O NOY LT B WIN B

NNNNRRRRRRRRPR R
WNRPROWOWOWNOOOTULDA,WNRLR OOV

24
25
26
27
28
29
30
31
32
33
34
35
36
37
38
39
40
41
42
43
44
45
46
47

TENTATIVE AGREEMENT (1/24/2025)

UNITED ACADEMICS MEDIATION PROPOSAL (1/24/2025)
UNITED ACADEMICS COUNTERPROPOSAL (7/2/2024)
UNIVERSITY OF OREGON COUNTERPROPOSAL (5/16/2024)
UNITED ACADEMICS COUNTERPROPOSAL (5/2/2024)
UNIVERSITY OF OREGON COUNTERPROPOSAL (4/18/2024)
UNITED ACADEMICS PROPOSAL (2/1/2024)

Document Key
| | UO new | UO-deletion | Accepted | Beleted | Status Quo | Restored

[Package. This is a package proposal with Article 15, 19, 20, and 34.]
ARTICLE 15. ACADEMIC CLASSIFICATION AND RANK

Section 1. The University shall assign each bargaining unit faculty member the classification,
category, and rank that most closely reflect the duties described in their appointment and job
description.

Section 2. Classification

The following are the classifications that apply to faculty bargaining unit positions. A
classification identifies the type of position.

a. Tenure-Related Classifications: The Tenure-Related Classifications include all paid
appointments in which bargaining unit faculty members are either eligible to be
considered for, will become eligible to be considered for, or have received, tenure.

I.  TENURE-TRACK AND TENURED: A paid position wherein an individual is
designated by the University in writing as eligible for tenure or has been granted
tenure in writing by the Provost.

ii.  ACTING: A tenure-track paid position for individuals intended by the University
to become tenure-track assistant professors but who have yet to complete the
terminal degree.

b. Career-Related Classification: The Career-Related Classification includes all ongoing
paid appointments in which bargaining unit faculty members are not eligible for tenure.

i. CAREER: A paid position that has been granted an expectation of continued
employment as defined in Article 16, Section 10.

c. Limited-Duration Classifications: The Limited-Duration Classifications include all
paid appointments of limited duration in which bargaining unit faculty members are not
eligible for tenure.

i.  VISITING: A paid appointment of limited duration (up to three years) for (1) an
individual who holds a like, similar, or relevant appointment at another institution
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or (2) pursuant to norms of the specific discipline, an individual who has recently
obtained a terminal degree and is seeking further professional experience prior to
seeking a professorship.

ii. PRO TEMPORE: A paid appointment that is intermittent or of limited duration,
except as provided in Section 6.

iii. POSTDOCTORAL SCHOLAR: A paid, mentored research position that is of
limited duration (up to three years) for individuals who have earned a doctoral
degree. Postdoctoral mentors may petition the Office of the Provost for an
extension of no more than two years. Permission to continue a position in the
Postdoctoral Scholar classification for longer than three years must be granted in
writing by the Office of the Provost.

iv. POSTBACCALAUREATE SCHOLAR: A paid, mentored research position that
is of limited duration (up to five years) for individuals who have earned a
bachelor’s or equivalent degree.

v. RETIRED: A paid appointment post-retirement that is of limited duration. A
bargaining unit faculty member can be appointed to the retired classification if
they retire, resign, or have been terminated without cause from employment with
the university, and are:

i. eligible for unreduced or reduced benefits under the Public Employees
Retirement System (for participants in PERS) or the Oregon Public
Service Retirement Program (for participants in OPSRP);

ii. eligible under Internal Revenue Service rules to withdraw funds from an
account established under Optional Retirement Plan and meets the
requirements for unreduced or reduced benefits under their plan.

This classification includes the post-retired or emerit faculty described in Article
1, Recognition.

Section 3. Category & Rank

The following are the categories and ranks that apply to bargaining unit positions. A category
describes a rank or group of ranks. Ranks define the level of promotion within a category.
[Existing language, moved up from Section 11 below.] A change in rank within a category
requires a promotion.

a. PROFESSOR: This category can only be used in the Tenure-Track or Tenured, Acting,
Visiting, or Retired classifications. Duties are in all three areas of independent research,
scholarship, and/or creative inquiry; instruction; and service. Ranks in this category in
ascending order are assistant professor, associate professor, and professor.
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94 b. CLINICAL PROFESSOR: This category can only be used in the Visiting, Career, Pro
95 Tem, or Retired classifications. Primary duties are in the area of clinical instruction or
96 research. Ranks in this category in ascending order are assistant clinical professor,
97 associate clinical professor, and clinical professor.
98
99 c. PROFESSOR OF PRACTICE: This category can only be used in the Visiting, Career,
100 Pro Tem, or Retired classifications. Primary duties are in the area of research or
101 instruction. This category is to be held by eminently qualified professionals who have had
102 a major impact on fields and disciplines important to University of Oregon programs. A
103 Professor of Practice will:
104
105 i. have a substantial basis of experience equal to a tenured professor (normally a
106 minimum of 12 years) and a national/international reputation for excellence
107 reflected in a record of significant accomplishments;
108
109 ii. have a profile of accumulated professional accomplishments fully congruent with
110 the rank of professor and where such accomplishments are typically accrued in a
111 non-academic or non-university setting;
112
113 iii. have a rich and extensive background in a field and discipline relevant to the
114 school, college, or unit of appointment at the University of Oregon; and
115
116 Iv. serve as a liaison between the professional field and the University of Oregon.
117
118 The only rank in this category is professor of practice.
119
120 d. TEACHING PROFESSOR: This category can only be used in the Career or Retired
121 classification. This category requires an existing or previous appointment in the Career
122 classification at the highest rank in the instructor or lecturer categories. This category can
123 only be granted by the Office of the Provost through the review process specified in
124 Appendix 4. Primary duties are in the area of undergraduate and/or graduate instruction.
125 Duties may include, but are not limited to, involvement in design and development of
126 courses and the curriculum, support for the evaluation of teaching, or additional focus on
127 leadership projects. The Teaching Professor category and rank will remain in place for
128 the duration of the faculty member’s employment with the university. There is no
129 promotion path to or within the Teaching Professor category and rank. The only rank in
130 this category is teaching professor.
131
132 e. INSTRUCTOR: This category can only be used in the Visiting, Career, Pro Tem, or
133 Retired classifications. Primary duties are in the area of undergraduate instruction.
134 Instructor duties may include advising and mentoring responsibilities as well as
135 possibility of involvement in design and development of courses and the curriculum.
136 Ranks in this category in ascending order are instructor, senior instructor I, and senior
137 instructor I1.
138
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LECTURER: This category can only be used in the Visiting, Career, Pro Tem, or Retired
classifications. Primary duties are in the area of graduate instruction and education. The
duties may also include some undergraduate instruction and mentoring and advising
responsibilities, as well as the possibility of involvement in design and development of
courses and the curriculum. Appointments in the Lecturer category require the terminal
degree (or its professional equivalent) relevant to the appointment, but holding a terminal
degree does not by itself entitle a bargaining unit faculty member to appointment in the
Lecturer category. Ranks in this category in ascending order are lecturer, senior lecturer I,
and senior lecturer I1.

LIBRARIAN: This category can only be used in the Visiting, Career, Pro Tem, or
Retired classifications. Primary duties are in the areas of applied practice in library and
information sciences, and may include independent research, scholarship, and/or creative
inquiry; instruction; and service. Appointments in the Librarian category require a
terminal professional degree relevant to their appointment. Holding a terminal degree
does not by itself entitle a bargaining unit faculty member to appointment in the Librarian
category. Ranks in this category in ascending order are assistant librarian, associate
librarian, and senior librarian.

RESEARCH ASSISTANT: This category can only be used in the Visiting, Career, Pro
Tem, or Retired classifications. Primary duties are in the area of research. Research
Assistants typically work as members of a research team under the direct supervision of
other faculty researchers. There are three Research Assistant category types based on the
minimum degree requirement:

i. RESEARCH ASSISTANT (TYPE A): Positions that require skills and/or
experience relevant to the duties of the position and do not have a minimum
degree requirement.

ii. RESEARCH ASSISTANT (TYPE B): Positions that require a bachelor’s or
equivalent degree. n-rare-eceasions-pPositions in specialized fields may allow
for a combination of education and equivalent experience prior to the time of hire
to satisfy the bachelor’s degree requirement.

iii. RESEARCH ASSISTANT (TYPE C): Positions that require a master’s or

equivalent degree. {a-rare-eeeastonspPositions in highly specialized fields may
allow for a combination of education and exceptional equivalent experience prior
to the time of hire to satisfy the master’s degree requirement.

Ranks for each research assistant type in ascending order are research assistant, senior
research assistant I, and senior research assistant II.

RESEARCH ASSOCIATE: This category can only be used in the Visiting, Career, Pro
Tem, or Retired classifications. This category requires a terminal degree relevant to the
appointment. Primary duties are in the area of research, which are typically undertaken as
part of a research team or lab. Appointments in the Research Associate category require a
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TENTATIVE AGREEMENT (1/24/2025)

terminal degree (or its professional equivalent) in a relevant field but holding a terminal
degree does not by itself entitle a bargaining unit faculty member to appointment in the
Research Associate category. Ranks in this category in ascending order are research
associate, senior research associate I, and senior research associate II.

