such as deductibles, out-of-pocket limits and benefit limits apply to

Co-insurance and co-payments do not count towards the |your plan year for all medical and prescription drug benefits. Your plan year:

deductible. Preferred services do not apply to the non- 01/01/2017 through 12/31/2017.

preferred deductible. Does not apply to non-preferred

preventive mammography screenings.

*Deductible applies to these services. Does not apply to

prescription drugs.

Are there other deductibles Yes. $100 durable medical equipment and supplies You must pay all of the costs for these services up to the specific deductible amount
for specific services? deductible. before this plan begins to pay for these services.

$100 individual / $300 family prescription drug (retail

only) deductible.

Is there an out-of-pocket  Yes. $6,600 individual / $13,200 family preferred The out-of-pocket limit is the most you could pay during a coverage period (usually
limit on my expenses? provider. $2,500 individual / $5,000 family non- one year) for your share of the cost of covered services. This limit helps you plan for
preferred provider. health care expenses.

Prescription drugs: $1,300 individual / $2,600 family.
What is not included in the Premiums, balance-billed charges and health care this | Even though you pay these expenses, they don't count toward the out-of-pocket limit.
out-of-pocket limit? plan doesn't cover.

Is there an overall annual | No. The chart starting on page 2 describes any limits on what the plan will pay for

limit on what the plan specific covered services, such as office visits.

pays?

Does this plan use a Yes. For a list of Participating providers see If you use an in-network doctor or other health care provider this plan will pay some

network of providers? www.bcbsvt.com/findadoctor or call (800) 255-4550. or all of the costs of covered services. Be aware, your in-network doctor or hospital
may use an out-of-network provider for some services. Plans use the term in-network,
preferred, or participating for providers in their network. See the chart starting on
page 2 for how this plan pays different kinds of providers.

Do 1 need a referral to see a No. You can see the specialist you choose without permission from this plan.

specialist?

Questions: Call (800) 255-4550 or visit us at www.bcbsvt.com/vhp_cert. If you aren't clear about any of the bolded terms used in this form, see the Glossary. You can view the Glossary at
www.bcbsvt.com/glossary or call (800) 255-4550 to request a copy. *Deductible applies to these services.
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$10 PCP/$20 Specialist co-payment, $250 co-payment Inpatient/$100 Outpatient

Pharmacy: $100 deductible (retail only), $5 co-payment/$20 co-payment/$40 co-payment
Summary of Benefits and Coverage: What this Plan Covers & What it Costs

Important Questions

Answers

Are there services this plan  Yes.

Why this matters:

Coverage Period Begins: 01/01/2017
Coverage For: UVM  Plan Type: POS

See your policy or plan document for additional information about excluded services.

139

doesn't cover?

» Co-payments are fixed dollar amounts (for example, $15) you pay for covered health care, usually when you receive the service.

k’ « Co-insurance is your share of the costs of a covered service, calculated as a percent of the allowed amount for the service. For example, if the plan's
allowed amount for an overnight hospital stay is $1,000, your co-insurance payment of 20% would be $200. This may change if you haven't met
your deductible.

» The amount the plan pays for covered services is based on the allowed amount. If an out-of-network provider charges more than the allowed
amount, you may have to pay the difference. For example, if an out-of-network hospital charges $1,500 for an overnight stay and the allowed
amount is $1,000, you may have to pay the $500 difference. (This is called balance billing.)

« This plan may encourage you to use network providers by charging you lower deductibles, co-payments and co-insurance amounts.

Your cost if you use a

‘ommon Medical Event

If you visit a health care
provider's office or clinic

Services You May Need

Primary care visit to treat an
injury or illness

Specialist visit

Preferred
Provider
$10 co-payment per visit for
primary care physician and
mental health / substance

|abuse

$20 co-payment per visit

Non-Preferred
Provider
30% co-insurance™® for
primary care physician and
mental health / substance
abuse

30% co-insurance™®

Limitations & Exceptions

Some services require prior approval. For
clarification on mental health services visit
www.bcbsvt.com/mental-health-primary-care.

Some services require prior approval,

Other practitioner office visit

$20 co-payment per visit for
chiropractic care, nutritional
counseling, outpatient
physical, speech, and
occupational therapy

30% co-insurance® for
outpatient physical, speech,
and occupational therapy;
chiropractic care and
nutritional counseling not
covered

Some services require prior approval.
Frequency limits apply.

Preventive care / Screening /
Immunization

No charge

30% co-insurance™®

For clarification on preventive services visit
www.bcbsvt.com/preventive.

