Suggested Revisions to the UW-L Employee Handbook

proposed by Instructional Academic Staff (IAS) committee
April 20, 2008
The UW-L Employee Handbook was reviewed with regards to policies and procedures affecting Instructional Academic Staff.  Many of the policies are out of date and/or do not reflect current practice at UW-L.  The suggested revisions that can be found in this document reflect updated or new policy and/or current practices at UW-L.  Both the Academic Staff Employment Policies and Procedures and the Academic Staff Personnel Rules (UWL 8 through 13) are in need of revision. All revisions will require approval of UW-L Faculty Senate, UW-L administration and, in the case of the Personnel Rules (UWL 8 through 13), the UW System Board of Regents.

Note:  Those sections struck through in blue reflect the current wording/policy with suggested revisions shown in red.  Comments have been added throughout the document to explain the rationale for the revisions.  Finally, only those sections affected by the suggested revisions have been included in this document.   

ACADEMIC STAFF EMPLOYMENT POLICIES & PROCEDURES
Faculty Meeting
Faculty meetings are held as necessary, on call by the Chancellor or Faculty Senate. Attendance at faculty meetings is not compulsory but is urged and expected of all who are free from conflicts with other important University activities. Most faculty business is conducted by the Faculty Senate, a representative group of 24 faculty members: four five elected from the College of Liberal Studies, two four elected from the College of Science & Allied Health, one elected from the College of Business Administration, one elected from the Non-Department Unit, and 15 14 elected At-Large. All members of the faculty, and those members of the academic staff with faculty status (See Faculty Bylaw IX), shall be eligible to nominate, vote for, and serve as members of the senate except for those with a full-time administrative assignment at the level of associate dean or higher.

(Reference: Faculty Senate, Articles of Faculty Organization, Sections I and IV(B) Membership)
Performance Evaluations, Academic Staff 
Every academic staff member shall undergo performance evaluataion annually. The results of the evaluation shall be made available to the academic staff member and provision shall be made for the academic staff member to respond formally for the record to the results of the evaluation, as stated in the Academic Staff Personnel Rules, UWL 10.03(2)(b).
1. Specific procedures and criteria for the evaluation of academic staff shall be decided by each division, department, or unit. 
2. Written procedures and written criteria shall be on file with the dean or division head and provided to each academic staff member before the evaluation.

3. A written evaluation shall be filed with the dean or division and a copy shall be provided to the academic staff member.

4. Time lines for the annual evaluation processes are established each year by the Provost/Vice Chancellor.

5. Results of the academic staff evaluation may be used for a variety of purposes, including, but not limited to, the determination of merit distribution, and, in the case of fixed term appointees, subsequent appointments to the academic staff.

UW-La Crosse Category A Non-Instructional Academic Staff Performance Review Policy
Overview
Each academic staff member shall receive an annual written performance evaluation by his or her immediate supervisor. The evaluation process shall include a face-to-face end of the year review, a written summary of the end of the year review for the academic staff member placed in the Personnel File, and a mid-year progress meeting between the immediate supervisor and the academic staff member. The purpose of the evaluation of each academic staff member shall be to:

1. 1. assess the performance of the responsibilities of the job description; 2. assess the quality of service to students and the University community; 3. determine areas for improvement in job performance; 4. provide the basis for personnel decisions, including renewal and type of appointment, promotion, title review, and merit increases.

The timing of the review shall be as follows:

· review period extends from July 1 (or the beginning of the academic staff member's contract)through June 30 (or the end of the academic staff member's contract);

· performance evaluation process shall be completed by July 15 following the previous review period.
Criteria to be used in the review
The primary responsibilities of an academic staff member must be performance of assigned duties and responsibilities which are generally defined in the position description as taken from his or her current Position Description Questionnaire.

Performance evaluation criteria shall relate to:

· performance of responsibilities contained in the position description and the competencies necessary to fulfill these responsibilities (competencies include interpersonal and technical skills);

· annual goals and objectives (which can include, but are not limited to, changing priorities in the position description, professional development, and campus involvement) as discussed between the academic staff member and his or her immediate supervisor.

Performance criteria may also include:

· peer and/or student input on the academic staff member's performance of their position;

· community service.

Review process
1. At the beginning of the contract year, the immediate supervisor and the academic staff member shall meet to establish annual goals and objectives, review the position description for accuracy, and discuss the relative importance of each criterion. Ultimate responsibility for initiating the review process, determining goals, objectives and criteria, and weighting criteria rests with the immediate supervisor.

2. Near the mid-point of the academic staff member's review period, the immediate supervisor and the academic staff member shall meet to discuss the progress being made on the academic staff member's goals and objectives.

3. At the end of the evaluation year, a conference shall be held between the academic staff member and the immediate supervisor. At this conference, the immediate supervisor will provide an assessment of the academic staff member's performance. Following the conference, the immediate supervisor shall provide a copy of the final evaluation report to the academic staff member on or before July 15. The academic staff member shall sign the evaluation to indicate that he or she has reviewed the document. The academic staff member may choose to comment in writing on the contents of the evaluation report. The signed evaluation report, with optional comments by the academic staff member, shall be returned to the immediate supervisor for submission to the appropriate dean or division head, and ultimately placed in the individual's personnel file.

Adopted on August 5, 1994 by Academic Staff Council. Approved by Chancellor Kuipers September 20, 1994.

Important to note:
1. This policy is for Category A Academic Staff; it does not include instructional academic staff. Instructional academic staff shall be annually evaluated in accordance with Faculty Personnel Rules, UWS 3.05 and UWL 3.05.

2. This Plan is meant to set minimum criteria. Units that have other plans that meet these minimum criteria may continue to use their plans.

3. The Salary and Personnel Committee thought it was more appropriate to establish a process rather than a prescriptive form considering the diversity of functions performed by academic staff.

Administrative Review
Deans and division heads and other appropriate administrative officers shall review departmental or unit decisions based on the annual evaluation in keeping with the time lines issued by the Provost/Vice Chancellor.

Copies of UW-La Crosse Academic Staff Policies and Procedures (Personnel Rules) and Academic Staff Council Bylaws are also available in the Academic Staff Council Office, 133A Main Hall.

Performance Evaluations, Instructional Academic Staff
 (IAS)

Every academic staff member shall undergo performance evaluation annually. The results of the evaluation shall be made available to the academic staff member and provision shall be made for the academic staff member to respond formally for the record to the results of the evaluation, as stated in the Academic Staff Personnel Rules, UWL 10.03(2)(b).
1. Instructional academic staff shall be annually evaluated in accordance with Faculty Personnel Rules, UWS 3.05 and UWL 3.05
2. Specific procedures and criteria for the evaluation of instructional academic staff shall be decided by each division, department, or unit and shall be included in the bylaws.  Annual evaluation shall include the completion of an Individual Development Plan (IDP), or its equivalent.
3. Written procedures and written criteria shall be on file with the dean or division head and provided to each instructional academic staff member before the evaluation.
4. A written evaluation shall be filed with the dean or division and a copy shall be provided to the IAS member.
5. Time lines for the annual evaluation processes are established each year by the Provost/Vice Chancellor.
6. Results of the academic staff evaluation may be used for a variety of purposes, including, but not limited to, the determination of merit distribution, and, in the case of fixed term appointees, subsequent appointments to the instructional academic staff.

Performance Evaluations, Faculty

An annual evaluation of all unclassified personnel is conducted on the basis of system policy and rules established by the faculty and administration. This evaluation serves as a basis for improvement of instruction, or other assigned duties, as well as a basis for making promotion, retention, and salary recommendations. Areas and criteria in evaluation shall include teaching, research, professional, and public service, and contribution to the University. The methods of evaluation of teaching shall include both student and peer evaluation and the evaluations of research, professional and public service, and contributions to the University shall be accomplished by peer evaluation (See UW-L Faculty Personnel Rules for more detailed information.)

FACULTY EVALUATION PROCEDURES

Adopted by the Faculty Senate, 4/7/77

1. Distribution of merit compensation shall be determined by the individual departments or functional equivalents according to their bylaws and/or other departmental rules and regulations. Each department shall specify its procedures for appeals of merit decisions with a time limit set prior to the date the department reports evaluations to the dean. No university-wide quotas shall be established for this purpose.

2. Each department or functional equivalent shall be allotted the authorized percentage of merit which multiplied by the total departmental payroll shall constitute the compensation to be distributed.