RESEARCH PROFESSOR: This category can only be used in the Visiting, Career, Pro
Tem, or Retired classifications. This category requires a terminal degree relevant to the
appointment with duties primarily in the area of independent research, scholarship and/or
creative inquiry. Primary duties are independent lines of inquiry, which can be related to
the work of colleagues but not dependent on it. A Research Professor will have
qualifications and research expectations equal to or exceeding those for a tenure-
track/tenured professor at the same rank in related fields. Ranks in this category in
ascending order are assistant research professor, associate research professor, and
research professor.

RESEARCH SCIENTIST: This category can only be used in the Visiting, Career, Pro
Tem, or Retired classifications. This category requires at least a bachelor's degree in an
area that is immediately relevant to the research program or research facility in which the
position resides. The key differentiator between this position and the research assistant
position is the technical nature of skill set required of the position. Holding a relevant
degree does not by itself entitle a bargaining unit member to appointment in the research
scientist category. Ranks in this category in ascending order are research scientist, senior
research scientist I, and senior research scientist I1.

RESEARCH ENGINEER: This category can only be used in the Visiting, Career, Pro
Tem, or Retired classifications. This category requires a bachelor’s or higher from an
accredited engineering program. The key differentiator between this position and the
research assistant position is the technical nature of the skill set required of the position.
Holding a relevant degree does not by itself entitle a bargaining unit member to
appointment in the research engineer category. Ranks in this category in ascending order
are research engineer, senior research engineer I, and senior research engineer I1.

. PRINCIPAL RESEARCH SCIENTIST: This category can only be used in the Visiting,

Career, Pro Tem, or Retired classifications. This category requires at least a master's
degree in an area that is immediately relevant to the program or research facility in which
the position resides. The principal research scientist will:

e Have substantial experience at a responsible technical or managerial level (normally
at least 12 years for holders of a master's degree and at least 6 years for a holder of a
Ph.D.);

e Show clear evidence of consistent performance in making original and innovative
contributions to their discipline;

e Show leadership in development and management of technical projects involving
other faculty and students;

e Make substantial contributions to the University through service.
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The only rank in this category is principal research scientist.

n. POSTDOCTORAL SCHOLAR: This category can only be used in the Postdoctoral
Scholar classification. This category requires a temporary and defined period of formally
mentored research, instruction, librarianship, or scholarly training, for the purpose of
allowing the Postdoctoral Scholar to acquire the professional skills needed to pursue a
career path of their choosing. The appointment requires a doctoral degree. At the time of
appointment, hiring documentation should include an articulated program of mentoring
with an identified mentor. The only rank in this category is postdoctoral scholar.

0. POSTBACCALAUREATE SCHOLAR: This category can only be used in the
Postbaccalaureate Scholar classification. This category requires a bachelor’s or
equivalent degree. This category requires a temporary and defined period of formally
mentored research or scholarly training for the purpose of allowing the postbaccalaureate
scholar to acquire the professional skills needed to pursue a career path of their choosing.
The only rank in this category is postbaccalaureate scholar.

Section 4. At the time of hire, the University shall assign each bargaining unit faculty member a
rank within the classification and category described in the job posting.

Nothing shall preclude a bargaining unit faculty member from being assigned and performing
other duties not described in their specific classification, category, or rank as long as those duties
are consistent with their job description.

Section 5. If the University lays off a bargaining unit faculty member in a position in the Career
classification for economic or programmatic reasons (Article 16.12.b or c, or Article 25), then
the position cannot be refilled in the Career, Visiting, Pro Tem, Retired, or Postdoctoral Scholar
classifications within the subsequent two years unless approved by the Office of the Provost or
unless the affected faculty member has been offered reinstatement and at least 30 days in which
to accept or decline it. It is the bargaining unit faculty member’s responsibility to keep the
university advised of their current email address for receipt of such offers. Reinstatements will
be at the former rank or equivalent and follow Article 26, Section 11. If multiple bargaining unit
faculty members have been laid off for economic or programmatic reasons within the previous
two years and would meet the specific qualifications for the position as affirmed by the unit
head, the University will offer reinstatement consistent with the principles in Article 16, Section
13.

Section 6. Newly created Pro Tem faculty appomtments w1ll be consistent with Sectlon 2. c. il.
above. i ' h :
Ga%eeper#eiwe—l%eka%ed—elassqﬁeaﬁeiﬁs—waﬁamed— Fmthcrmorc Pro Tem pOSItlonS WIII Iast no
more than three years unless the Office of the Provost designates the position as an Ongoing Pro
Tem posmon or gives a department or unit permission to extend the position for up to one year
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TENTATIVE AGREEMENT (1/24/2025)

a. Legitimate pedagogical reasons for Ongoing Pro Tem positions include:

i.  When a department or unit believes that the student learning experience is
enhanced by having new instructors cycle into the program to meet specific
course needs.

ii.  When a department or unit identifies a position that is best taught by a working or
retired professional in the industry and the position is assigned no more than three
courses an academic year.

b. Legitimate programmatic reasons for an Ongoing Pro Tem position include:

I.  When a department or unit offers recent PhD graduates a short-term position and
there is an expectation that new faculty members would fill this position every
one to three years.

ii.  When a department or unit with traditionally large fluctuations in enroliment can
accommodate those fluctuations by having a reasonable number of Pro Tem
positions.

c. Inadequate or limited financial resources are not legitimate pedagogical or programmatic
reasons for designating a position an Ongoing Pro Tem position.

In rare cases, the Office of the Provost can give a department or unit permission to extend a Pro
Tem position for one year beyond the three-year limit. In these rare cases, a faculty member may
continue in the Pro Tem position for one year beyond the three-year limit.

Section 7. Recategorizations

a. Faculty Initiated Recategorization. Bargaining unit faculty members in the Career
classification shall have the right to petition the Office of the Provost to have their
position recategorized if they believe that their position was categorized incorrectly at the
time of first hire or their position has evolved to more closely resemble a different
category. If a petition for recategorization is denied, a bargaining unit faculty member
may petition again after completion of at least one additional year of service in the
position. In cases of denial, the letter accompanying the decision shall contain the reasons
underlying the Provost’s decision. If the Union was party to the petition submission by
the bargaining unit faculty member, they shall be copied on the decision.

b. University Initiated Recategorization. In keeping with the principles set forth above the
University may recategorize a bargaining unit faculty member in the Career or Limited
Duration classification when their position has evolved to more closely resemble a
different category.

c. Unless there is agreement to the contrary, a recategorization under this Section will not
reduce the rank or base salary of a bargaining unit faculty member.
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Section 8. Reclassifications

a. Faculty Initiated Reclassification. Bargaining unit faculty members in the Pro Tem,

Visiting, or Postdoctoral Scholar classifications who believe that their positions should be
positions in the Career classification may petition for reclassification after the completion
of two years of appointment. Because the defining characteristic of the Pro Tem, Visiting,
and Postdoctoral Scholar classifications is their limited duration, the decision of the
Office of the Provost should be guided by the current and ant|C|pated duratlon of the
position
petition for recla55|f|cat|on er—FeeategeH%atlems demed the Ietter accompanymg the
decision shall contain the reasons underlying the Provost’s decision. If the Union was
party to the petition submission by the bargaining unit faculty member, they shall be
copied on the decision.

.fa

University Initiated Reclassification. In keeping with the principles set forth above the
University may reclassify a bargaining unit faculty member in the Career or a Limited
Duration classification when their employment has evolved to more closely resemble a
different classification. Reclassification of Career positions under this subsection are only
allowed by mutual agreement.

When a position is reclassified from a Career or Limited Duration classification into the
Tenure Track and Tenured classification, a new national search is required to fill the
position except when an exception has been granted by the Office of the Provost. For
other classifications, a national search is permissible, but not required when the original
search was national in scope and —»AA/hen the incumbent has had consecutive successful

reviews a national search will not be mandatory.

Unless there is agreement to the contrary, a reclassification under this Section will not
reduce the rank or base salary of a bargaining unit faculty member.

Requests to reclassify a When-programmatic-needs-orenrolmentsjustify-the
reclassification-efa Pro Tem position to a Career position under a. or b. above erthe

ereation-of-a-Careerposition-such-departmentalreguests will not be unreasonably denied.

Section 9. A reclassification or recategorization shall take effect on the effective date approved

by the Office of the Provost. #&B@%%%FFGGL&SSWG&HGFFGPF@G&E&Q@HZ&HGH—IS@%@G%@
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[Package. This is a package proposal with Article 15, 19, 20, and 34.]
ARTICLE 19. CAREER FACULTY REVIEW AND PROMOTION

Preamble. Career appointments are either Career instructional or Career research for the
purposes of this Article.

Career instructional faculty are those with appointments in the Career classification in the
following categories: Instructor, Lecturer, Librarian, Clinical Professor (when an instructional
appointment), Professor of Practice, and Teaching Professor.