If you have a test

Diagnostic test (x-ray, blood
work)

No charge for office-based
and outpatient hospital

Imaging (CT/PET scans, MRIs) No charge

Questions: Call (800) 255-4550 or visit us at www.bcbsvt.com/vh,
www.bcbsvt.com/glossary or call (800) 255-4550 to request a copy. *Deductible applies to these services.

SNO/BPN: 1021354/

30% co-insurance® for
office-based and outpatient
hospital

30% co-insurance™®

Some services require prior approval.

Most services require prior approval.

cert. If you aren't clear about any of the bolded terms used in this form, see the Glossary. You can view the Glossary at
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Vermont Health Partnership (POS) Open Access Plan

$10 PCP/$20 Specialist co-payment, $250 co-payment Inpatient/$100 Outpatient
Pharmacy: $100 deductible (retail only), $5 co-payment/$20 co-payment/$40 co-payment

Summary of Benefits and Coverage: What this Plan Covers & What it Costs

Common Medical Event

If you need drugs to treat
your illness or condition.
More information about
prescription drug coverage
is at
www.bcbsvt.com/rxcenter.

Services You May Need

Generic drugs

Preferred brand drugs

Your cost if you use a

Preferred
Provider

$100 deductible, then $5 co-
payment / $10 co-payment

'$100 deductible, then $20 co-

payment / $40 co-payment

Non-Prefer
Provider
Not covered

Not covered

Coverage Period Begins: 01/01/2017
Coverage For: UVM  Plan Type: POS

Limitations & Exceptions

Up to a 30-day supply retail / 90-day supply
home delivery for most prescription drugs.
Some prescriptions require prior approval.
Up to a 30-day supply retail / 90-day supply
home delivery for most prescription drugs.
Some prescriptions require prior approval.

Non-preferred brand drugs

$100 deductible, then $40 co-
payment / $80 co-payment

Not covered

Up to a 30-day supply retail / 90-day supply
home delivery for most prescription drugs.
Some prescriptions require prior approval.

Wellness drugs

Wellness prescription drugs
process the same as any other
prescription.

Not covered

Up to a 30-day supply retail / 90-day supply
home delivery for most prescription drugs.
Some prescriptions require prior approval.

Facility fee (e.g., ambulatory

$100 co-payment per visit

30% co-insurance*®

Some services require prior approval.

If you have outpatient surgery center) [

surgery Physician/surgeon fees No charge 30% co-insurance® Some services require prior approval.
Emergency room services $50 co-payment per visit for |$50 co-payment per visit for | Must meet emergency criteria. Co-payment

facility services; no charge  |facility services; no charge |waived if admitted.
. . for physician services for physician services

If you need immediate ; o

el e e Emergency medical $50 co-payment per member |$50 co-payment per member Must meet emergency criteria.
transportation |per day per day

Urgent care

$20 co-payment per visit

$20 co-payment per visit

Applies to urgent care facilities.

If you have a hospital stay

Facility fee (e.g., hospital room)

$250 co-payment per
admission (limited to three
co-payments per family)

30% co-insurance*®

Out-of-state inpatient care requires prior
approval.

Physician/surgeon fee

No charge

30% co-insurance™®

Some services require prior approval.

If you have mental health,
behavioral health, or
substance abuse needs

Questions: Call (800) 255-4550 or visit us at www.bcbsvt.com/vh,

Mental/Behavioral health No charge 30% co-insurance™® Some services require prior approval.
outpatient services
Mental/Behavioral health No charge 30% co-insurance™® Includes facility and physician fees. Requires

inpatient services

www.bcbsvt.com/glossary or call (800) 255-4550 to request a copy. *Deductible applies to these services.
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Vermont Health Partnership (POS) Open Access Plan

$10 PCP/$20 Specialist co-payment, $250 co-payment Inpatient/$100 Outpatient
Pharmacy: $100 deductible (retail only), $5 co-payment/$20 co-payment/$40 co-payment

Summary of Benefits and Coverage: What this Plan Covers & What it Costs

Common Medical Event

If you have mental health,

Services You May Need

Your cost if you use a

Preferred
Provider

Non-Prefer
Provider

Coverage Period Begins: 01/01/2017
Coverage For: UVM  Plan Type: POS

Limitations & Exceptions

behavioral health, or
substance abuse needs

Substance use disorder No charge 30% co-insurance* Some services require prior approval.
outpatient services
Substance use disorder inpatient No charge 30% co-insurance™® Includes facility and physician fees. Requires

services

prior approval.