3. Student evaluation for merit purpose shall occur at least every three years.

4. Departments or functional equivalents, after consultation with the appropriate dean or other administrative officer,

a. shall establish and administer peer evaluations and shall determine how these will be used in deciding individual merit,

b. shall establish and administer student evaluations and shall determine how these will be used in deciding individual merit, and

c. shall report annually to the appropriate dean or other administrative officer what systems of student and peer evaluation are being used and how they are applied to individual merit decisions.

5. There shall be no composite department or unit reports prepared for evaluation of departments or units.

6. Departments or functional equivalents unwilling and/or unable to carry out determinations of merit shall request the appropriate dean or administrative officer to make the necessary determination.

7. Deans and other appropriate administrative officers shall be allotted funds necessary to resolve inequities such as may be identified because of the requirements of affirmative action, of minimum salary ranges, and of promotions. The Chancellor will annually advise the senate on the amount and distribution of such funds.

Understanding Related to Faculty Evaluation Procedures
1. All faculty shall be evaluated annually according to bylaws and/or rules of the respective departments or functional equivalents.

2. In accord with 4.c., each department and functional equivalent shall send to the dean (or other appropriate administrative officer) student and peer evaluation data pertaining to all faculty. The data requested are for the calendar year which serves as the evaluation period.

3. Each department or functional equivalent shall be allotted the authorized percentage of merit which multiplied by the continuing faculty and continuing academic staff share of the total departmental payroll shall constitute the compensation to be distributed. Such funds shall be allotted only to continuing faculty and continuing academic staff, including persons on leave.

4. Prior to allocation of merit increments to departments, cost-of-living adjustments shall be made for eligible faculty.

5. Each department of functional equivalent shall report annually to the appropriate dean or other administrative officer "what systems of student and peer evaluation are being used and how they are applied to individual merit decisions" at the time salary decisions are submitted. 

 

Position Description Information
  A copy of the employee’s position description shall be included in the letter of appointment, with a copy placed in the personnel file.  The position description should be reviewed annually during a meeting between the academic staff member and his/her department chair/supervisor.  Any changes in current duties should be reflected in a revised position description on the Individual Development Plan (IDP).  A copy of the IDP shall be given to the employee, with a copy retained by the department chair/supervisor, a copy forwarded to the appropriate dean and a copy placed in the employee’s personnel file.

 

Retired Faculty, Policy on Utilization of

The University recognizes that retired members of the faculty continue to be a valuable resource in support of its mission and goals. Such faculty members who are interested in serving the University and its students MAY BE afforded opportunities to serve as part-time instructors under the following guidelines:

· Effective 7/1/96 all Wisconsin Retirement System (WRS) participants who retire must have a 30 day break in employment per WI Act 302 prior to beginning their post-retirement employment.

· Such ad hoc appointments will be academic staff appointments, at no more than .50 F.T.E.;

· Appointments may be made for one, two, or three years, and may be renewable
.

· Salary will be set no higher than 40% of the final academic year salary for the equivalent of a .50 F.T.E. appointment;

· Such appointments will be made only upon the recommendation of the department and the dean, and the approval of the Chancellor.

· Any extensions of existing contracts with retired staff members should be negotiated pursuant to these guidelines.

Utilization of Retired Faculty Policy approved by the Faculty Senate on October 23, 1997; Modified and Approved by Chancellor Kuipers on November 25, 1997.
Other Related links: 
Returning to Work After Retirement Fact Sheet on DTF 10.08 Wisconsin Administrative Code Department of Employee Trust Funds website, Returning to Work After Retirement (ET-4105)
 ACADEMIC STAFF PERSONNEL RULES
Chapter 8: Unclassified Code of Ethics

UWS 8.05 Sanctions.
(1) Any person may file a written complaint charging a violation of this chapter. The complaint shall state the name of the member of the unclassified staff alleged to have committed a violation and describe the violation.

(2) A complaint involving a member of the unclassified staff serving within system administration shall be submitted to the president for investigation and disposition in accordance with system administration policies and procedures adopted pursuant to ch. UWS 11 or s. UWS 13.01, as appropriate.

(3) A complaint involving a member of the faculty or the academic staff serving at an institution of the university of Wisconsin system shall be submitted to the appropriate chancellor.

(a) Where the complaint is against a faculty member of the ranked faculty or instructional academic staff, the chancellor shall proceed under the policies and procedures adopted by his or her institution pursuant to ch. UWS 4 or s. UWS 6.01, as appropriate.

(b) Where the complaint is against a member of the non-instructional academic staff, the chancellor shall proceed under the policies and procedures the institution has adopted pursuant to ch. UWS 11 or s. UWS 13.01, as appropriate.


(4) Complaints involving limited appointees serving at an institution of the university of Wisconsin system shall be submitted to the official who made the appointment and that official shall take appropriate action.

(5) Notwithstanding the other provisions of this section, the president or a chancellor may investigate possible violations of this chapter whenever the circumstances warrant and proceed in accordance with subs. (1) to (4).

Note: For possible criminal penalties for intentional violations of this chapter, see s. 19.58, Stats.
History: Cr. Register, June, 1975, No. 234, eff. 7-1-75; am. Register, January, 1986, No. 361, eff. 2-1-86.

Chapter 9: Academic Staff Rules: Coverage and Delegation

UWS 9.02 Delegation.
Each chancellor shall provide for the establishment of a committee to advise the administration on policies and procedures for academic staff adopted by the institution pursuant to chs. UWS 8-13. At least a majority of the members of this committee shall be members of the academic staff elected by members of the academic staff. Members of the committee shall select the chairperson thereof. Institutions which now have persons with faculty rank holding positions which will become academic staff positions under the definitions of faculty and academic staff provided in ch. 36, Stats., may designate such persons as academic staff for purposes of eligibility to participate in the election of members of the committee chosen in this way, and eligibility for election to the committee. Wherever each institution is charged in chs. UWS 8-13 with adopting policies and/or procedures, the chancellor shall develop these policies and procedures in consultation with the committee and, as appropriate, members of the faculty and student body. Policies and procedures developed by each institution for administering the elements of the academic staff personnel policies addressed by these rules shall be in full force and effect when finally approved by the chancellor and forwarded to the board. The board may undertake a review of any or all portions of such policies and procedures but shall complete such review within 90 days of the receipt of the policies and procedures. Should the board within 90 days return to the institution any portion or portions of its policies and procedures as disapproved, that portion or portions shall be suspended until reconsideration and resubmission has taken place.

UWL 9.02 Delegation.
All Non-Instructional Academic Staff shall be represented by the Academic Staff Council for university governance purposes.  All Instructional Academic Staff and Academic Librarians shall be represented by the Faculty Senate for university governance purposes.  Academic staff whose assignment prior to March 10, 2005 included classification as both Instructional Academic Staff and Academic Staff shall make a one-time choice between the Faculty Senate or the Academic Staff Council to represent them for governance purposes.  Academic staff with a new contract that includes classification as both Instructional Academic Staff and Academic Staff shall, at the time of their appointment, make a one-time choice between the Faculty Senate or the Academic Staff Council to represent them for governance purposes
(Reference: Faculty Senate, Articles of Faculty Organization, Sections I(B) Membership)

An Academic Staff Council of eleven members shall be elected as the representative body of the non-instructional academic staff. This governing body is formed to actively participate in governance and policy development for the institution. The council shall have primary responsibility for the formulation and review of policies and procedures of concern to non-instructional academic staff, including personnel matters. A function of this group will be to advise and make recommendations to the Chancellor on these matters.

The Council shall represent general, instructional, and academic support professional staff but does not include instructional academic staff with faculty status as determined by the Faculty Senate.

The initial set of bylaws with amendment procedures are established by the Academic Staff Council and are provided to the Chancellor. They become effective upon approval of the Chancellor. The bylaws shall cover election rules, officers, meetings, function of the Academic Staff Council, the creation of other academic staff committees, and similar matters.

History: Cr. Register, October, 1975, No. 238, eff. 11-1-75; am. Register, January, 1986, No. 361, eff. 2-1-86.

Chapter 10: Academic Staff Appointments

Definitions

Academic Staff means professional and administrative personnel other than faculty, classified staff, limited staff, student employees, or employees in training, with duties and types of appointments that are primarily associated with higher education institutions or their administration (UWS 1.01). 