Career research faculty are those with appointments in the Career classification in the following
categories: Research Professor, Clinical Professor (when a research appointment), Research
Assistant, Research Associate, Research Scientist, Research Engineer, and Principal Research
Scientist.

Career Faculty Review and Promotion

Section 1. Reviews for Career faculty will include reviews associated with performance,
promotion, and continuous employment. A performance review will not be required in the year a
bargaining unit faculty member has a promotion or continuous employment review.

Section 2. Policies and Procedures. Each department or unit that employs Career faculty will

maintain unit-level policies for Career faculty review and promotion in accordance with Article
4.

Page 1 of 11



48
49
50
51
52
53
54
55
56
57
58
59
60
61
62
63
64
65
66
67
68
69
70
71
72
73
74
75
76
77
78
79
80
81
82
83
84
85
86
87
88
89
90
91
92
93
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Career Faculty Performance Reviews

Section 3. Performance Reviews. Performance reviews for Career faculty are for the purpose of
determining if the faculty member is meeting the standard of excellence appropriate to a Career
instructional or Career research faculty member at an AAU institution based on their job duties.
Performance reviews should be designed to help Career faculty members grow as educators,
scholars, and researchers, as appropriate; identify areas of strength; and identify areas that need
improvement associated with their position. Career performance reviews should include a stage-
appropriate assessment of the likelihood of success in a subsequent promotion review. As part of
P-performance reviews, atse-alew supervisors of Career faculty members with a position
description sheuld-take-the-oppertunity-to-consutt to-shall consult with as needed or at the request
of eelaberate those Career faculty members en-keeping to keep the position description up to
date as an accurate reflection of the position. Performance reviews shall consider any lack of
resources necessary to the performance of professional responsibilities that were identified in

prevrous workload discussions (Article 17, Sectlon 3). aeeeum—felf—any—laeleef—seppereand

Section 4. Performance Review Timing.

a. Career instructional faculty will have a performance review each year for the first three
years of their employment and at least once every three years thereafter (academic years
for 9-month appointments and fiscal years for 12-month appointments). The three-year
schedule is reset after a successful promotion or continuous employment review.

b. Career research faculty will have a performance review annually, which will also serve as
the basis for dlstrrbutlons |f a merlt pool Is agreed toin Artlcle 26. l-n—ermis—th&t—uﬂ-l—r%e

faeulty—au All performance reviews conducted durrng the period of evaluatron for merit
shall be taken into account.

c. Performance reviews may take place out of cycle when a department or unit head has
identified or become aware of performance problems. The department or unit head shall
meet with the Career faculty member to discuss areas of concern and evaluate whether a
formal out-of-cycle performance review or performance improvement plan (Section 6.e)
is warranted. Nothing in this Article changes the process for addressing poor performance
for funding-contingent faculty set forth in Article 16, Section 18.

Section 5. Performance Review Period and Criteria. Reviews will consider the Career
bargaining unit faculty member’s performance since their last review. Career faculty members
will be evaluated only by the criteria approved and made available to them. If the criteria have
changed since their previous review, the faculty member must choose either the earlier or current
set of criteria.
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94  Section 6. Performance Review Process.

95
96 a. As part of each performance review, a Career faculty member will have an opportunity to
97 submit a brief personal statement (no more than three pages) containing information
98 relevant to their performance of assigned duties and responsibilities.
99
100 b. The review process will include an opportunity for the Career faculty member to discuss
101 their efforts, performance, and goals or improvement opportunities with an appropriate
102 supervisor, department, or unit head at least once during each review period.
103
104 c. Performance reviews must include a determination whether the Career faculty member
105 meets; or does not meet expectations in each of their assigned duties. asfeHows:
106 Me are Argdiscussion-on-thisprovisionuntilwe come toanagreemen egardingmeri
107
108
109
110
111
112
113
114
115
116
117
118
119
120
121 d. The supervisor, department, or unit head will summarize, in writing, any committee or
122 peer review along with their own assessment and will communicate the results of the
123 review and provide a copy of their summary in writing to the bargaining unit faculty
124 member. The faculty member will have 10 days from the date of the receipt of the report
125 to provide a response, which shall be appended to the completed performance review.
126
127 e. If the determination of the performance review is that the Career faculty member does not
128 meet expectations in one or more of their assigned duties, the supervisor, department, or
129 unit head will meet with the faculty member to discuss a performance improvement plan,
130 which will include written documentation of the areas for improvement, instructions to
131 meet expectations in those areas, a timeline to carry out those instructions, and an explicit
132 timeframe for assessing progress. The performance improvement plan will be signed by
133 the supervisor, faculty member, and vice president, vice provost, dean, or director.
134
135 If that follow-up progress assessment, which may be a performance review, determines
136 that the Career faculty member still does not meet expectations in one or more of the
137 assigned duties previously identified as areas of concern, that Career faculty member may
138 be subject to layoff (Article 16, Section 12.a.).
139
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Career Promotion Reviews
General Career Promotion Review Considerations

Section 7. Accelerated Review. An accelerated promotion review may occur in particularly
meritorious cases as determined by the Office of the Provost in consultation with the appropriate
vice president, vice provost, dean, department or unit head, and the bargaining unit faculty
member.

Section 8. Credit for Prior Service. Bargaining unit faculty members reelassified-or-hired into
Career posrtlons from Pro Tem p051t10ns shall receive an assessment of credlt towards promotlon

mstr&e&eﬂaLeHeseareh}eﬁempleymeﬂt_for work of a comparable character by the Ofﬁce of the

Provost, after consultation with the hiring unit head. The assessment may result in full credit,
partial credit, or no credit towards promotion, depending on the proportion of comparable work.
Bargaining unit faculty members in positions reclassified under Article 15, Section 8 to Career
from Pro Tem will receive credit toward promotion when such—aHfaeste~employment was at
0.5 annualized FTE or greater and previded-the bargaining unit faculty member y-have-met

expectatlons when reV1ewed %en—w%re&eﬁeempar&bleeh&raetee&et—wﬁhm%h&s&me

bargammg umt faculty member receives credlt for prior service +s—agreed—upen the terms of hire
or reclassification will state the number of years of credit granted for comparable work, specific
review con81derat10ns and the earliest date for promotlon ehg1b111ty Bargaﬁmg—&m—t—ﬁaeuhy

Section 9. Reapplication for Promotion. An unsuccessful candidate for promotion may
continue employment at their current rank as long as eligible to do so under this Agreement.
Career faculty bargaining unit members who are denied promotion may reapply for promotion
after having been employed by the university for an additional three years or longer at an average
of 0.5 annualized FTE per year, accrued at no greater than three terms per academic year for
bargaining unit faculty on 9-month appointments, and at four terms per year for bargaining unit
faculty on 12-month appointments.

Section 10. Appeal of Promotion Denial. Faculty who are denied promotion may appeal the
decision through the procedures in Article 21, Tenure and Promotion Denial Appeal.

Section 11. Withdrawal of Application. A candidate may withdraw an application for
promotion in writing to the Provost and the dean at any time before the Provost’s decision.
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Career Instructional Promotion Reviews

Section 12. Eligibility for Promotion. Career instructional faculty may elect to initiate the
promotion process when eligible to do so. Career faculty members will be eligible for promotion
after accumulating six years of employment less any credit for prior service granted (Section 8)
as a faculty member at or above an average of 0.5 annualized FTE over the six years, accrued at
no greater than three terms per academic year for bargaining unit faculty with 9-month
appointments, and at four terms per year for bargaining unit faculty with 12-month
appointments. The six years of employment do not have to be consecutive.

a. Career instructional faculty members who will have completed five years of employment
as a Career faculty member at or above 0.5 annualized FTE per year may initiate the
promotion process in the Spring term of the fifth year if they have an expected
appointment of 0.5 annualized FTE or greater for the sixth year.

b. Career instructional faculty members who have completed more than five years of
employment as a Career faculty member at or above 0.5 annualized FTE per year may
initiate the promotion process in the Spring term of any year.

c. Cases involving positions or terms of service below 0.5 FTE may be considered for
promotion by the Office of the Provost in accordance with the principles set forth in this
Article.

d. Career instructional faculty members who have achieved promotion must wait at least
five shxyears before initiating the promotion process again (for a promotion review in the
subsequent year), regardless of the number of accumulated years of employment.

Section 13. Review Period and Election of Criteria. The promotion review period for a Career
instructional bargaining unit faculty member will be the time in their current classification and
rank, with emphasis on the six most recent years.

The bargaining unit faculty member will be reviewed for promotion relative to the criteria in
effect when the review period began. If the criteria have changed since their hire or previous
review, the faculty member must choose either the earlier or current set of criteria.