If you are pregnant

Prenatal and postnatal care

$10 co-payment (one co-
payment covers all maternity
office visits by one network
provider)

30% co-insurance™®

Other services and tests may take additional
cost-sharing. No charge for in-network care
considered preventive. For a list of services
visit www.bcbsvt.com/preventive.

Delivery and all inpatient
services

$250 co-payment per
admission (limited to three
co-payments per family)

30% co-insurance*

Out-of-state inpatient care requires prior
approval.

Home health care

Rehabilitation services

No charge home health care;
private duty nursing $20 co-

|payment per visit

$250 co-payment per visit
(limited to three co-payments
per family); no charge cardiac
/ pulmonary services

30% co-insurance™®

Not covered

Home infusion therapy requires prior approval.
Frequency limits apply.

Inpatient rehabilitation services require prior
approval. Frequency limits apply.

If you need help recovering
or have other special health
needs

Habilitation services

Skilled nursing care (facility)

$250 co-payment per
admission (limited to three

|co-payments per family)

$250 co-payment per
admission (limited to three
co-payments per family)

Not covered

Not covered

Requires prior approval. Frequency limits
apply.

Requires prior approval.

Durable medical equipment

$100 individual/$300 two-

Not covered

May require prior approval.

(including supplies) person and family deductible,
then 20% co-insurance
Hospice No charge 30% co-insurance™ None

Questions: Call (800) 255-4550 or visit us at www.bcbsvt.com/vh,
www.bcbsvt.com/glossary or call (800) 255-4550 to request a copy. *Deductible applies to these services.
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$10 PCP/$20 Specialist co-payment, $250 co-payment Inpatient/$100 Outpatient

Pharmacy: $100 deductible (retail only), $5 co-payment/$20 co-payment/$40 co-payment Coverage Period Begins: 01/01/2017
Summary of Benefits and Coverage: What this Plan Covers & What it Costs Coverage For: UVM  Plan Type: POS
Your cost if you use a
Common Medical Event  |Services You May Need Preferred Non-Prefer Limitations & Exceptions
Provider Provider
Eye exam $20 co-payment per child We pay up to our allowed |One routine exam per calendar year.
exam; $20 co-payment per  |price less your $20 co-
adult exam payment
If your child needs dental or
eye care Glasses Not covered Not covered None
Dental check-up Not covered Not covered None

Excluded Services & Other Covered Services:

Services Your Plan Does NOT Cover (This isn’t a complete list. Check the policy or plan document for other excluded services)

= Acupuncture = Cosmetic Surgery (except with prior approval for = Dental care (child and adult)
reconstruction)
= Hearing aids = Long-term care = Routine foot care (except for treatment of diabetes)

= Weight loss programs

Other Covered Services (This isn’t a complete list. Check your policy for other covered services and your costs for these services.)

= Bariatric Surgery = Chiropractic Care (requires prior approval after = Infertility Medications
12 visits)
« Non-emergency care when traveling outside the = Private-duty nursing (covered up to 14 hours per = Routine eye care (one routine eye exam per child
U.S. (www.bcbsvt.com/coveragewhiletraveling) plan year) and adult member per calendar year)

Questions: Call (800) 255-4550 or visit us at www.bcbsvt.com/vhp_cert. If you aren't clear about any of the bolded terms used in this form, see the Glossary. You can view the Glossary at
www.bcbsvt.com/glossary or call (800) 255-4550 to request a copy. *Deductible applies to these services.
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. BlueCross BlueShield

q%.. / of Vermont = Vermont Health Partnership (POS) Open Access Plan
$10 PCP/$20 Specialist co-payment, $250 co-payment Inpatient/$100 Outpatient . i 3
Pharmacy: $100 deductible (retail only), $5 co-payment/$20 co-payment/$40 co-payment Coverage Period Begins: 01/01/2017
Summary of Benefits and Coverage: What this Plan Covers & What it Costs Coverage For: UVM  Plan Type: POS

Your Rights to Continue Coverage:

If you lose coverage under the plan, then, depending upon the circumstances, Federal and State laws may provide protections that allow you to keep health coverage. Any
such rights may be limited in duration and will require you to pay a premium, which may be significantly higher than the premium you pay while covered under the
plan. Other limitations on your rights to continue coverage may also apply. For more information on your rights to continue coverage, contact the plan at (800) 247-
2583. You may also contact your state insurance department, the U.S. Department of Labor, Employee Benefits Security Administration at (866) 444-3272 or

www.dol. gov/ebsa, or the U.S. Department of Health and Human Services at (877) 267-2323 x61565 or www.cciio.cms.gov.