Budget or Program Decision refers to the reallocation or termination of resources by a University management decision that requires a program to be discontinued, curtailed, modified, or redirected and may result in staffing reductions in a program or operational area. This is distinct from funding loss (see definition below).

Department is a group of faculty members recognized by the faculty and the chancellor of the institution, and the Board of Regents, as dealing with a common field of knowledge or as having a common or closely related disciplinary or interdisciplinary interest (UWS 1.03).

Director, where the phrase “dean or director” is used, identifies the equivalent of a dean at the divisional or institutional level who typically reports to the chancellor or a vice chancellor.

Discipline refers to any sanction short of dismissal imposed by the university against an academic staff member for unsatisfactory performance or misconduct, including but not limited to a letter specifically identified as a reprimand, reduction in salary, change of appointment status, or suspension without pay.  Performance reviews, letters of counseling, administrative leave with pay, merit-pay determinations, and the like are not considered discipline.

Dismissal for Cause is the termination of an academic staff member’s employment for just cause using procedures in UWL 11.

Division is a major organizational element of the university headed by a dean or director who typically reports directly to the chancellor or a vice chancellor.

“Employing Unit” is the organizational area, such as a school, college, division, or smaller unit, having the personnel and budgetary responsibility for a position.

Fixed-Term Renewable Appointment is an appointment for a period of time specified in the letter of appointment and is renewable. Fixed-term renewable appointments may be ended during the evaluation period (IASPP 10.03.4) or because of funding loss, a budget or program decision that requires a program to be discontinued, curtailed, modified, or redirected, unsatisfactory performance, or misconduct, according to procedures outlined in IASPP 10.03.7.

Fixed-Term Rolling Horizon Appointment is an appointment for a term of one or more years that extends daily for the term specified in the letter of appointment.  Fixed-term rolling horizon appointments may be changed to a fixed-term renewable appointment upon written notice to the employee explaining the new appointment terms and the reasons for the change (IASPP 10.03.1b).

Fixed-Term Terminal Appointment is an appointment for a fixed term only, as specified in the letter of appointment, and shall not be used repeatedly except as specified in IASPP 10.03.1c.

Funding Loss is unanticipated cancellation or reduction of a contract or grant (usually from an external agency) or an unanticipated decline in an income account supporting a particular activity. Funding loss results from a decision neither made by nor within the control of University management.

Grievance is a written allegation filed by a member of the academic staff in regard to an employment problem that affects his or her conditions or circumstances of employment.
Indefinite Appointment is an academic staff appointment having permanent status and for an unlimited term.  The rights conferred by an indefinite appointment are limited to the operational area in which the appointment is made. Indefinite appointments are neither limited to nor specific to any academic staff position or title series.
Joinder is a term meaning formal joining together, for a single review or hearing and disposition, of appellants or grievants having the same or directly related set of facts and circumstances or legal situation.
Layoff is the termination of an academic staff member’s employment because of funding loss or a budget or program decision either prior to the end of the appointment or when proper notice of nonrenewal under IASPP 10.05 cannot be given.
Multiple-Year Appointment is a form of fixed-term renewable appointment with a term longer than one year.
Nonrenewal is the termination of an academic staff member’s employment at the end of the appointment because of funding loss, a budget or program decision, or unsatisfactory performance, when proper notice of nonrenewal under IASPP 10.05 is given.

Operational Area is the organizational level specified in the letter of appointment as having responsibility for supporting a position, such as a school, college, division, department, or smaller unit.
Pay Basis is the specification of whether an academic staff member’s salary is paid on an annual (12 months), academic year (9 months), or other appropriate basis.
Probationary Appointment is an academic staff appointment leading to review and decision on indefinite appointment.
UWS 10.01 Types of appointments
Academic staff appointments may be fixed term, probationary, or indefinite. Several probationary academic staff appointments may precede the granting of an indefinite appointment. Each institution shall develop guidelines concerning the categories of academic staff positions that may be appropriately designated as fixed term, probationary, or indefinite appointments. Appointments may be made in the central administration, an institution, college, department (or its functional equivalent), or a specified research or program unit. An appointment shall be limited to an operational area specified at the time of the appointment and shall not carry rights beyond that limitation.

History: Cr. Register, October, 1975, No. 238, eff. 11-1-75.

UWL 10.01 Types of appointments
The fixed term academic staff appointment shall be used in filling positions where there is no assurance of continuing need or permanent funding for the position. The fixed term appointment shall be used only when any of the following circumstances prevail:

(1) When the position is clearly known to be of temporary duration (such as in replacements for sick leave, leaves of absence, and sabbaticals), or

(2) When the position has temporary funding not anticipated to be available beyond a given period of time, or

(3) When the position has a history of unstable program revenue funding, or

(4) When the position is less than a full-time nine month position, or

(5) When the position is best filled by someone lacking the appropriate degree or qualification in that field of expertise, or

(6) When an instructional academic staff position does not include the full range of faculty responsibilities (teaching, research, public and University service).

Fixed term appointments may also be used to provide flexibility in operational units or programs even though needs require sustained staffing in positions over time.

Fixed term appointments for individuals hired under conditions 1 or 2 shall be for the term of the replacement period or for the funding period.

The probationary appointment shall meet one of two basic criteria: (1) the position is stable in that it is supported by state funds and is considered permanent in nature, or (2) the position incorporates functions considered important enough so that the possibility of attaining an indefinite appointment is needed in order to attract quality candidates. On an annual basis the Chancellor shall report to the Academic Staff Council the names, positions and appointment status of all academic staff to insure that positions are not created by use of fixed term rather than probationary appointment.

Appointment letters shall specify the position, the unit and the operational areas as defined by the Academic Staff Council bylaws
.

An academic staff appointment is appropriate when  (1) the position is best filled by someone lacking the appropriate degree or qualification in that field of expertise, or (2) the position does not include the full range of faculty responsibilities (teaching, research, public and University service).   Academic Staff appointments may also be used to provide flexibility in operational units or programs even though needs require sustained staffing in positions over time.

Academic staff appointments may be fixed term, probationary, or indefinite.  
UWS 10.02 Recruitment and letter of appointment.
(1) Each institution shall develop procedures relating to recruitment of members of the academic staff. The procedures shall be consistent with board policy and state and federal laws with respect to nondiscriminatory and affirmative action recruitment. The procedures shall allow maximum flexibility at the department, school, and college levels to meet particular needs.

(2) The terms and conditions of the appointment shall be specified in a written letter of appointment. The appointment letter shall be signed by an authorized official of the institution and should contain details as to the terms and conditions of the appointment, including but not limited to type of appointment (fixed term, probationary or indefinite), duration of the appointment (starting date, ending date), salary, general position responsibilities, definition of operational area, the length of the probationary period (if appropriate) and recognition of prior service as part of the probationary period (if appropriate). Accompanying this letter shall be an attachment detailing institutional and system regulations, rules, and procedures relating to academic staff appointments. If the appointment is subject to the approval of the board, a statement to this effect must be included in the letter. An amended letter of appointment should be sent in situations where a significant change in position responsibility occurs.

History: Cr. Register, October, 1975, No. 238, eff. 11-1-75.

UWL 10.02 Recruitment and letter of appointment.
(1) To insure that there is no unlawful discrimination, recruiting procedures shall observe the federal and state statutes and UW System Rules and Guidelines pertaining to affirmative action in the recruitment of Academic Staff.

(2) Appropriate administrative officers shall solicit from units position descriptions and other relevant data for academic staff vacancies. Such officers shall be responsible for approving positions descriptions and for authorizing recruitment. Notices of the position vacancy shall be distributed by the appropriate administrative officers, and other appropriate administrative officers.

(3) The unit shall have responsibility for careful screening of all applications received and for the recommendation of candidates to be invited to the campus for interviews. The unit's peer review and judgment shall be the operative step in the recruiting process. In the case of creation of a new unit, appropriate academic administrative officers shall give consideration to the judgment of the academic staff in related units.

(4) Each fall semester the appropriate administrative officer shall distribute to heads of the units such instructions and sample record forms to facilitate compliance with affirmative action obligations and procedures as well as budgetary requirements.

(5) Each year the Affirmative Action Office shall provide appropriate administrative officers and operational areas with the current utilization of women and minorities. Where under utilization exists, operational areas shall be required to establish affirmative action goals for the hiring of women and/or minorities prior to the initiation of recruitment efforts.