Section 14. Initiating the Promotion Process. Career instructional faculty wishing to be
considered for promotion should notify the appropriate department or unit head in the Spring
term prior to the year when promotion is sought, and must provide the following materials by
Fall of the review year:

e Curriculum vitae: A comprehensive and current curriculum vitae that includes the
bargaining unit faculty member’s current teaching, professional development, research,

scholarly, and creative activities and-accomphishments, including publications,
appointments, presentations, and similar activities and accomplishments as applicable.
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e Personal statement: A 2-6-page personal statement developed by the bargaining unit
faculty member evaluating their performance measured against the applicable criteria for
promotion. The personal statement should expressly address the subjects of teaching;
scholarship, research and creative activity, as applicable; and service contributions to the
academic department, center or institute, school or college, university, profession, and the
community. The statement should also include discussion of contributions to diversity,
equity, and inclusion.

e Teaching portfolio (if applicable): Representative examples of course syllabi or
equivalent descriptions of course content and instructional expectations for courses taught
by the bargaining unit faculty member, examples of student work and exams, and similar
material; information from student experience surveys, which will be considered in light
of the response rate; information on the development of new courses and curriculum
development; information on contributions to university-wide teaching practices (if
applicable).

e Scholarship portfolio (if applicable): A comprehensive portfolio of scholarship,
research, and creative activity; and appropriate evidence of national or international
recognition or impact.

e Service portfolio (if applicable): Evidence of the bargaining unit faculty member’s
service contributions to their academic department, center or institute, school or college,
university, profession, and the community, such as op ed pieces, white papers authored or
co-authored by the faculty member, commendations, awards, or letters of appreciation.
The service portfolio may also include a short narrative elaborating on the faculty
member’s unique service experiences or obligations.

e Professional development statement (if applicable): A statement that provides a short
narrative elaborating on the professional development activities of the bargaining unit
faculty member related to their job duties.

e Professional activities portfolio (if applicable): A comprehensive portfolio of
professional or consulting activities related to their discipline.

e Internal and/or external reviewers (if applicable): A list of qualified internal and/or
external reviewers provided by the bargaining unit faculty member.

Section 15. Waiver of Access to Materials. Bargaining unit faculty members may choose to
waive in advance in writing their access to see any or all of the evaluative materials. Such
waivers, however, shall not preclude the use of redacted versions of these documents in a denial
review process. The redacted versions are intended to protect the identity of the reviewer. If
redactions are insufficient to do so, the University may prepare a suitable summary. A waiver
will be included in the promotion file.

Section 16. Notice of Meetings. A bargaining unit faculty member will receive at least three
business days’ notice of any meeting or hearing which the member is invited or required to
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attend, with a dean, vice provost, or the Office of the Provost regarding recommendations or
decisions on promotion. The bargaining unit faculty member may have a colleague or Union
representative present at the meeting as an observer.

Section 17. Evaluation file. The promotion review file should generally include the following
information:

Statement of duties and responsibilities

Curriculum vitae

Conditions of appointment

Criteria for promotion

Personal statement

Supervisors’ letters of evaluation

Professional activities portfolio (if applicable)
Teaching portfolio (if applicable)

Scholarship portfolio (if applicable)

Service portfolio (if applicable)

Professional development statement (if applicable)
Internal and/or external reviews (if applicable)
Department or unit committee recommendation
Department, unit, center, or institute head’s recommendation (if applicable)
Vice president’s, dean’s, or director’s recommendation
Waiver of access to materials (if applicable)

Section 18. Review by Department or Unit. The department or unit head or designee should
solicit any internal and/or external reviews, as applicable. A department or unit committee will
review the file and make a recommendation to the department or unit head. The department or
unit head will then prepare an explanation of the merits of the promotion case and a
recommendation on the case. The report will include the department or unit-level promotion
committee report and recommendation and a voting summary, and the department or unit head’s
own independent recommendation. The file will then be sent to the appropriate vice president,
vice provost, dean, or director for review.

Section 19. Review by Vice President, Vice Provost, Dean, or Director. The vice president,
vice provost, dean, or director, as appropriate, will review the file, and may consult with
appropriate persons and may-ask for and document additional non-confidential information.
Once the vice president, vice provost, Provost, dean, or director deems the file complete, they
will prepare a separate memorandum and recommendation.

The vice president, vice provost, Provost, dean, or director will share their memorandum and
recommendation with the candidate and notify the candidate that they may provide responsive
material for the file within 10 days from the date of receipt of the memorandum; this response
shall be included in the evaluation file. If the assessment of the dean or vice provost above
differs from that of the department or unit head or the school- or college-level personnel
committee, they will provide an explanation of the reasons underlying their judgment. The vice
president, vice provost, dean, or director then will submit the complete evaluation file to the
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Office of the Provost.

Section 20. Review by the Office of the Provost. By June 1, the Office of the Provost will
review the file and decide whether to grant or deny promotion. The candidate will be notified of
the decision in writing. If the Office of the Provost decides the review is unsuccessful, the
decision letter will contain an explanation of the reasons underlying their decision and any

determlnatlons that dlffer from the prewous reV|ew Ievels +n4heueas&e#erelee|slen4&deﬂy

Section 21. Assumption of New Rank. Successful candidates for promotion will assume their
new rank beginning with the next academic or fiscal year or the nearest next term of employment
should their appointment not begin with fall term.

Career Research Promotion Reviews

Section 22. Eligibility for Promotion. Career research faculty may elect to initiate the
promotion process when eligible to do so. Career faculty members will be eligible for promotion
after accumulating six years of employment as a Career faculty member less any credit for prior
service granted (Section 8) at or above an average of 0.5 annualized FTE over six years. The six
years of employment do not have to be consecutive.

Career research faculty members who have achieved promotion must wait at least five six-years
before initiating the promotion process again (for a promotion review in the subsequent year),
regardless of the number of accumulated years of employment.

Section 23. Review Period and Election of Criteria. The promotion review period for a Career
research bargaining unit faculty member will be the time in their current classification and rank.

The bargaining unit faculty member will be reviewed for promotion relative to the criteria in
effect when the review period began. If the criteria have changed since their hire or previous
review, the faculty member must choose either the earlier or current set of criteria.

Section 24. Initiating the Promotion Process for Career Research Faculty. Candidates
wishing to be considered for promotion should notify the appropriate department or unit head in
the Spring term prior to the year when promotion is sought, and must provide the following
materials by Fall of the review year:

e Curriculum vitae or resume: A comprehensive and current curriculum vitae or resume
that includes the bargaining unit faculty member’s current research, scholarly, and

creative activities and-accomphishments, including publications, appointments,
presentations, and similar activities and accomplishments, as applicable.
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e Personal statement: A 2-6-page personal statement developed by the bargaining unit
faculty member evaluating their performance measured against the applicable criteria for
promotion. The personal statement should expressly address their impact and
contribution to research excellence relative to their job duties. This statement should also
include discussion of contributions to diversity, equity, and inclusion.

e Scholarship portfolio (if applicable): A comprehensive portfolio of scholarship,
research, and creative activity; and appropriate evidence of national or international
recognition or impact.

e Service portfolio (if applicable): Evidence of the bargaining unit faculty member’s
service contributions to their academic department, center or institute, school or college,
university, profession, and the community, such as op ed pieces, white papers authored or
co-authored by the faculty member, commendations, awards, or letters of appreciation.
The portfolio may also include a short narrative elaborating on the faculty member’s
unique service experiences or obligations.

e Professional activities portfolio (if applicable): A comprehensive portfolio of
professional or consulting activities related to their discipline.

e List of reviewers (if applicable): A list of qualified internal and/or external reviewers
provided by the bargaining unit faculty member. Normally, external reviews are not
expected for those in the research assistant ranks.

Section 25. Waiver of Access to Materials. Bargaining unit faculty members may choose to
waive in advance in writing their access to see any or all of the evaluative materials. Such
waivers, however, shall not preclude the use of redacted versions of these documents in a denial
review process. The redacted versions are intended to protect the identity of the reviewer. If
redactions are insufficient to do so, the University may prepare a suitable summary. A waiver
will be included in the promotion file.

Section 26. Notice of Meetings. A bargaining unit faculty member will receive at least three
business days’ notice of any meeting or hearing which the member is invited or required to
attend, with a dean, vice provost, or the Office of the Provost regarding recommendations or
decisions on promotion. The bargaining unit faculty member may have a colleague or Union
representative present at the meeting as an observer.

Section 27. Evaluation file. The promotion review file should generally include the following
information:

Statement of duties and responsibilities
Curriculum vitae

Conditions of appointment

Criteria for promotion

Personal statement
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Supervisors’ letters of evaluation

Professional activities portfolio (if applicable)

Scholarship portfolio (if applicable)

Service portfolio (if applicable)

Internal and/or external reviews (if applicable)

Department, unit, center, or institute head’s recommendation
Vice president’s, dean’s, or director’s recommendation
Waiver of access to materials (if applicable)

Section 28. Review by Department Head or Unit Director or Manager. The department or
unit head or designee should solicit any internal and/or external reviews, as applicable. The
department or unit head will then review the file, including any internal or external reviews, and
prepare a recommendation and an explanation of the merits of the promotion case. The file will
then be sent to the appropriate vice president, vice provost, or dean for review. In the event that
the unit head is the faculty member’s supervisor/director/manager, the supervisor letter of
evaluation and the unit head review may be combined into a single recommendation.