Your Grievance and Appeals Rights:

If you have a complaint or are dissatisfied with a denial of coverage for claims under your plan, you may be able to appeal or file a grievance. For questions about your
rights, this notice, or assistance, you can contact: (800) 255-4550.

Does this Coverage Provide Minimum Essential Coverage?

The Affordable Care Act requires most people to have health care coverage that qualifies as "minimum essential coverage." This plan or policy does provide
minimum essential coverage.

Does this Coverage Meet the Minimum Value Standard?

The Affordable Care Act establishes a minimum value standard of benefits of a health plan. The minimum value standard is 60% (actuarial value). This health
coverage does meet the minimum value standard for the benefits it provides.

« SPANISH (Espaiiol): Para obtener asistencia en Espaiiol, llame al (800) 255-4550.

+« TAGALOG (Tagalog): Kung kailangan ninyo ang tulong sa Tagalog tumawag sa (800) 255-4550.

CHINESE (132): #IFTFEP AL - HHRFTX 5 (800) 255-4550.
« NAVAJO (Dine): Dinek'ehgo shika at'ohwol ninisingo, kwiijigo holne' (800) 255-4550.

To see examples of how this plan might cover costs for a sample medical situation, see the next page.

Questions: Call (800) 255-4550 or visit us at www.bcbsvt.com/vhp_cert. If you aren't clear about any of the bolded terms used in this form, see the Glossary. You can view the Glossary at
www.bcbsvt.com/glossary or call (800) 255-4550 to request a copy. *Deductible applies to these services.
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$10 PCP/$20 Specialist co-payment, $250 co-payment Inpatient/$100 Outpatient
Pharmacy: $100 deductible (retail only), $5 co-payment/$20 co-payment/$40 co-payment

Coverage Examples

About these
Coverage

Examples:

These examples show how this plan
might cover medical care in given
situations.Use these examples to see,
in general, how much financial
protection a sample patient might get
if they are covered under different
plans.

/. Thisis
nota cost
estimator.

Don’t use these examples to
estimate your actual costs
undex this plan. The actual
care you receive will be
different from these
examples, and the cost of
that care will also be
different.

See the next page for
important information about
these examples.

Questions: Call (800) 255-4550 or visit us at www.bcbsvt.com/vh,

Having a baby

(normal delivery)

= Amount owed to providers:
m Plan pays: $7.110
m Patient pays: 3430

Sample care costs:

$7,540

Coverage Period Begins: 01/01/2017
Coverage For: UVM  Plan Type: POS

Managing type 2 diabetes

(routine maintenance of

a well-controlled con

m Amount owed to providers:
= Plan pays: $4,490
m Patient pays: $910

Sample care costs:

$5,400

Hospital charges (mother) $2,700 Prescriptions $2,900
Routine Obstetric Care $2,100 Medical Equipment and Supplies $1,300
Hospital Charges (baby) $900 Office Visits and Procedures $700
Anesthesia $900 Education $300
Laboratory tests $500 Laboratory tests $100
Prescriptions $200 Vaccines, other preventive $100
Radiology $200 _qa»_ $5,400
Vaccines, other preventive $40 Patient pays:

Total §7,540 Deductibles $200
Patient pays: Co-pays $400
Deductibles $20 Coinsurance $230
Co-pays $260 Limits or exclusions $80
Coinsurance $0 _.—,an»_ $910
Limits or exclusions $150

Total $430

www.bcbsvt.com/glossary or call (800) 255-4550 to request a copy. *Deductible applies to these services.
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. BlueCross BlueShield
q%.. / of Vermont = Vermont Health Partnership (POS) Open Access Plan

$10 PCP/$20 Specialist co-payment, $250 co-payment Inpatient/$100 Outpatient
Pharmacy: $100 deductible (retail only), $5 co-payment/$20 co-payment/$40 co-payment

Coverage Examples

Questions and answers about the Coverage Examples:

What are some of the
assumptions behind the
Coverage Examples?

« Costs don’t include premiums.

« Sample care costs are based on national averages
supplied by the U.S. Department of Health and
Human Services, and aren’t specific to a
particular geographic area or health plan.

. The patient’s condition was not an excluded or
preexisting condition.

. All services and treatments started and ended in
the same coverage period.

« There are no other medical expenses for any
member covered under this plan.

« Out-of-pocket expenses are based only on
treating the condition in the example.

« The patient received all care from in-network
providers. If the patient had received care from
out-of-network providers, costs would have
been higher.