(6) The units shall schedule interview dates and times with the appropriate administrative officers

Letters of Appointment

Each employee shall receive a letter of appointment signed by the individual making the appointment.  Such a letter is required at the time of the initial appointment and whenever there is a change in the terms or conditions of the appointment.  The appointment letter shall include at a minimum the following:

· Official university title of the position and working title, if appropriate.

· Type of appointment: fixed-term renewable, fixed-term rolling horizon, fixed-term terminal,  probationary, or indefinite.

· The operational area of the appointment.

· Title and name of the person to whom the employee is immediately responsible.

· A statement of initial salary level and pay basis, starting date, and date of next salary review.

· Percentage of full-time employment.

· Initial evaluation period, if applicable, and the unit’s procedure for performance review.

· General position responsibilities including any special requirements of the position.

· Additional information required for specific types of appointment:

· Fixed-term renewable appointment letters shall specify the length of the initial term of the appointment.

· Fixed-term rolling horizon appointment letters shall specify the ending date for the appointment.

· Fixed-term terminal appointment letters shall specify the ending date for the appointment.

· Probationary appointment letters shall specify:

· the amount of prior service to be counted toward the probationary period;

· the maximum probationary period for the appointment;

· the criteria for recommendation for indefinite status;

· the appropriate review committee for consideration of indefinite status.

Upon initial appointment, each IAS member shall be provided a printed copy of and/or the internet address for Instructional Academic Staff Policies and Procedures, the University of Wisconsin – La Crosse Employee Handbook, and the Rules of the Board of Regents of the University of Wisconsin System, s. UWS 8-13, 15, 18, 19 and 21, Wisconsin Administrative Code.

UWS 10.03 Appointments policies.
(1) Fixed term appointments. Each institution of the system may employ academic staff members on fixed term appointments. Such appointments shall be for a fixed term to be specified in the letter of appointment, are renewable solely at the option of the employing institution, and carry no expectation of reemployment beyond their stated term, regardless of how many times renewed. The initial fixed term appointment may include a specified period of time during which the appointee may be dismissed at the discretion of the authorized official. Such a dismissal is not subject to the provisions of ch. UWS 11. Unless otherwise specified, fixed term appointments shall be for a period of one year. Each institution shall develop policies and procedures for the use of such appointments. The policies and procedures of each institution shall specifically treat the issue of job security including appropriate due process protections in the case of nonreappointment for those fixed term academic staff members who have served the institution for a substantial period of time. Such policies and procedures shall be formulated so as to meet the continuing needs of the institution while at the same time recognizing the employment commitment and contribution to the institution provided by such fixed term academic staff members.

(2) Indefinite and probationary academic staff appointments. Indefinite appointments and probationary academic staff appointments shall be authorized by the chancellor or designee.

(a) Probationary academic staff appointments.

1. 1. Each institution of the system may appoint selected members of the academic staff to probationary academic staff appointments leading to review and a decision on an indefinite appointment. Each institution shall adopt procedures to govern such appointments. These procedures shall provide for appropriate counting of prior service, for a maximum probationary period not to exceed 7 years for a full-time position, for annual appraisal of performance, and for an affirmative review process prior to the end of the probationary period resulting in promotion to an indefinite appointment or termination of the appointment. A longer maximum probationary period may be provided for part-time appointees. Unless otherwise specified, probationary appointments shall be for a period of one year. An indefinite appointment is not acquired solely because of years of service. 2. A leave of absence shall not constitute a break in continuous service, nor shall it be included in the probationary period under sub. (1). 3. Circumstances that do not constitute a break in continuous service and that shall not be included in the 7-year period include responsibilities with respect to childbirth or adoption, significant responsibilities with respect to elder or dependent care obligations, disability or chronic illness, or circumstances beyond the control of the academic staff member, when those circumstances significantly impede the academic staff member's progress toward achieving indefinite status. It shall be presumed that a request made under this section because of responsibilities with respect to childbirth and adoption shall be approved. A request shall be made before an indefinite status review commences under sub. 1. A request for additional time because of responsibilities with respect to childbirth or adoption shall be initiated in writing by the academic staff member concerned and shall be submitted to a designated administrative officer who shall be authorized to grant a request following consultation with the academic staff member's supervisor and who shall specify the length of time for which the request is granted. Except for a request because of responsibilities with respect to childbirth and adoption, a request made because of other circumstances under this section shall be submitted to a designated administrative officer who shall be authorized to grant a request in accordance with institutional policies. A denial of a request shall be in writing and shall be based upon clear and convincing reasons. More than one request may be granted because of responsibilities with respect to childbirth or adoption. More than one request may be granted to a probationary academic staff member but the total, aggregate length of time of all requests, except for a request because of responsibilities with respect to childbirth or adoption, granted to one probationary academic staff member ordinarily shall be no more than one year. Each institution shall develop procedures for reviewing the requests. 4. If any academic staff member has been in probationary status for more than 7 years because of one or more of the reasons set forth in sub. 2. or 3., the academic staff member shall be evaluated as if he or she had been on probationary status for 7 years. Example: An academic staff member has been on probationary status for a total of 9 years because the academic staff was granted 2 requests under sub. 3. for one-year extensions because of the birth of 2 children. The academic staff member's record of performance shall be evaluated as if the academic staff had only 7 years to work towards achieving indefinite status, rather than as if the academic staff member had been working towards achieving indefinite status for 9 years.

(b) Indefinite appointment. An indefinite appointment is an appointment with permanent status and for an unlimited term, granted by the chancellor to a member of the academic staff. Such an appointment is terminable only for cause under ch. UWS 11 or for reasons of budget or program under ch. UWS 12. Such an appointment may be granted to a member of the academic staff who holds or will hold a half-time appointment or more. The proportion of time provided for in the initial indefinite appointment may not be diminished or increased without the mutual consent of the academic staff member and the institution unless the appointment is terminated or diminished under ch. UWS 11 or 12. Each institution shall adopt procedures to govern indefinite appointments including provisions for annual appraisal of performance.

History: Cr. Register, October, 1975, No. 238, eff. 11 - 1 -75; renum. (2) (a) to be (2) (a) 1. and am., cr. (2) (a) 2. to 4., Register, February, 1994, No. 458, eff. 3-1-94.

UWL 10.03 Appointment policies.
(1) Fixed Term Appointments: Fixed term appointments shall be for a definite period of time specified in the letter of appointment. They are renewable solely at the option of the employing institution and carry no expectation of reemployment beyond the stated term regardless of how many times renewed. The initial fixed term appointment may include a period of up to two months during which the appointee may be dismissed without appeal at the discretion of the authorized official. If such period of evaluation is used, the letter of appointment must so state. A dismissal during this period is not subject to the provisions of UWS 11.

Unless otherwise stated, fixed term appointment of .50 F.T.E. or greater shall be for a period of one year. The use of fixed term appointments is restricted according to section 10.01 of these local rules.

A fixed term academic staff appointee with a 50% or more appointment who is reappointed after four years of continuous service shall receive at minimum, a two-year rolling horizon contract, if his/her performance is determined to be appropriate and there is reasonable certainty that the position will be continued and that resources for the position will continue to be available. The rolling term appointment shall be for a specified time period set forth in the letter of appointment. Notice shall be given annually that 1) the appointment shall be extended another year, 2) the rolling horizon contract will not be extended but the appointee shall be given an appointment for a fixed term, or 3) the appointment shall not be renewed. If the appointment is not renewed, notice shall be given according to the time specified in UWS 10.05. If an academic staff member with a rolling horizon contract is notified that the contract will not be extended but that the appointee shall be given an appointment for a fixed term or that the appointment shall not be renewed, the appointee may request written reasons for the decision from the decision maker. Such a request must be made within 10 working days of the issuance of the notice (20 calendar days if notice is by first class mail and publication). If a request is made, the decision maker shall issue the written reasons for the decision within 10 working days of receipt of the request. These time lines may be extended only by the mutual consent of the parties. The written reasons shall be included in the appointee's personnel file in the Office of Human Resources & Diversity.