Section 29. Review by Vice President, Vice Provost, Dean, or Director. The vice president or
dean, as appropriate, will review the file, and may consult with appropriate persons and may ask
for and document additional non-confidential information. Once the vice president or dean
deems the file complete, they will prepare a separate memorandum with a recommendation.

If the vice president, vice provost, dean, or director’s assessment differs from that of the
department or unit committee or the department or unit head, the memorandum and
recommendation will provide an explanation of the reasons underlying their judgment.

The vice president, vice provost, dean, or director will share their memorandum and
recommendation with the candidate and notify the candidate that they may provide responsive
material for the file within 10 days from the date of receipt of the memorandum. This response
shall be included in the evaluation file. The vice president, vice provost, dean, or director then
will submit the complete evaluation file to the Office of the Provost.

Section 30. Review by the Office of the Provost. By June 1, the Office of the Provost will
review the file, with appropriate input, and decide whether to grant or deny promotion. The
candidate will be notified of the decision in writing. If the Provost decides the review is

unsuccessful, the decision letter will contain an explanation of the reasons underlying their

Section 31. Assumption of New Rank. Successful candidates for promotion will assume their
new rank beginning with the fiscal year following notification of their promotion, or other date
as approved, by the Office of the Provost, whichever comes first.

Page 10 of 11



462
463
464
465
466
467
468
469
470
471
472
473
474
475
476
477
478
479
480
481
482
483
484
485
486
487
488
489

TENTATIVE AGREEMENT (1/24/2025)

Career Continuous Employment Reviews

Section 32. Purpose. The primary function of Career Continuous Employment Reviews is to
foster continued professional growth and reward excellence. Career Continuous Employment
Reviews are optional.

Section 33. Eligibility. To be eligible for a Career Continuous Employment Review, a
bargaining member must satisfy the following:
a. Must have a Career appointment in a single-rank category or at the highest rank in their
category; and,
. Must have an annualized 0.5 FTE or greater; and,
c. Must have accumulated six years of service at 0.5 FTE or greater, as measured from their
appointment in the single-rank category, since achieving promotion to the highest rank in
their category, or since their most recent Career Continuous Employment Review.

Section 34. Process. To initiate the Career Continuous Employment Review, the eligible
bargaining unit faculty member must notify their department or unit head consistent with Section
14 or 24, as appropriate. Continuous employment reviews for Career faculty will generally
mirror the scope and process for Career instructional or Career research promotion reviews to the
highest rank. If the final ‘Review by the Office of the Provost’ (Section 20 or 30 equivalent) in a
Continuous Employment Review determines that the bargaining unit faculty member’s
performance in all categories meets er-exceeds-expectations, the bargaining unit faculty member
WI|| receive an increase to their base salary per Artlcle 26 Semer—tns#uew—usand%emw

Tentative Agreement (1/24/2025):

HAV A

Nathan Whalen (Jan 28,2025 09:21 PST)

Nathan Whalen (United Academics)

@2/7 Jan 27,2025

Chris Meade (University of Oregon)

Jan 28,2025
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[Package. This is a package proposal with Article 15, 19, 20, and 34.]

ARTICLE 20. TENURE REVIEW AND PROMOTION

Section 1. This Article applies only to bargaining unit faculty members in the Tenure-Track and
Tenured classification. Tenure is in the University, and not in a college, school, department,
program, or discipline. The award of tenure requires an express grant by the Provost
communicated in writing to the bargaining unit faculty member and signed by the Provost. There
is no de facto tenure. Tenure means that the bargaining unit faculty member’s employment may
be terminated only for cause (Article 24), or in case of program eliminations or reductions
(Article 25).

Section 2. Standards and Guidelines. The University follows the same general timetable,
process, and standards of performance for evaluation and promotion as do many other public
research universities, particularly AAU institutions. The University also considers AAUP
guidelines for tenure review and promotion. All department or unit review guidelines shall be
established and revised by the processes set out in Article 4.

Reviews
Section 3. Reviews for bargaining unit faculty members in the Tenure-Track and Tenured

classification will consist of (1) annual reviews for faculty not holding tenure; (2) mid-term
reviews between appointment and tenure review for the faculty without tenure; (3) tenure and
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promotion reviews; (4) third-year post-tenure reviews for tenured faculty in the third year
following: [inserted list formatting for clarity]

a. atenure and/or promotion decision, or

b. a previous third-year review for associate professors (if a promotion to full professor

review is not taking place in the same year);, or

c. following a sixth-year post-tenure review for full professors;
(5) promotion-to-full-professor review for tenured faculty in their sixth year or later after
receiving tenure; and (6) sixth-year post-tenure reviews for full professors tenured-faculty-in
their sixth year following a tenure-and/er promotion to full decision or following a previous
sixth-year review.

General Review Provisions

Section 4. Aceelerated-Early Review. An aceelerated-early tenure review may occur in
particularly meritorious cases as determined by the Office of the Provost in consultation with the
appropriate dean, department, or unit head, and the bargaining unit faculty member.

Section 5. Notice of Meetings. A bargaining unit faculty member will receive at least three
days’ notice of any meeting or hearing, which the member is invited or required to attend with a
dean or the Provost or designee regarding recommendations or decisions on promotion or tenure.
The bargaining unit faculty member may have a colleague or Union representative present at the
meeting as an observer.

Section 6. Waiver of Access to Materials. Bargaining unit members have the right whether to
waive in advance in writing their access to see any or all of the evaluative materials (see Article
8, Personnel Files). The choice by the bargaining unit faculty member to waive or not waive
access to evaluative materials shall not be considered during the evaluation process. Such
waivers, however, shall not preclude the use of redacted versions of these documents in an
appeal process (Article 21). The redacted versions are intended to protect the identity of
reviewers, who are informed about the faculty member’s waiver choice.

Section 7. Stopping of the “Tenure, Promotion, and Review Clock.” The “tenure, promotion,
and review clock” shall be stopped for one year in the following circumstances, unless the
bargaining unit faculty member specifies otherwise:

a. fereneyear-upon the birth or adoption of a child,;

b. due to a leave of absence or intermittent leave with a duration of twelve weeks or longer
as a result of an ADA or FMLA qualifying event. No more than two extensions may be
granted under this subsection between any clocked review (i.e., between successive
PTRS).

The review clock may also be stopped in other extraordinary circumstances, including up to two
years for approved leaves of absence without pay lasting two or more terms during each year of
the approved leave, as approved by the Office of the Provost.

If the faculty member opts to restore the period when the clock was stopped, they may apply for
review at the time they would have become eligible without the stopping of the clock. Leaves not
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resulting in a clock stoppage will be considered as a part of review periods. This Section applies
to m|d term, tenure, and promotlon reviews, as weII as third-year and S|xth -year post -tenure

Section 8. Relevant Information. Only significant information relevant to the review shall be
included in a review file. Relevant information is information that relates to the review criteria as
defined in this Agreement. Relevant information may include disciplinary action taken against
the bargaining unit faculty member, if the underlying acts relate to or affect the faculty member’s
ability to meet the review criteria. Information not relevant to the review or information that
contains allegations that have not been fully reviewed by the appropriate office (research
misconduct, office of investigations and civil rights compliance, employee and labor relations,
etc.) shall not be included in the file initially, although allegations that relate to relevant
information may be included if they are sustained after an appropriate review.

[deletlon moved to next sectlon]Rewews—sha}kee%éePan&eleeﬁesewee&ﬂeeessaﬂ%e—me

Section 9. Review Evaluations and Considerations Recommendations. Reviews should
provide justifications for their conclusion based on the file, previous levels of review, and the
unit-level policy. Reviews shall consider any lack of resources necessary to the performance of
professional respon5|bllltles that were identified i in previous Workload dlscussmns (Article 17,
Section 3) : : : :

Pre-Tenure Reviews

Section 10. Annual Pre-Tenure Reviews. Each tenure-track bargaining unit faculty member
who has not received tenure and is not in the process of a tenure review will have an annual
review conducted by the department or unit head or designee. These annual reviews provide an
opportunity to evaluate the tenure-track bargaining unit faculty member’s performance and offer
an opportunity to address problems and to support faculty members in their progress toward the
mid-term and tenure reviews.
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140

141

142 Mid-Term Reviews

143

144  Section 11. Purpose, Outcomes and Appeals. Mid-term reviews shall be an assessment of the
145  bargaining unit faculty member’s progress toward tenure and should assist the faculty member’s
146  development. The outcome of a mid-term review shall be either: [inserted list formatting for

147  clarity]

148 a. {%)a contract until the end of the faculty member’s tenure and promotion review year,
149 which allows for the possibility of identifying any concerns that should be addressed
150 prior to consideration for promotion and tenure, as well as providing constructive
151 feedback and appropriate support identified in the review; or, -2)-a-ene—ertwo-year
152 Sonbpelennal b e s s s el B Sei s o Lo

153 b. aone-year; terminal contract in rare cases where the review determines the faculty
154 member will be unable to meet the unit-level criteria for tenure and promotion by the
155 time that the tenure decision would otherwise be expected-is-made-and-when-there-is
156 consensus-across-at-levelsofreview. Only a review decision resulting in a terminal
157 contract may be appealed through the process specmed in Artlcle 21. tﬁertwe-year
158

159

160

161

162  Section 12. Timing. Each tenure-track bargaining unit faculty member who has not received
163  tenure will have a mid-term review approximately halfway between appointment and eligibility
164  for tenure, except those appointed with a tenure review date three years or less from the time of
165  their initial appointment (Article 16, Section 6). The timing of this review generally will be

166  established at the time of appointment, in that this review will usually take place during the last
167  year of the bargaining unit faculty member’s initial contract. A successful review is one

168  prerequisite for contract renewal.