Questions: Call (800) 255-4550 or visit us at www.bcbsvt.com/vh

What does a Coverage Example
show?

For each treatment situation, the Coverage Example helps you
see how deductibles, copayments, and coinsurance can add
up. It also helps you see what expenses might be left up to you

to pay because the service or treatment isn’t covered or
payment is limited.

Does the Coverage Example
predict my own care needs?

No. Treatments shown are just examples. The care you
would receive for this condition could be different based on
your doctor’s advice, your age, how serious your condition is,

and many other factors.

Does the Coverage Example
predict my future expenses?

No. Coverage Examples are not cost estimators. You can’t
use the examples to estimate costs for an actual condition.
They are for comparative purposes only. Your own costs will
be different depending on the care you receive, the prices your
providers charge, and the reimbursement your health plan

allows.

www.bcbsvt.com/glossary or call (800) 255-4550 to request a copy. *Deductible applies to these services.
Custom Summary Name: BCBS-POS-x-6600-x-x-10-20-30-50-250-100-ACA-LARG (MD22399)_BCBS-Rx-100-1300-x-5-20-40-2-x-P(RX23895) BER wBERACA CY 1021354

Template Name: MedGroup-2-Network-012017

Coverage Period Begins: 01/01/2017
Coverage For: UVM  Plan Type: POS

Can I use Coverage Examples
to compare plans?

Yes. When you look at the Summary of Benefits
and Coverage for other plans, you’ll find the same
Coverage Examples. When you compare plans, check
the “Patient Pays” box in each example. The smaller
that number, the more coverage the plan provides.

Are there other costs I should
consider when comparing plans?

Yes. An important cost is the premium you pay.
Generally, the lower your premium, the more you’ll
pay in out-of-pocket costs, such as copayments,
deductibles, and coinsurance. You should also
consider contributions to accounts such as health
savings accounts (HSAs), flexible spending
arrangements (FSAs) or health reimbursement
accounts (HRAs) that help you pay out-of-pocket
expenses.

cert. If you aren't clear about any of the bolded terms used in this form. see the Glossary. You can view the Glossary at
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APPENDIX B - MEDICAL INSURANCE SALARY BAND TABLE

Medical Premium Percentage Payment Active Faculty

Base Salary as of
Jan 1 of current year

Employee %

less than $15,000
$15,00120,000
$20,00130,000
$30,00140,000
$40,00150,000
$50,00160,000
$60,00170,000
$70,00180,000
$80,00190,000
$90,001100,000
$100,001110,000
$110,001120,000
$120,001130,000
$130,001140,000
$140,001150,000
$150,001 160,000
$160,001 169,999
$170,000 179,999
$180,000 189,999
$190,000 +

AppendixB Medical Insurance Salary Band Table

4.8
7.2
9.6
12
14.4
16.8
19.2
21.6
24
26.4
28.8
31.2
32.4
33.6
34.8
36
36
36
36
36
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APPENDIX C - POST-65 MEDICARE SUPPLEMENT PREMIUM CHART

Table 2 - Percentage of Retiree (post-65) Health Insurance Premiums to be Paid by Individuals
(Based on Final Average Salary & Years of Service)

30 Years

15 Yemrs | 16 Yemrs | 17 Years | 18 Years | 19 Years | 20 Years| 21 Years | 22 Years| 23 Years | 24 Years | 25Years | 26 Years | 27 Years | 28 Years | 29 Years | & More
520,000-10 909 14% 14% 13% 13% 17%) 12%) 11% 11% 109 107 o % B% % T T
520,000-30 909 207 I 19% 16% 17%) 16% 15% 14% 13% 13%] 12% 17%) 11% 1% 10 107
540,000-48, 909 26% 15% 24% 3% 1T % irs 1% 15% 15%] 17 17%) 16% 15% 14% 13%
S50, 000-59 509 25 IB% 26% 25% 24%) 3% H_..._& 20 i 19%] 15% 17%) 17 16% 16% 14%
S60,000-69 509 3% 31% 30 15 25%) IT% 6% 5% 4% 3% 1% 1% 20FE 1% 16% 17
ST0,000-79 209 35% 3% 33% 3% 3% 30FE| 3 29% IT% 2% 15% 24%) 23% 1% 2% 20
S50, 000-59, 900 A Fr] 35 36% 35% 33% 3% % R 29% FEE] 26% 25% 28% 23% 12%
500, 000-59 500 43% L2% AFs 36% 3% 36% 35% 3% 3% 1% Far] 25% 1% 26% 26% 25%
S100,000-109 950 A45%| £5% 44% A% A 36%| 3T 35% 3% 33%| 32% 1% 30 29% 26% IT%
5110,000-119 950 A5 7% 45% 43% 4% 1% A 39% I J5%| 35% 4% 33% 3% 30 29%
5120.000-119 999 50fe A% 45% AT% A A% 43% A% AP 39%| EIE] I5%) 35% 4% 33% 3%
5130.000-139 999 B [ 59% 5E% 55%) 57| 55% 53% Sl A5%) 45% 42%) A43% A% Al 38%
5140.000-149 999 B [ B BlFe B 5E%) 50% 56% 53% 50| A% A7) 45% 42% A3% 1%
3150.000-159 990 B [ B BlFE B BlFE| 8% 57% 5% 51%] 52% 50F| A% A5% A5% A4%
$160.000-169 950 B B B0 BlFe B BilFE| [ 59% 5B% 57%) 56% 55%) 53% 51% A% AT%
S170.000-179 950 B B B0 BlFe B BilFE| [ B0 5% 55%| 50% 5% 5% 53% 5% 50
$180,000-189 950 B B B0 BlFe B BilFE| [ B0 [ B [ 55%) 565 55% 5% 53%
S100,000-192.000 bR BR B BFE B bR B B 6% B [ 59%| 5E% 57% 5T% 56%
5200000 and up it rezardless of years' service
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APPENDIX D - iRHSPOi RETIREE HEALTH SAVINGS PLAN