After seven years of continuous service fixed term academic staff members with a 50% or more appointment shall receive at a minimum a three-year rolling horizon contract is his/her performance is determined to be appropriate and there is reasonable certainty that the position will be continued and that resources for the position will continue to be available. Notice shall be given annually that 1) the appointment shall be extended another year, 2) the rolling horizon contract will not be extended but the appointee shall be given an appointment for a fixed term, or 3) the appointment shall not be renewed. If the appointment is not renewed, notice shall be given according to the time specified in UWS 10.05. If an academic staff member with a rolling horizon contract is notified that the contract will not be extended but that the appointee shall be given an appointment for a fixed term or that the appointment shall not be renewed, the appointee may request written reasons for the decision from the decision maker. Such a request must be made within 10 working days of the issuance of the notice (20 calendar days if notice is by first class mail and publication). If a request is made, the decision maker shall issue the written reasons for the decision within 10 working days of receipt of the request. These time lines may be extended only by the mutual consent of the parties. The written reasons shall be included in the appointee's personnel file in the Office of Human Resources & Diversity.

In instances of nonrenewal because of budget or program reductions, the institution shall devote its best efforts to ensure that such staff members be considered for opening within the institution for which they qualify for three (3) years.

Instructional academic staff (IAS) appointments at UW-L are fixed-term, probationary, or indefinite.  Rights associated with an appointment are limited to the operational area specified in the letter of appointment
.

A. Fixed-Term Appointments:  Fixed-term appointments are terminal, renewable or rolling horizon.  

An initial period of evaluation is required (10.03.4), during which an appointment may be ended without the right of appeal.  Once the evaluation period has been successfully completed, the employment of an academic staff member holding a fixed-term renewable or fixed-term rolling horizon appointment may be ended only for reasons of (1) funding loss, (2) a budget or program decision that requires a program to be discontinued, curtailed, modified or redirected, (3) unsatisfactory performance, or (4) misconduct, according to the procedures outlined in UW-L 11 & 12.

a. Renewable Appointment.  A fixed-term renewable appointment is for the initial term specified in the letter of appointment and is renewable so long as the appointee renders satisfactory service, funds are available, and the directions or needs of the program do not change. A renewable appointment may be presented as a one-year or as a multi-year appointment and is subject to the contract renewal process as stated in 10.03.5.   Long-term programmatic needs shall be considered first when making the decision to offer a multi-year appointment.  A renewable appointment may lead to a rolling horizon appointment.  

b. Rolling Horizon Appointment.  A rolling horizon appointment extends daily for the term specified in the letter of appointment.  The term may be for one or more years.  For example, a three-year rolling horizon appointment automatically renews every day and entitles the employee to a full three years’ notice of nonrenewal.

i. Rolling Horizon appointments are available to academic staff who were previously on a renewable contract and are intended to offer a measure of continuously-updated job security.

ii. Terms and Conditions:

1. Rolling Horizon appointments are not part of career progression.

2. The use of rolling horizon appointments does not eliminate or lessen the requirement for annual performance reviews.

3. The essential feature of rolling horizon appointments is that each year the expiration date for the appointment is automatically extended by one fiscal year unless specific administrative action is taken by May 1 to prevent that extension.

4. When the employing unit seeks to recommend the issuance of such a contract to a continuing IAS employee, the department chair shall confer with the dean.  The employing unit must provide justification for such an appointment.

iii. Length of Service Requirements.  Instructional Academic Staff employees become eligible for a two-year rolling horizon appointment in their eighth semester of service at UW-L and for a three-year rolling horizon appointment in their fourteenth semester of service.

iv. Factors Considered.  The suitability of a rolling horizon appointment for a particular individual will be based on an evaluation of all of the following factors:

1. The quality of the individual’s work performance;

2. The long term programmatic needs of the employing unit;

3. The availability and stability of funding for the position in question
v. All rolling horizon contracts shall include the following language:  “Unless the employee is notified of the non-extension of this contract prior to May 1 of any given contract year, the appointment ending date shall automatically be extended for one additional year.” 

vi. The term of a rolling-horizon appointment may be increased or decreased at any time.  

1. If the term is increased, the new term shall take effect upon written notification.  

2. If the term is reduced, written notification is required and shall include the reasons for the change.  The shorter term takes effect when the time elapsed from the date of notification equals the difference between the old and the new terms of appointment.  The appointment will, in effect, cease rolling until the period being reduced has elapsed.  For example, if a three-year rolling horizon appointment is reduced to a two-year rolling horizon, the appointment will cease rolling until one year has elapsed, then resume as a two-year rolling horizon.

3. A rolling horizon appointment may be changed to a fixed-term renewable appointment upon written notice to the employee.  The notice shall include the reasons for the change.  The initial length of the new fixed-term renewable appointment shall equal the term of the former rolling horizon appointment.

4. A decrease in the term of a rolling horizon appointment or a change to a fixed-term renewable appointment may be appealed in accordance with UW-L 4.05 when the employee believes the action to be arbitrary, capricious, for reasons prohibited by law, or in violation of personnel policies.

c. Terminal Appointment.  Fixed-term terminal appointments are made when there is no expectation of continuing employment.  This type of appointment is used when the appointment is for a clearly limited period of two years or less with no anticipation of renewal. While most often presented as “one year only” or “one semester only” appointment, a fixed-term terminal appointment may be offered as a multi-year appointment, not to exceed two calendar years.  Fixed-term terminal appointments may be extended, but the total period of appointment may not exceed two years.  Continuation of the position beyond two years shall be as a fixed-term renewable appointment unless the provost determines that good cause exists to continue it as a fixed-term terminal appointment, e.g., filling an open position and the search fails.  Those holding a terminal contract work under an appointment with a fixed and clearly stated ending date with no expectation of continued appointment after the ending date of the contract; therefore, this type of fixed-term academic staff appointment ends by its own stated terms.  This means that those holding a terminal contract do not receive notice of contract nonrenewal.  This also means that no formal notice of the contract ending date is required beyond the terms of the contract itself.  

Fixed-term terminal appointments shall not be used repeatedly to avoid granting the increased job security provided by fixed-term renewable and fixed-term rolling horizon appointments. When an IAS member has held an appointment in a given department for either or both semesters in each of the last two consecutive academic years, reappointment shall be as a fixed-term renewable appointment on a similar basis, e.g., one-semester or two-semester appointment.  Exception for Emeritus Staff:  When a fixed-term terminal appointment is issued to unclassified staff who have retired; it may be renewed at the option of the employer without limitation.

(2)(a) Probationary Appointments: A probationary academic staff appointment is one leading to review and a decision on indefinite appointment. 
B.  Probationary Appointment:  A probationary appointment is an appointment with a probationary period of up to seven years leading to a review and decision on granting an indefinite appointment.  Probationary academic staff not granted an indefinite appointment by the end of probation may be reappointed to a fixed-term appointment within the same operational area.   Neither probationary nor indefinite appointments are appropriate for positions whose duties approximate a tenure appointment; these may not be used to circumvent or evade normal tenure policies and procedures.

A probationary appointment shall be made in an operational area only when it is anticipated that the position will continue indefinitely (UW-L 10.01).  Probationary appointments within an academic department must be approved in advance by the department.  In addition, all probationary appointments require the advance approval of the appropriate dean. The probationary period at the University of Wisconsin-La Crosse shall not exceed seven years for full-time academic year staff members and academic year staff members. Up to and not exceeding three years of prior service at another institution may be counted in the probationary period. The initial letter of appointment shall clearly state the amount of prior service to be counted.
C.  Indefinite Appointment:  This appointment type is used to recognize IAS for outstanding performance and importance to the continuing mission of the unit.  This appointment type can be considered only when the dean can assure long-term funding and programmatic need.  The indefinite appointment grants the appointee permanent employment status.  An indefinite appointee can only be dismissed for cause under UW-L 11 or laid off for reasons of budget or program under UW-L 12; nonrenewal does not apply to indefinite appointees.  The percentage of appointment provided for in the indefinite appointment cannot be changed without the mutual consent of the IAS member and the institution unless the appointment is ended or diminished under UW-L 11 or 12.

An indefinite appointment is granted only upon the recommendation of the department or its functional equivalent and approval by the appropriate dean and the provost pursuant to the procedures described in UW-L 10.03.

Indefinite appointments may be made prior to the end of the probationary period, or, in some cases, without a probationary period.
(2)(b) Indefinite Appointments: Indefinite appointments may be made prior to the end of the probationary period, or, in some cases, without a probationary period.

Affirmative Review Process for Indefinite Appointment:

1. 1. A decision on indefinite appointment must be made at least one year prior to the end of the probationary period. The authorized official (in most cases the unit head or immediate supervisor) must notify the probationary academic staff member in writing at least thirty days prior to the review conference at which promotion to indefinite appointment is to be considered. The academic staff member may review all pertinent files and may submit additional written material as he/she deems relevant. He/she may also make a personal presentation. 2. The recommendation of the authorized official for change of status to indefinite appointment shall be forwarded to the dean or division head within five working days of the conference. If the dean or division head decides against recommendation to indefinite appointment, the procedures for non-renewal (UWL 10.04) shall be followed.