169

170  Section 13. Mid-Term Review Period. The review will include all research, teaching, and

171 service accomplished since the beginning of the faculty member’s employment in the current
172 position in addition to other materials specified by the faculty member’s hiring agreement

173 (Article 16). Leaves are considered consistent with Section 7.

174

175  Section 14. Initiating the Mid-Term Review. To initiate the mid-term review process, the
176  department or unit head or designee will contact the bargaining unit faculty member during the
177  fall term of the year in which the review will take place and request the following:

178

179 1. Election of Criteria: The bargaining unit faculty member will be reviewed relative to the
180 criteria in effect when their employment began. If the criteria have changed since the

181 beginning of employment, the faculty member must choose either the earlier or current
182 set of criteria.

183

184 2. Curriculum vitae: A comprehensive and current curriculum vitae that includes the

185 faculty member’s current research, scholarly and creative activities and accomplishments,
186 including publications, appointments, presentations, and similar activities.
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3. Scholarship portfolio: A comprehensive portfolio of scholarship, research, and creative
activity during the review period; and appropriate evidence of national or international
recognition or impact.

4. Personal statement: A 3-6-page personal statement developed by the bargaining unit

faculty member explalnlng how thelr prowded material relates to demonstrates they are
st the applicable
unit- Ievel criteria for tenure and promotlon The personal statement should expressly
address the subjects of teaching; scholarship, research, and creative activity; service
contributions to the academic department, center or institute, school or college,
university, profession, and the community; and contributions to diversity, equity, and
inclusion.

5. Teaching portfolio: Representative examples of course syllabi or equivalent descriptions
of course content and instructional expectations for courses taught by the bargaining unit
faculty member, examples of class assignments and exams, information from student
experience surveys, which will be considered in light of the response rate, and similar
material.

6. Service portfolio: As applicable available, evidence of the bargaining unit faculty
member’s service contributions to their academic department, center or institute, school
or college, university, profession, and the community. Such evidence could include white
papers authored or co-authored by the faculty member, commendations, awards, op-ed
pieces, and/or letters of appreciation. The portfolio may also include a short statement on
the faculty member’s unique service experiences or obligations.

Section 15. Department or Unit Head’s Role. The department or unit head will obtain and
place in the evaluation file copies of summary reports from the teaching student-evaluation
process, including Student Experience Surveys. The file must also include recent peer
evaluations of the bargaining unit faculty member’s teaching that is aligned with the university-
wide teaching standards established by the University Senate.

Once the department or unit head has obtained all of the appropriate documents and information,
they will establish a committee of tenured faculty and provide the committee with access to the
documents and information. The department or unit head will then:

1. Obtain a report from the faculty committee including an assessment of the bargaining
unit faculty member’s progress toward tenure and promotion; and

2. Prepare their own independent evaluation of the bargaining unit member’s progress
toward tenure and promotlon thapeermderstheermreiuealengamth—prew%evetsef

3. Provide the department or unit head’s written report to the bargaining unit faculty
member and allow the faculty member 14 16-days from the date of the receipt of the
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report to provide responsive material or information, which shall be included in the
evaluation file; and

4. Submit the evaluation file to the appropriate dean.

If a department or unit has or develops a policy or practice of providing the report of the faculty
committee to the bargaining unit faculty member, the department or unit head shall do so.

Section 16. Dean’s Role. The dean will review the file and may consult with appropriate persons
and may obtain and document additional relevant information. Once the dean deems the file
complete, they will prepare a separate report and recommendation. The dean will share their
written report and recommendation with the bargaining unit faculty member and allow the
faculty member 14 10-days from the date of receipt of the report to provide responsive material
or information, which shall be included in the evaluation file. The dean then will submit a
summary report including dean’s recommendation, department head’s recommendation, faculty
committee report, and faculty member’s curriculum vitae, statement, and responsive material or
information to the Provost or designee.

Section 17. Provost’s Role. The Provost or designee will consider the cumulative
recommendations received from department faculty, the department or unit head, and the dean,
and then will decide the terms and duration of any subsequent appointment of the bargaining unit
faculty member. Upon Provost review, the summary report will be placed in the faculty
member’s departmental or college personnel file and a decision conveyed in writing to the
faculty member no later than June 5 1.

Tenure Review Process

Section 18. Eligibility for tenure review. Except as authorized in writing by the Provost or
designee, a bargaining unit faculty member is entitled to a decision on tenure only after six
consecutive academlc or fiscal years of employment at or above the FTE at which they were
hired.4
FTE per year. An appomtment is con5|dered consecutlve even if mterrupted by one or more
approved leaves of absence. Leaves are considered consistent with Section 7.

Section 19. Tenure Review period. The tenure review will include all research, teaching, and
service accomplished since the beginning of the faculty member’s employment in the current
position in addition to other materials specified by the faculty member’s hiring agreement
(Article 16). Leaves of absence not resulting in a clock stoppage will be considered as part of the
review period.

Section 20. Initiating the Tenure Review Process. To initiate the tenure review process, the
department or unit head will contact the bargaining unit faculty member no later than winter term
of the year preceding the year in which a tenure decision is required and request the following:

1. Election of Criteria: The bargaining unit faculty member will be reviewed relative to the
criteria in effect during their last mid-term review. If the criteria have changed since the
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last mid-term review, the faculty member must choose either the earlier or current set of
criteria.

Curriculum vitae: A comprehensive and current curriculum vitae that includes the
faculty member’s current research, scholarly, and creative activities and
accomplishments, including publications, appointments, presentations, and similar
activities and accomplishments. This document should clearly differentiate between
accomplishments that occurred during the review period and those that did not.

Scholarship portfolio: A comprehensive portfolio of scholarship, research and creative
activity during the review period; and appropriate evidence of national or international
recognition or impact.

Personal statement: A 3-6 page personal statement developed by the bargaining unit
faculty member explaining how their provided material relates to demeonstratesmeeting
evalbating-thelperformance-measured-agatnst the applicable unit-level criteria for tenure
and promotion. The personal statement should expressly address the subjects of teaching;
scholarship, research, and creative activity; service contributions to the academic
department, center or institute, school or college, university, profession, and the
community; and contributions to diversity, equity, and inclusion.

Teaching portfolio: Representative examples of course syllabi or equivalent descriptions
of course content and instructional expectations for courses taught by the bargaining unit
faculty member, examples of class assignments and exams, information from student
experience surveys, which will be considered in light of the response rate, and similar
material.

Service portfolio: As available, evidence of the bargaining unit faculty member’s service
contributions to their academic department, center or institute, school or college,
university, profession, and the community. Such evidence could include white papers
authored or co-authored by the faculty member, commendations, awards, op-ed pieces,
and/or letters of appreciation. The portfolio may also include a short narrative elaborating
on the faculty member’s unique service experiences or obligations.

External reviewers: At the option of the bargaining unit faculty member,-A a list of

qualified outside reviewers-provided-by-the-bargaining-unitfaculty-member.

All material in this Section, along with the following items, will be included in the Tenure
Review File:

8. Additional Information. Faculty members and/or the University may submit relevant

information during a review from the date information is initially submitted to their
department head through the date the Provost issues the final decision. Late submissions
of information may result in additional questions to the faculty member or to reviewers at
the previous levels. Additional information may include work completed during the
review year, if such information or material is included, it may not be included in the
review period of subsequent reviews. If detrimental information is added to their file, the
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bargaining unit faculty member will be notified and may add a response or request the
file go back to their department or unit faculty personnel committee for review, which
may result in a decision delay. The additional faculty personnel committee report must be
submitted along with the new information for inclusion in the Tenure Review File.

9. Mid-Term Review(s). The dean’s summary report and the Provost’s final decision from
any mid-term reviews conducted will be included.

Section 21. Schedule for Review of Tenure and Promotion Files. The Office of the Provost
will establish a schedule for the compilation and review of tenure and promotion files. If the
bargaining unit faculty member fails to comply with the timeline established by the Provost for
submission of materials, the department or unit head will notify the faculty member of the
missed deadline by university email and the primary phone on record in the Banner system. If
the faculty member does not respond within 14 days, tenure may be denied. If the faculty
member responds within 14 days, the department or unit head will establish a new deadline for
submission of all materials.

The new deadline must allow the University adequate time to complete the tenure review process
by June 5 1. If the faculty member misses the new deadline, tenure will be denied.