1. The University agrees that it will establisiRatiree Health Savings PI&iRHSR) )  usifiod e r
new faculty members hired into the bargaining unit after January 1, 2012. The account will be
managed by a qualified vendor following a RFP solicitation, following consultation with the
University Advisory Benefit Committee.

2. All such new faculty will have a sudccount within the plan into which the University will
contribute$1150per year starting with the first year of eligibility and continuing thereafter up
to a total of thirty (30) years of bargaining unit service following completion of one full year of
bargaining unit service and provided further that the faculty membernmemainit memdér
during that period of timél'his amount will be increased to $1400 effective July 1, 2015 and
then $1550 effective July 1, 20160 contribution will be made for any faculty member who
leaves the bargaining unit; however, if such faculty member returns to the unit within two
years, the University will continude per year contributions the amount specified by the
contractper year contribution until the completion of 30 years of bargaining unit service.

3. The faculty member may alsaldtheir own contributions to the subaccount in addition to the
Universityodos contribution.

4. The faculty member will be able to choose the investment vehictedmisub-account from
an array of options available under the plan as is the case with our current 403b plan.

5. All employer contributions are pitax; all faculty contributions are pettx.

6. All earnings on the subccount assets are tax exempt. They are also tax exempt when
withdrawn from the account provided they are used to pay for either qualified medical
expenses or health insurance premiums, including any Medicare Supplement Plan.

7. Upon retirement of the faculty member from the University, or upon termination of
employmeni either voluntary or involuntary if the faculty member has met the eligibility
requirements oEedion 8 below, the faculty member may use the assets to purchase whatever
Medicare Supplememianthe faculty membewishes

8. There is a minimum service eligibility period of 15 years from date of hire into the bargaining
unit for any University contributions to vest. If the faculty member leaves the University prior
to the completion of 15 years of bargaining unit service, eublkeintarily or involuntarily, the
University wil!/| retain its -acocourtt,alongwithangns t o t
earnings on such money. In such cases, the faculty member may keemtututionsthey
put into the fund, along with any @&mgs on such money.

9. The University would pay the initial fees to establish the plan and will also incur and pay for
monthly management fees of the plan.

10. Current faculty members in the bargaining unit are also free to set tgrsobnts within the
plan and make voluntary contributions to those accounts. However, the University will not
make any contributions to those accounts.

11.1f there are remaining assets in the-aglbount upon the death of the faculty member, the
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assets that would have otherwise been due to the faculty member at thettimedafath
would revert to the faculty memberds depender
funds for their own qualified purposes.

12. All provisions of this plan are subject to IRS and other state or federal laws and regulations. To
the extent there is any inconsistency or conflict between these provisions and such laws or
regulations, then such laws or regulations take precedence.

13.1In the event that new regulations or legislation make the plan, in whole or in part, out of
compliance and/or otherwise illegal, or if a court or agency of competent jurisdiction should
declare the plan, in whole or in part, illegal, void or invalid, tthenparties shall meet within
30 days to discuss the ramifications of such legislative or regulatory changes or court or agency
decision.