Annual Performance Review: Every academic staff member shall undergo performance evaluation annually. The results of the evaluation shall be made available to the academic staff member and provision shall be made for the academic staff member to respond formally for the record to the results of the evaluation. At the time of appointment the academic staff member shall be provided a copy of the position description and criteria of evaluation which apply to his/her position. The description and criteria shall be developed and annually revised (as necessary) by the supervisor in consultation with the staff and the supervisor's immediate superior. Instructional academic staff shall be annually evaluated in accordance with faculty personnel rules. (See UWS 3.05 and UWL 3.05)  Specifics of Instructional Academic Staff annual reviews shall be outlined in the departmental bylaws and shall include the preparation of an Individual Development Plan (IDP), or its equivalent. Their letters of appointment shall stipulate that such annual evaluations are required.

	Appointment Types and Specifications

	 

	Type of Contract
	Duration (years)
	Eligibility Requirements
	Clearly Stated Ending Date
	Notice of Renewal or Nonrenewal
	Annual Evaluation Required

	
	
	
	
	
	

	Fixed-Term Appointments
	
	
	

	Renewable
	1
	None
	Yes
	Yes
	Yes

	Renewable
	2+
	None - Evaluation Period
	Yes
	Yes
	Yes

	Rolling Horizon
	2
	None - Evaluation Period
	Yes
	Yes; automatically extended each year unless administrative action is taken
	Yes

	Rolling Horizon
	3
	8 semesters
	Yes
	Yes; automatically extended each year unless administrative action is taken
	Yes

	Terminal
	1 to 2
	14 semesters
	Yes
	No
	Yes

	
	
	
	
	
	

	Other Appointment Types
	
	
	

	Probationary
	up to 7
	None
	Yes
	Yes
	Yes

	Indefinite
	N/A
	Probationary Period
	No
	No
	Yes


Annual Salary Notification

Each IAS member shall be notified annually of his or her salary for the next fiscal year.

Period of Evaluation

Initial fixed-term appointments in an operational area shall include a period of evaluation of at least one semester, but not more than two semesters.  During the period of evaluation, the appointee may be dismissed with the approval of the dean; there is not right of appeal.  The duration of the period of evaluation shall be specified in the appointment letter.  If the appointment letter does not specify the period of evaluation, the evaluation shall be for a period of one semester.

A. 
Extension of Evaluation Period.  The evaluation period may be extended beyond one semester, but the total evaluation period may not exceed two semesters.  If the evaluation period is to be extended, a written statement of the duration of and the reason for the extension shall be provided to the employee prior to the end of the original evaluation period.  A written performance evaluation must be provided to the employee at the same time.  An evaluation period of two semesters cannot be extended; however, it may be suspended under certain circumstances.

B. Evaluation Period of Two Semesters.  When the period of evaluation specified in the appointment letter is two semesters, a written performance evaluation is strongly recommended at the end of the first semester.

C. Suspension of the Evaluation Period.  An evaluation period shall be suspended during periods of leave without pay, use of sick leave, or use of other leave for family or medical purposes when the leave exceeds 20 working days.  The period of suspension shall be equal to the length of time the employee is absent.  The employee shall receive written notice that the period of evaluation has been suspended.  After an initial suspension is granted, a subsequent suspension will be granted only if an additional leave of 20 or more days has been taken.  No more than two suspensions will be granted during an evaluation period.

D. Completion of the Evaluation Period.  The employee shall be notified in writing of the successful completion of the evaluation period.  If the evaluation period lapses without such notification, the employee shall be considered to have completed the evaluation period successfully.

E. Early Completion of the Evaluation Period.  The evaluation period may be concluded whenever the individual making the appointment determines that the employee’s performance is satisfactory.  The employee shall be notified in writing of the successful completion of the evaluation period.

F. Termination During the Evaluation Period.  During the evaluation period, the appointment may be terminated by the employing unit at the end of semester one or two.  Before issuing a termination notice, the employing unit shall obtain the approval of the dean.  If employment is terminated, the IAS member shall be informed in a letter that includes the reasons for termination.  There is no right of appeal.  No notice period prior to termination is necessary, as long as the period of evaluation is specified in the appointment letter; however, if the appointment letter does not specify the period of evaluation, the employee shall be given at least 10 working days’ notice.  An employee who is given written notice of termination during the evaluation period shall be considered to have been dismissed during the evaluation period even if the last day of employment falls after the end of the evaluation period.  Termination during an evaluation period is neither a nonrenewal nor a dismissal for cause and is not subject to the provisions of UWS 11.

10.03.1 Review of Appointment Status

All academic staff members not holding terminal appointments shall be eligible for consideration for increased job security in the form of multiple-year or rolling-horizon or indefinite appointments at any time during their appointment. Consideration of an IAS member’s appointment status can be initiated with a request by the academic staff member or by his or her department chair at any time. 
Instructional academic staff members within a department shall have the right to participate in establishing or changing the procedures and criteria by which academic staff of the unit are considered for additional job security. 

In conjuction with IAS, departments shall annually review academic staff members with four or more years of academic staff service at UW-L in order to make recommendations regarding new or increased multiple-year appointments including a rolling-horizon appointment or an indefinite appointment. Individuals who currently hold rolling-horizon appointments shall be reviewed and a recommendation made about their eligibility for an indefinite appointment.

Following review by employing units, deans and/or directors shall review the academic staff members for whom longer-term appointments have been proposed to identify individuals to be granted increased job security. Increased job security may be granted to academic staff members when the following criteria are met: 1) the quality of their performance warrants increased job security, 2) their role is an integral part of their department’s or unit’s continuing mission, and 3) a funding source can be identified that can permit multiple-year, rolling-horizon, or indefinite appointments. 

No presumption is made that individuals must have four years of service before being considered for multiple-year appointments. Instructional academic staff with four years or more of service at UW-L who do not receive a new or increased multiple-year or rolling-horizon appointment or an indefinite appointment as a result of this review shall be given written reasons from the dean or director’s office upon request.

10.03.2 Appointment Renewal/Nonrenewal Decision.

Academic staff holding fixed-term terminal appointments are not subject to renewal and nonrenewal.  Those IAS with fixed-term renewable appointments shall be reviewed and recommendations made for Renewal/Nonrenewal.  Those with fixed-term rolling horizon appointments have an automatic extension of their contract’s ending date so long as the appointee renders satisfactory service, funds are available, and the directions or needs of the program do not change.  Recommendations for Renewal/Nonrenewal shall coincide with the IAS’s annual review of performance and Individual Development Plan (IDP).

10.03.3 Nonrenewal of Fixed-Term Renewable Appointments

A. Grounds for Nonrenewal

A member of the IAS holding a fixed-term renewable appointment may be nonrenewed at the end of the appointment because of

· funding loss,

· budget or program decision that requires a program to be discontinued, curtailed, modified or redirected, or

· unsatisfactory performance.

Termination during an initial period of evaluation is not a nonrenewal and is not subject to the provisions of this chapter.  NOTE:  Nonrenewal does not apply to employees holding indefinite appointments.

B. Consideration in Cases of Nonrenewal for Funding Loss or a Budget or Program Decision

Whenever a nonrenewal decision will result in reduction of the academic staff work force in an operational area, such nonrenewal shall normally be implemented on the basis of years of UW-La Crosse service, except as follows. The presumption in favor of years of service shall not apply in cases where program needs dictate other considerations such as the need to maintain specific expertise, responsibility levels, or productivity levels within a program or operational area.