Section 22. External reviews. The department or unit head will prepare a list of qualified
external reviewers, with input from the department or unit faculty eligible to vote on a tenure and
promotion case. The department or unit head will select a majority of the external reviewers from
this independently prepared list, but the department or unit head’s primary responsibility is to
obtain the best judgments from the most highly qualified experts in the appropriate areas. Most,
if not all, of the external reviewers should be at the rank for which the candidate is being
considered or above (i.e., associate professor or professor for tenure and promotion to associate
professor; professor for promotion to professor). Reviewers generally should come from
comparable AAU and research intensive institutions or programs. The suggestions regarding
affiliations apply to the majority of external reviewers and are not strict prohibitions. A
minimum of five substantive external evaluations is required for a tenure case to move forward.

The department or unit head will recruit external reviewers from the list prepared by the
department or unit head and the separate list provided by the bargaining unit faculty member. A
abselute-majority of external reviews included in the file must be previded-by-reviewers-selected
by the department or unit and not included on the list of reviewers provided by the faculty
member under review. If there is overlap between the independently prepared lists, the external
reviewer counts as a unit selection. The department or unit head will provide each external
reviewer with the candidate’s signed and dated curriculum vitae, signed and dated personal
statement, the candidate’s scholarship portfolio, and the department’s or unit’s written criteria for
promotion and tenure. External reviewers may not be asked to evaluate the candidate against the
standards of their own institution.

Section 23. Faculty Review. The eligible faculty in the candidate’s department or unit, or a
personnel committee comprised of a subset of the eligible faculty (if the department’s or unit’s
internal policy specifies the creation of such a committee), will review the file and the external
reviews, prepare a report, and vote. In cases where there are too few eligible faculty members to
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form a personnel committee within the candidate’s department or unit, the department or unit
head will work with the appropriate dean to establish a committee including appropriate faculty
members from outside the department. A final vote will be conducted by signed ballot, which
may happen electronically, and the ballots will remain confidential to the extent permitted by
law. The department or unit head will inform the faculty member whether the vote was positive
or not.

in the event of an appeal.

Section 24. Review by Department or Unit Head, College or School Personnel Committee,
and Dean. The department or unit head erI prepare therr own aemdependenereport and
recommendatlon - A 3

thet-r—ewnqedgmeneeﬁthe flle and then forward the entlre f|Ie to the approprlate dean The file
then will be reviewed by a school- or college-level personnel committee appointed by a process
determined by the dean. The committee will prepare their own an independent report censistent
with-Seetien-9; and vote, and will forward the entire file to the dean. This step may be bypassed
in schools or colleges whose deans choose not to convene a personnel committee. The dean will
then prepare their own an-independent-report and recommendation based on theiewn-judgment
of-the file and eonsistent-with-Section-9,-and then meet with the candidate to discuss the case,
review the recommendations made by the department committee, department or unit head, and
the school or college-level personnel committee (if applicable), and the dean’s own
recommendation. The candidate will be provided with a copy of the dean’s report that has been
redacted in accordance with the waiver status to protect personally identifiable information. The
candidate may provide responsive material for the file within 14 16-days of the meeting with the
dean or the receipt of the redacted report, whichever is later. The dean will then forward the
entire file to the Office of the Provost.

Section 25. Provost’s Review of File. The Provost or designee will review the promotion and
tenure file for completeness, and-general presentation, and may request additional information
from the dean. The file forwarded to the Provost or designee should include the contents listed in
Appendix 3: Tenure Review File Checklist.

Section 26. University Faculty Personnel Committee Review. After the Provost or designee
has reviewed the file and deemed it complete, the file is sent to the University Faculty Personnel
Committee (FPC). The committee will review the file, request additional information from the
Office of the Provost, or previous levels of review, if necessary, and then discuss and record a
vote to recommend that tenure and promotion is either granted or denied. The committee will
prepare a written summary of its discussion, which will include the outcome of the vote.

Section 27. Provost’s Decision. The Provost has plenary authority to award or deny tenure. The
candidate will be notified in writing of the Provost’s decision. The letter accompanying the
decision will contain an explanation of the reasons underlying the Provost’s decision, if the
decision is to deny tenure or promotion. A tenured appointment may not be less than 0.50 FTE.
If tenure is granted, the letter will include a statement indicating the FTE of the tenured
appointment. The letter will be placed in the candidate’s personnel file. The foregoing does not
preclude a subsequent written agreement between the Provost or designee and the candidate
adjusting the FTE of the appointment, so long as the appointment is at least 0.50 FTE.
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Successful candidates are granted tenure and assume their new classification and rank at the start
of the next academic year, or sooner at the discretion of the Provost. Candidates who are denied
tenure will receive a notice of appointment, which expires at the end of the academic or fiscal
year following the one in which the application for tenure was submitted.

Section 28. Withdrawal of Application. A bargaining unit faculty member may withdraw an
application for tenure in writing to the Provost and the dean at any time before the Provost’s
decision. Upon withdrawal, a bargaining unit faculty member will receive a notice of
appointment which expires at the end of the academic or fiscal year following the one in which
the application for tenure was submitted.

Promotion to Full Professor Review

Section 29. Promotion from Associate Professor to Professor. The criteria for promotion to
full professor are those outlined in the bargaining unit faculty member’s unit-level policy. The
process and timelines for review and evaluation for promotion from associate professor to
professor are the same as those for promotion to associate professor and tenure, except:

1. There is no requirement to initiate the promotion process to professor.

2. Bargaining unit faculty members with tenure who are denied promotion from associate
professor to professor will remain employed at the associate professor rank.

3. If the review criteria have changed during the six years prior to the review, the faculty
member may elect either the earlier or current set of criteria.

4. The results of post-tenure reviews during the review period will be included in the
promotion file.

5. The review period for promotion reviews shall include all work accomplished since being
awarded tenure.

Post-Tenure Reviews

Section 30. Tenured bargaining unit faculty members at the rank of associate professor will have
a third-year review in the third year following promotion and every three years thereafter-unti
prometion-to-full-professer. Tenured associate professors will not be required to complete a
third-year review in a year when they are seeking a promotion to full professor. Following
promotion, full professors will have alternating third-year reviews and major sixth-year post-
tenure reviews. The primary function of post-tenure reviews is are to foster continued faculty
professional growth and is are-not a process to reevaluate the award of tenure. If a review is not
successful, then a development plan may be established (Section 38 37). The post-tenure review
process may not be used to shift the university’s burden of proof in a proceeding to terminate a
tenured faculty member for cause.
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Sectlon 31. Third- Year Post-Tenure Reviews. Th|rd year post-tenure reviews will be informal

the appropriate department or unlt head W|th the bargalnlng unit faculty member Review
Infermalreview materials will typically consist of a curriculum vitae, a brief personal statement
{up-to-3-pages) accounting for and explaining anything not clear from their CV, materials for the
evaluation of teaching (where applicable), and a sabbatical report (where applicable) (Section
33). As-aresultofthereview; tThe department or unit head will prepare a concise statement that
includes an evaluation of whether the faculty member is exeeeding; meeting; or not meeting
expectations under their unit level policy (or Section 39 38, as appropriate). The department head
will ane-share their statement #-with the bargaining unit faculty member, who will have 14 16
business-days to respond in writing. The review materials, head’s statement, and faculty
member’s response are then sent to the dean and then to the Office of the Provost for approval.
The head’s statement and any response from the bargaining unit faculty member, dean, and
Office of the Provost W111 be placed in the bargammg unlt faculty member’s personnel flle l—f—|-n

39, as approprlate) were not met by the
faculty member and the recommendatlon IS re-ts-consensus between the head, dean-orand
Office-of the-Provestresult-of the review-is-to-recommends to implement a development plan,
then the head and faculty member will develop one in consultation with the dean to be approved
by the Office of the Provost (Section 38 37).

Section 32. Sixth-Year Review. Only full professors will have sixth-year post-tenure reviews,

which will be —Fenured-bargaining-unitfacutty-members-witH-have-a-review in the sixth year

following promotion to full professor or six years after their previous-a-sixth-year post-tenure
review.

Section 33. Sixth-Year Review Period. The review period will include all work accomplished

during the previous six years, taking into account any leaves and resulting clock stoppages
(Section 7).
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Section 34. Initiating the Sixth-Year Review. To initiate the review process, the department or
unit head or designee will contact the bargaining unit faculty member during the fall term of the
year in which the review will take place and request the following:

1. Criteria: Criteria for sixth-year post-tenure reviews will be as specified in Section 39 38
below unless the department or unit has approved post-tenure review criteria. If the
review criteria have changed during the six years prior to the review, the faculty member
may elect either the earlier or current set of criteria.

2. Curriculum vitae: A comprehensive and current curriculum vitae that includes the
faculty member’s current research, scholarly, and creative activities and
accomplishments, including publications, appointments, presentations and similar
activities. This document should clearly differentiate between accomplishments that
occurred during the review period and those that did not.

3. Personal statement: A 3-6 page personal statement developed by the bargaining unit
faculty member explaining how their provided material relates to demeonstratesmeeting
orexceeding-evaluating-theiperformance-measured-agatast the applicable unit-level
criteria for post-tenure review. The personal statement should expressly address the
subjects of teaching; scholarship, research, and creative activity; service contributions to
the academic department, center or institute, school or college, university, profession, and
the community; and contributions to diversity, equity and inclusion.