APPENDIX E - FACULTY PHASED RETIREMENT PROGRAM (FPRP)

1. El'igibility. This Faculty Phased Retirement
on an elective basis to all fetiime facultywho are eligible or will be eligible on their
resignation date for retirement according to criteria in ArticleT2@s program is not
available to those unit members who are on the Federal Reserve System.

Sabbaticals and faculty exchange leaves of absence shall be counted as years of service;
leaves of absence for other reasons shall not count as years of service, but shall not constitute
a break in continuous service. Years of service in which a facultyoereheld an

administrative appointment but retained a secondary appointment as a faculty member shall
be counted as years of service.

2. Purpose. The purpose of the FPRP is to create an opportunity for faculty to enter into
retirement on a phased basis while retaining benefits during the-iphaeseod, and also to
assist the University inurricular planning and hiring andeeting staffing needs in light of
strategic goals, changes in enrollment, budgetary conditions, and other institutional priorities
and considerations.

3. Unless otherwise authorized by the Provost in writing, participation in the FPRP shall
commence concurrently with an academic year
Participation inthe FPRRs voluntary for eligible faculty, ancequires avorkload reduction
for two years leading up to retiremeR@rticipatingaculty membes will have a reduced
workload at75 FTE during each semester of the acadsear, for a period diwvo (2)
consecutive academic years (AAYO), beginning
has opted into the FPRR work plan substantially consistent with the requirements of this
Agreement will be annually devised for faculty engageetduced workloadnder the FPRP.

4. Rank and Salary.

a. Rank. FPRP employment shall be at the same rank of the participant in the academic year
immediately prior to the commencementlodir participation in the Program. FPRP
participants shall not be eligible for promotions. Emeritus status shall be awarded
pursuant to the Agreement.
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b. Salary. In consideration for services rendered, the faculty member will ré&8ivef
theirannual base salary rate in effect during the AY prior to the AY in which the phased
retirement commences. For purposes of the |
otherwise defined in this AgreemeRarticipants will remain eligible for raises using the
evaluation procedures outlined in this agreentealary shall be payable in accordance
with the payroll schedule applicable to nimenth tenrmonth, or twelvemonthfull -time
faculty, and withholding and other deductibles shall be made on a basis appropriate to tax,
contract and Agreement requirements and specifications.

5. Benefits. The faculty member shall remain eligible to participate in all benefits programs
available to fulltime active faculty under the contract, with coverage levels basedhgion
actualsalary During participation in the FPRP, Program participavitsnot be eligible for
sabbaticals or paid or unpaid leaves of absence except for medical reasons and pursuant to the
Agreement. The faculty member shall carryover any accrued medical leave remaining from
theirfull-time employment at the time of his lser commencement of participation in the
FPRP.

6. Taxes. The University will withhold from salary all withholding taxes and deductions required
by State or federal law.

7. Nonrevocable election. Subject to any legally mandated rights of revocation, the FPRP
Agreement shall become effective as of the date of its execution, at which time the faculty
member irrevocably agrees to leave the institution under the terms herdimtWgHaculty
member may retain tenure during the phase down pehiegcannot assert any right to
continued employment once the phase down period has endeltlifion,theyshall at such
time become ineligible to apply for, or opt into, other Unsitgrvoluntary separation or
retirement programs, whether running concurrently with the FPRP or established subsequent
thereto. The faculty member shall have access to all University resources, facilities and
services provided to fulime faculty.

8. Retiree Status. At the conclusion of exondacademic yeaof the plan the faculty member
will attain retiree statusTheywill then be eligible for retiree benefits as otherwise provided in
the contract.

9. Accelerated Full Retirement. Upon mutual agreement of the faculty member and the Provost
foll owing the Provostodés consultation with th
retirement of the faculty member upon conclusion of a specified semesteppaiodrately
adjust the effective date of retirement by the faculty member. In such instance, the faculty
member will forfeit eligibility for additional salary and retirement contributions on such salary
and shall, as of the effective date of full retirernde eligible for retiree benefits as otherwise
provided in the Agreement.

10. Application Process. Requests for retirement under the FPRP will be automatically approved,
assuming that the applicant is eligible under Program requirements and the application is
timely submitted. To participate in the FPRP, a faculty member must swbittein
application on the form attached hereto by November 15 of the academgeading the
year they wish to begin the tw@ar phased plaihe Provost may, itheir sole discretion,
waive the notice period in whole or in part. The applicatisulzmitted to the department
chair (or dean in the absence of a chair) and to the Office of the Provost. Upon approval of the
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application by the Office of the Provost, the faculty member will have-fody(45) days
within which to execute and submit a FPRP Agreement. Upon its execution by both parties,
the Agreement is irrevocable.