C. Responsibility in Cases of Nonrenewal for Performance

A department chair is responsible for clearly communicating to each IAS under his/her supervision what the IAS’s duties are and how the performance of those duties will be evaluated.  Before ending an appointment for unsatisfactory performance, the department chair must inform the IAS in writing about areas of performance deficiency and must make efforts to work with the individual to improve performance to a satisfactory level. 
D. Basis of Appeal

In carrying out its mission and goals, the university retains the right to determine the direction and scope of its programs – including the right to reduce staff levels through nonrenewal because of a funding loss or a budget or program decision that requires a program to be discontinued, curtailed, modified or redirected.  However, the IAS member has the right to appeal when the staff member believes that his or her performance was satisfactory, that the nonrenewal is not actually a result of a funding loss or a budget or program decision, that another academic staff member should have been nonrenewed instead, or that the nonrenewal is arbitrary, capricious, for reasons prohibited by law, or in violation of policy and procedures when the alleged violation influences the decision under review.  An arbitrary or capricious nonrenewal decision is one that was made without a basis in fact or for inconsequential or unsubstantial reasons when the needs of the program had not changed, funds for the position were available, and performance was satisfactory. Such an appeal shall be addressed in a grievance filed accordance with UWL 4.  An IAS member does not otherwise have the right to appeal the substance of a budget or program decision.  A pending appeal of the nonrenewal decision does no in and of itself extend the appointment.

UWS 10.04 Nonrenewal of probationary academic staff appointments.
(1) Each institution shall establish procedures for dealing with instances where probationary academic staff are not renewed. Nonrenewal is not a dismissal under ch. UWS 11. A nonrenewed member of the academic staff shall be provided with an opportunity to request and to receive, in writing, the reasons for nonrenewal and to receive a review of the decision upon written appeal by the academic staff member concerned within 20 days of notice of nonrenewal (25 days if notice is by first class mail and publication). The hearing body may be either an appropriate committee or a hearing examiner as designated in the institutional procedures. Such review shall be held not later than 20 days after the request, except that this time limit may be extended by mutual consent of the parties or by order of the hearing body. The burden of persuasion in such a review shall be on the nonrenewed appointee and the scope of the review shall be limited to the question of whether the decision was based in any significant degree upon one or more of the following factors, with material prejudice to the individual:

(a) Conduct, expressions, or beliefs which are constitutionally protected, or actions which are consistent with an appropriate professional code of ethics;

(b) Employment practices proscribed by applicable state or federal law; or

(c) Improper consideration of qualifications for reappointment or renewal. For purposes of this section, "improper consideration" shall be deemed to have been given to the qualifications of a staff member in question if material prejudice resulted because of any of the following:

1. 1.The procedures required by the chancellor or board were not followed; or 2. Available data bearing materially on the quality of performance were not considered; or 3. Unfounded, arbitrary, or irrelevant assumptions of fact were made about work or conduct.

(2) Findings as to the validity of the appeal shall be reported to the official making the nonrenewal decision and to the appropriate dean or director and the chancellor.

(3) Such report may include remedies which may, without limitation because of enumeration, take the form of a reconsideration by the decision maker, a reconsideration by the decision maker under instructions from the hearing body, or a recommendation to the next higher administrative level. Cases shall be remanded for reconsideration by the decision maker in all instances unless the hearing body specifically finds that such a remand would serve no useful purpose. The hearing body shall retain jurisdiction during the pendency of any reconsideration.

History: Cr. Register, October, 1975, No. 238, eff. 11-1-75.

UWL 10.04 Nonrenewal of Probationary Academic Staff Appointments.
A decision not to recommend an indefinite appointment shall be accompanied by an item by item evaluation of the appointee’s performance with respect to the criteria for indefinite appointment established in the letter of appointment.  The reasons shall be given to the employee in writing if requested. When an indefinite appointment is not granted to a probationary employee, he or she has the right to request to continue as a fixed-term employee and/or request an appeal of the decision.

In making a decision of nonrenewal, the authorized official shall inform the appointee at least one year prior to the end of the probationary period to allow time for possible reconsideration and appeal and adequate notice of non-renewal.

(1) The Right to Reconsideration at the lowest level where a nonrenewal recommendation (decision) is made: An authorized official who makes a recommendation of nonrenewal shall formulate and retain written reasons for the decision. If the staff member wishes reasons he/she shall request them in writing within ten working days. Written reasons shall be provided the staff member within ten working days of the receipt of the written request. The reasons then become part of the official personnel file of the staff member. If the staff member wishes a reconsideration of the initial nonrenewal recommendation, he/she shall request a reconsideration meeting in writing within five working days of the receipt of the copy of the reasons.  

The meeting for reconsideration with the authorized official shall be held within ten working days of the receipt of the request. The academic staff member shall be notified a minimum of three working days prior to the meeting. At the reconsideration meeting, the two principals shall be present. Each principal may choose up to two members of the university community to be present also. The third parties present may question either party and make comments to them. They shall file a report of the reconsideration meeting with the authorized official and the staff member. In later appeals such third parties may be called as witnesses. The academic staff member may make a personal presentation at the reconsideration meeting. The reconsideration meeting shall be held in accordance with the requirements of the open meetings law in Wisconsin.

At the meeting for reconsideration, the academic staff member is entitled to present documentary evidence. The reconsideration is not a hearing nor an appeal. Its only purpose is to allow the academic staff member an opportunity to persuade the authorized official to change the recommendation of non-renewal by challenging the stated reasons and/or by offering additional evidence. The burden of proof is on the person requesting the reconsideration. This reconsideration proceeding shall occur at the lowest level where a nonrenewal recommendation was made.

Following the reconsideration, the authorized official shall forward a recommendation to his/her immediate supervisor with written reasons. The recommendations, with written reasons, shall also be sent to the employee under consideration within one week of the reconsideration.

(2) The appeal of the NonRenewal Decision: An appointee who is not reappointed by the chancellor or his designee shall receive notice of nonrenewal. Within one week the appointee may request of the chancellor written reasons for nonrenewal. If so requested, the chancellor shall transmit written reasons within one week. The reasons then become part of the official personnel file of the staff member. Within two weeks the non-renewal member, in accordance with UWS 10.04 (1), may send an appeal of the non-renewal to the Chancellor. Within one week the Chancellor shall transmit the appeal to the appropriate hearing body established in the Academic Staff Council bylaws for UWS 11.03 (1). The hearing body shall proceed in accordance with applicable laws and with UWS 10.04. The scope of its review is specified in 10.04 (1). The hearing shall be conducted on the basis of procedures set in the Academic Staff Council bylaws for UWS 11.03 for non-instructional academic staff and on the basis of procedures set in the Faculty Senate bylaws for UWS 4.03 for instructional academic staff. 
Recommendations of the hearing body, based on a majority vote of the members hearing the case, shall be sent to the chancellor. A report of the recommendations shall be sent to the academic staff member.

UWS 10.05 Notice.

(1) Written notice that a fixed term or probationary academic staff appointment will not be renewed shall be given to the appointee in advance of the expiration of the appointment as follows:

(a) Fixed term appointments: At least 3 months before the end of the appointment in the first 2 years and 6 months thereafter. When the letter of offer for a fixed term appointment states that renewal is not intended, no further notice of nonrenewal is required.

(b) Probationary appointments: At least 3 months before the end of the appointment in the first year; 6 months before the end of the appointment in the second year; and 12 months thereafter.

(2) If proper notice of nonrenewal is not given in accordance with sub. (1), the appointment shall be extended so that at least the required notice is provided.

(3) The policies and procedures of each institution may provide for longer notice periods for teaching members of the academic staff. Unless specifically enumerated in the institutional policies and procedures, the above provisions shall govern.

UWL 10.05 Notice
(3) The rules for notice periods in UWS 3.09 and UWS 3.10 shall apply to instructional academic staff except for the first year of appointment in which UWS 10.05 (3) shall apply.

History: Cr. Register, October, 1975, No. 238, eff. 11-1-75.

Prior to issuing a nonrenewal notice, the employing unit must obtain the approval of the dean.  The IAS member shall be given a written notice of nonrenewal, including a statement of the reasons, notification of his/her right to appeal, and a copy of IASPP 10.03.7 and UWL 4, in advance of the expiration of the current appointment in accordance with the table below.  At the same time, copies of this nonrenewal notice shall be sent to the department chair, the dean and the Office of Human Resources.  

If proper notice in advance of the expiration date is not given, either the appointment shall be extended to provide the requisite nonrenewal notice or a layoff decision shall be made in accordance with UWL 12.

	                    Minimum Notice Period for

	  Nonrenewal of Fixed-Term Renewable Appointments

	Semesters of UW- La Crosse
	
	Minimum Notice

	IAS Service*
	
	Period in Months

	
	
	

	Fewer than 4
	
	3

	
	
	

	At least 4
	
	6


NOTE:  Rolling-horizon appointments require additional action and may require additional notice (see UWL10.03).