4. Sabbatical report: A report of the accomplishments and benefits resulting from
sabbatical, if applicable.

Section 35. Department or Unit Head’s Role. The department or unit head or designee will
obtain and place in the evaluation file copies of summary reports drawn, as appropriate, from the
system of teaching student-evaluation ef-teaching-evaluation that was in effect prior to Fall 2019
and the Student Experience Surveys that were effective as of Fall 2019. The file must also
include a recent peer evaluation of the bargaining unit faculty member’s teaching. Peer teaching
reviews should be aligned with the university-wide teaching standards as established by the
University Senate.

Once the department or unit head has obtained all of the appropriate documents and information,
they will establish a committee of full professors and provide the committee with access to the
documents and information. The faculty committee will prepare a report and a recommendation
regarding the outcome of the review. The report and recommendation will be reviewed by the
committee who will vote on the recommendation. The department or unit head or designee will
then:

1. Obtain a report from the faculty committee including an assessment of the bargaining
unit faculty member’s performance, a recommendation regarding the outcome of the
review, and the results of the faculty vote; and

2. Prepare their own independent-an evaluation based-en-thelr-ownjudgment of the
bargaining unit faculty member’s performance that-considers-the-entire-fHe-along-with
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3. Provide the department or unit head’s report to the bargaining unit faculty member and
allow them 14 10-days from the date of the receipt of the report to provide responsive
material or information, which shall be included in the evaluation file; and

4. Submit the evaluation file to the appropriate dean.

If a department or unit has or develops a policy or practice of providing the report of the faculty
committee to the bargaining unit faculty member, the department or unit head shall do so.

Section 36. Dean’s Role. The dean will review the file and may consult with appropriate persons
and may obtain and document additional relevant information. Once the dean deems the file
complete, they will prepare a separate report and independent recommendation. The dean will
share their written report and recommendation with the bargaining unit faculty member, redacted
as appropriate, and allow them 14 106-days from the date of receipt of the report to provide
responsive material and information, which shall be included in the evaluation file. The dean will
then submit the complete evaluation file to the Office of the Provost.

Section 37. Provost’s Role. The Provost or designee will consider the cumulative evaluations
received from the faculty committee, the department or unit head, and the dean.

If the Provost or designee concludes that the bargaining unit faculty member’s performance
meets er-exeeeds expectations in all areas of a sixth-year review, the bargaining unit faculty
member will receive an increase in their base salary per Article 26.

Section 38. Development Plans. If the Provost concludes that the bargaining unit faculty
member’s performance does not meet expectations in one or more areas, the dean and the
department or unit head shall consult with the bargaining unit faculty member and shall
recommend to the Provost a development plan for demonstrable improvement in the area(s) at
issue. The goal of the plan is to put the faculty member on track to meet expectations in that area
or areas at their subsequent review. The development plan should be implemented no later than
the first term of the academic year following the review. Development plans may require
adjustment of professional responsibilities (e.g., reduced service or teaching in order to support
more research) and must specify a follow-up review timeline.

If a faculty member has a development plan, the criteria in the area(s) specified in the
development plan will be in effect for those areas of the subsequent review. If the faculty
member does not meet expectations in the specified area(s), the Provost may reduce or reassign
the faculty member’s FTE associated with the specified area(s) or may establish a new
development plan or both. If the faculty member’s FTE is adjusted, future reviews will reflect
the adjustment of duties.
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A bargaining unit faculty member who has had their FTE or duties adjusted as the result of an
unsuccessful development plan may elect to have their standard workload restored if, on a
subsequent post-tenure review, they meet er-exeeed expectations in the areas in which the faculty
member had previously been determined not to have met expectations. If the faculty member
meets er-exeeeds-expectations as outlined in the unit policies, they may, if they so choose,
resume their standard workload the Fall following the year the post-tenure review was initiated.

Section 39. Post-Tenure Review Criteria. Review criteria for third- and sixth-year post-tenure
review are as follows, unless a department or unit has an approved unit-level policy establishing
their own post-tenure review criteria through the process specified in Article 4.

In cases where a tenured faculty member has a workload other than the standard tenure-track
workload in the department or unit (e.g., with larger teaching and smaller research FTE, or vice
versa) or is working under a development plan, the standard for meeting expectations in a third-
or sixth-year review will be established by these alternate arrangements and informed by the
unit-level policy and the guidelines below. [moved up from below] Each of the three areas below
should include contributions in teaching, research, and service that demonstrably promote
diversity, equity, and inclusion.

1. Teaching: Teaching standards as established by the University Senate.

2. Research, scholarship, creative, and artistic achievement: In general, research,
scholarship, and creative achievement is demonstrated in the following categories. Each
category applies in a given case only if that category is specified in the unit promotion
and tenure policy. The standards of evaluation, unless otherwise specified by the unit
policy, will be the standards established for promotion to full professor. Some categories
to be considered include:

a. publications and/or creative activities of significance and;
b. externally funded research;
c. patents, intellectual property developed; technologies licensed, companies spun-
off;
d. adoptions of research innovations by other researchers, organizations, or the
public;

research awards and prizes;

membership in the national academies or other selective research societies;

research in progress and substantially planned work (including grant proposals);

translational research or scholarship that influences public policy or contributes to
societal benefits;

participation in conferences, conventions, seminars, and professional meetings;

j. professional peer review, holding office in academic and professional
organizations, serving on committees and/or on editorial boards;

k. association with organizations and groups that will result in professional
improvement of the faculty member and bring recognition to the university;

I. research or professional consultation for federal agencies, foundations, or other

SKQ ho
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research SPONSOrs;

. recognized evidence of scholarly and professional visibility, such as special

awards, scholarly citations, and the republication of work;

scope and depth of scholarship as revealed in public lectures, book reviews, and,
in special circumstances, discussions;

works of art, such as painting, sculpture, design, planning, musical composition,
poetry, fiction, drama, dance, photography, and film disseminated or exhibited in
recognized venues of quality and distinction;

public performances: musical recitals, concerts, conducting, theater performance
and production, dance performance and production, radio or television production
disseminated/exhibited in recognized venues of quality and distinction;

public recognition: exhibitions, commissions, acceptance of work for permanent
collections, awards.

3. Service: Consistent with promotion to full professor as specified in the collective
bargaining agreement, senior faculty are expected to engage in significant service
demonstrating leadership and commitment both within and outside the candidate’s
department or unit. Service must include some of the following:

a.

C.

d.
e.

leadership in academic and administrative roles:
i. academic program area or departmental administration and curriculum;

ii. personnel and policy committees or activities;

iii. college or school administration and committees or activities;

Iv. university or state system administration and committees or activities.
service and activities on behalf of the larger community (local, state, national, and
international governmental bodies, NGOs, etc.);
academic contributions to community activities, either as an individual or as a
representative of the university;
service to professional and disciplinary organizations;
academic service on behalf of the public interest.

[moved up for clarity | 4—Conttbutionsin-tenching—ressareh—and-seprcethatdemonstabhy
p‘Fe‘m’e{e—d'l've{-—S'l't—y—\- i ] e’q‘Hily, ii (i ill(;lusie .
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Nathan Whalen (Jan 28,2025 09:21 PST)

Jan 28,2025

Nathan Whalen (United Academics)

==
Jan 27,2025

Chris Meade (University of Oregon)
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[Package. This is a package proposal with Article 15, 19, 20, and 34. The University reserves
the right to reopen Article 34, Section 3 if it contributes to increasing the salary Article 26 but
does not bind the University to do so.]

ARTICLE 34. CAREGIVING

Section 1. Caregiving Support within the Contract. The University is committed to supporting
bargaining unit faculty members in addressing their caregiving needs. Support in the contract
includes:

a. Consideration of caregiving responsibilities in scheduling (Article 17);

b. Clock stoppage allowances for pregnancy or adoption for all tenure-related reviews
(Article 20);

c. Health insurance benefits (Article 27);
d. Leaves (Article 32).
Section 2. Caregiving Support

a. Care.com. Bargaining unit faculty members will have membership access to care.com to
support caregivers in identifying individualized care providers and support.

b. The University will continue to provide and maintain the UO Care Provider Network.

Section 3. Travel Support Fund. Each year the University will contribute ereate-a-poel-of
$150,000 to the Travel Support Fund to provide financial awards to bargaining unit faculty
members to mitigate the impacts of university travel on their families. Expenses covered by this
fund may include any incremental cost that a bargaining unit faculty member bears due to the
need to travel, including but not limited to additional dependent care at home; the cost of
transporting the dependent as well as a caregiver to a conference or meeting location; on-site
dependent care at a conference or meeting; expenses related to storing and shipping expressed
milk during travel; etc. Awards from the pool can be up to $1,000 each academic year per
bargaining unit faculty member. Applications will typically be submitted at least (four) 4 months
prior to the anticipated trip and allocations announced (three) 3 months prior to travel. Any funds
remaining from a given year will be added to the pool amount in the subsequent year. A report of
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funds requested, funds distributed, and applications denied will be provided to the Union by
September 1 each year for the previous at-the-end-of-the-fiscal year.
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