11. Availability of Retirement Plan Monies. Faculty opting into the FPRP will have access to their
retirement funds in accordance with the terms and conditions of the plans in which they are
invested and subject to IRS requirements.

12. Disability or Death.

a. Disability. If a faculty member becomes disabled at any time subsequent to acceptance into
the FPRP, the terms of the contract shall apply, provided that the salary basis for the faculty
member during the period of disability shall be based on the annual baseaalany
effect for the faculty member during the AY prior to the AY in which the phased retirement
commenced, without subsequent annual adjustment rendered.

b. Death If a faculty member dies at any time subsequettido acceptance into the FPRP,
and prior to its expiration, the Agreement will terminate and automatically be deemed null
and void except for payments otherwise outstanding as a result of services the faculty
member has rendered. The spouse or civil uniom@ast domestic partneand/or eligible
dependents of the faculty member will then be entitled to all benefits otherwise available to
such persons under the contract.

13. FPRP Duration; Modification. The FPRP will operateexttensively and in a manner
consistent with the contract, provided that (1) Agreements in effect at the time of contract
expiration remain valid and enforceable by both parties and either party; andh@kvent
of a conflict between the FPRP terms and conditions and those of the contract, the FPRP
prevails.A faculty member may extend this phased retirerhegond the initiatwo year
with the approval of the Prnembleost. The Provos
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APPENDIX F - DENTAL INSURANCE PLAN OPTIONS

O DELTA DENTAL
University of Vermont

Effective 8/1/2018

This Qutfine of Coverage provides a very brief description of the important features of your policy. This is not the insurance contract, and onfy
the actual policy provisions will control The poficy ftself sets forth in detail the rights and obfigations of both you and your fNsurance company.
it is therefore important that you READ YOUR POLICY CAREFULLY! Not all time limitations and exclusions are shown herefn.  Benefit
percentages shown are hased on the actual charges submitted up to the Maximum Allowable Charge for participating dentists, or Defta Dental’s
allowance for non-participating dentists.

Qutline of Coverage High Option Base Plan

Coverage A * DIAGMNOSTIC: 100% 100%
Evaluations - 2 per Calendar Year

X-Rays - complete series or pancramic film once in a 3-year period, bitewing
¥-rays once each Calendar Year.

Oral cancer screening once in a 12-month period

s CONSULTATIONS

- PREVENTIVE

t Cleanings - 2 per Calendar Year.

Fluoride treatment twice per Calendar Year to age 19

Space maintainers tc age 16

Sealant application to permanent malars, once in a lifetime per tooth, for children
to age 15

+ + PERICDONTAL CLEANING (Maintenance procedures)

* EMERGENCY PALLIATIVE TREATMENT

- APPLIANCES TO CONTROL HARMFUL HABITS

1 Mote: If medically necessary, up to four cleanings are allowed per calendar
year

Coverage B + X-Rays of individual teeth 80% 80%
* RESTORATIVE:

Arnalgam fillings, Campaosite fillings (anteriar teath onlhy)

* ORAL SURGERY

Surgical and routine extractions and certain other surgical procedures
- ENDODONTICE:

Raoct canal therapy

- PERICDONTICS:

Treatment of gum disease

Clinical Crown Lengthening cnce per lifetime per site

* CROWMNS

s ONLAYS

- DIAGNOSTIC CASTS

* REPAIRS TO DENTURES, CROWNS & BRIDGES

Coverage C * PROSTHODONTICS s0% " 50%
Rermavable and fixed partial dentures (bridge); complete dentures
Rebase and reline

Complete and partial denture adjustments

Tissue Conditicning

Implants

Coverage D r ORTHODONTICS EQO% EQ%
Catrection of crocked testh for adults and childran

Calendar Year Maximum for servicas covered under A, B and C (axcluding orthodontics) $2,000* $750
Health through Oral Wellness® program included (please see reverse for details)

Lifetime Orthodontics Maximum {per person) $1.500 * $500
Does Not Apply to Applies to
Calendar Year Deductible for both plans: $25 per person/ 375 per family Coverage A." Coverages A, B,
Applies only to CandD
Coverages
B,C,and D

* INCREASED BENEFIT ON HIGH OPTION PLAN.

rl:lease ®  The plan selection may nat be changed until the next open enroliment.
ots &  The plan selection must be the same for both employes and dependents
®  Services that are covered under your Medical plan are not covered benefits under your Northeast Delta Dental plan.

548
(Please see reverse)
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