*Instructional academic staff service is defined as continued years of paid UW-La Crosse IAS employment without regard to percent of appointment.  For purposes of determining the required notice periods, an appointment in either semester of an academic year shall count as a semester of service.  A leave of absence or a break in academic staff service of four semesters or fewer shall not result in loss of prior semesters’ service credit.

12.03 Notice for Layoff Decisions for Instructional Academic Staff

A. Written Notice. Any IAS member with a fixed-term or probationary appointment shall be given written notice of layoff by his or her department chair only after approval from the dean or director. At the same time, copies of this notice shall be sent to the department chair or unit head, the dean or director, and the Office of Human Resources. An academic staff member with an indefinite appointment shall be given written notice by the dean or director. The written notice shall inform the employee of the reasons for the layoff, the effective date of the layoff, and his or her appeal rights, and shall include a copy of  UWL 4 and 12.

B. Minimum Notice Period. Instructional academic staff with fixed-term or probationary appointments shall be given the standard nonrenewal notice periods specified in UWL 10.05 unless there are compelling reasons to the contrary (e.g., almost immediate cutoff of funds). 
C. Exception in the Case of a Declared Financial Emergency. In the case of a financial emergency as defined in UWS 5.02, which can be declared only by the Board of Regents, the minimum layoff notice period for indefinite appointees may be reduced to 12 months and the minimum layoff notice period for fixed-term rolling-horizon appointees being laid off for budget or program reasons may be reduced to six months.

D. Basis of Appeal.  In carrying out its mission and goals, the university retains the right to determine the direction and scope of its programs - including the right to reduce staff levels through layoff because of a funding loss or a budget or program decision that requires a program to be discontinued, curtailed, modified or redirected. However, the academic staff member has the right to appeal when the staff member believes that the layoff is not actually a result of a funding loss or a budget or program decision, when he or she believes that another academic staff member should have been laid off instead, or when the layoff is arbitrary, capricious, for reasons prohibited by law, or in violation of policy and procedure. An arbitrary or capricious layoff decision is one that is made without a basis in fact or for inconsequential or unsubstantial reasons when the needs of the program have not changed, funds for the position are available, and performance is satisfactory. Such an appeal shall be addressed in a grievance filed in accordance with UWL 4.  An academic staff member does not otherwise have the right to appeal the substance of a budget or program decision. A pending appeal of the layoff decision does not in and of itself extend the appointment.

Chapter 11: Dismissal of Academic Staff For Cause

UWS 11.03 Hearing body.
(1) The chancellor of each institution shall provide for a hearing body charged with hearing dismissal cases and making a report and recommendations under this chapter. Throughout this chapter, the term "hearing body" is used to indicate either a hearing committee or a hearing examiner as designated in the institutional procedures. This hearing body shall operate as the hearing agent for the chancellor pursuant to s. 227.46 (4), Stats., and conduct the hearing, make a verbatim record of the hearing, prepare a summary of the evidence and transmit such record and summary along with its recommended findings of fact and decision to the chancellor according to s. UWS 11.07.

(2) With the concurrence of the faculty and the academic staff advisory committee of each institution, the chancellor may provide that dismissal for cause of a member of the academic staff having teaching responsibilities may be heard by the hearing body specified in s. UWS 4.03. If so provided, the hearing shall be held pursuant to the provisions of ch. UWS 11.

History: Cr. Register, October, 1975, No. 238, eff. 11-1-75; correction in (1) made under s. 13.93 (2m) (b) 7., Stats., Register, June, 1995, No. 474; correction in (1) made under s. 13.93 (2m) (b) 7., Stats., Register May 2007 No. 617.

UWL 11.03(1) Hearing Body.
The academic staff hearing body for dismissal cases shall be a nine-member standing committee with members representing various parts of the academic community chosen with respect to their objectivity and competence. The hearing body shall elect its own chairperson. Such election shall occur when the committee is first convened for any new case in an academic year. The elected chairperson shall continue to be chairperson for any cases and for the duration of such cases as are initiated in that academic year. The hearing body will be constituted and guided by the Academic Staff Council bylaws (X, A).

A dismissal for cause case for a member of the Instructional Academic Staff shall be heard by the hearing body specified in UWL 4.03.

UWL 11.12 Dismissal for cause-teaching member of the academic staff.
The rules which apply to instructional academic staff shall be the rules in UWS 11.01 to 11.10; UWL 11.02 to 11.10; and the applicable rules in the Academic Staff Council bylaws. (See especially UWL 11.03 (1) for the membership of the committee.)  UWS 4.01 to 4.10; UWL 4.01 to 4.10; and the applicable rules in the Faculty Senate bylaws.

Chapter 12: Layoff of Academic Staff For Reasons of Budget or Program

UWS 12.01 General.
Notwithstanding s. 36.15, Stats., and chs. UWS 10 and 11, the chancellor of each institution or designee may layoff a member of the academic staff holding an indefinite appointment, or may layoff a member of the academic staff holding either a fixed term or a probationary appointment prior to the end of the appointment period, when such action is deemed necessary due to budget or program decision requiring program discontinuance, curtailment, modification, or redirection. Consistent with the limitation of academic staff appointments to an operational area, each institution shall establish policies and procedures which will ensure careful consideration of layoff decisions for reasons of budget or program. The institutional policies and procedures should recognize the constraints imposed on institutional response to an unanticipated cancellation of a contract or grant or to an unanticipated decline in an income account supporting a particular activity. The institution should take such constraints into account in designing the nature and timing of the consultation appropriate to such circumstances. The institution's policies and procedures may provide as needed the alternative forms of consultation appropriate to differences in the sources of funds for various programs or activities, or differences in the timing of information concerning a decline in resources for particular programs or activities. Program decisions made pursuant to a change in the level of resources available for a particular project shall be discussed by the chancellor or designee with such committee, committees, or committee representatives as may be specified by institutional policies and procedures as appropriate for such purposes. Decisions affecting individuals shall be communicated to the affected persons by the chancellor or designee together with a description of the change in available resources which has required the layoff decision. Nonrenewal of a probationary academic staff appointment under s. UWS 10.04, or a fixed term appointment, even if for financial reasons, is not a layoff for reasons of program or budget.

History: Cr. Register, October, 1975, No. 238, eff. 11-1-75.

UWL 12.01 General.
The non-instructional academic staff consultative layoff committee shall be the layoff committee established in the Academic Staff Council bylaws (VII,C.), while the instructional academic staff consultative layoff committee shall be the layoff committee established in the Faculty Senate bylaws.

UWS 12.02 Layoff.
For the purpose of this chapter, "layoff" is the suspension of an academic staff member's employment by the university of Wisconsin system during the appointment period, for reasons of budget or program. A laid-off academic staff member retains the rights specified in ss. UWS 12.07 through 12.11, inclusive. For the purposes of s. 36.21, Stats., termination occurs at the time of layoff.

History: Cr. Register, October, 1975, No. 238, eff. 11-1-75.

UWS 12.03 Individual layoff decision.
When a reduction in program of a particular operational area is required, layoffs of academic staff members with indefinite, fixed term, or probationary appointments should normally follow seniority. This presumption in favor of seniority may be overcome where program needs dictate other considerations (e.g., the need to maintain specific expertise within the program or operational area). The standard notice periods specified in s. UWS 10.05 should be used, unless there are compelling reasons to the contrary (e.g., almost immediate cutoff of funds), for layoff of probationary and fixed term appointments under this chapter. Indefinite appointees shall have 12 months' notice of layoff for reasons of budget or program, unless there are compelling reasons to the contrary.

History: Cr. Register, October, 1975, No. 238, eff. 11-1-75.

UWL 12.03 Individual layoff decision.
(1) So far as consistent with UWS 12.03 the order of seniority in an operational area shall be from least to most: (a) fixed term appointees; (b) probationary appointees; (c) indefinite appointees.

(2) Within each appointment category seniority shall be determined by total years of service at the University as an unclassified employee.

(3) Notification of layoff shall include copies of UWS 8-13, copies of UWL 8-13 and copies of the Academic Staff Council or Faculty Senate bylaws. Notification of layoff shall comply with UWS 10.05, UWS 12.03, and the related Academic Staff Council or Faculty Senate bylaws.

(4) Part-time staff of one-half or less shall have their time of service prorated.

UWS 12.04 Hearing body.
The chancellor of each institution shall provide for a hearing body for the purposes of this chapter. Throughout this chapter the term "hearing body" is used to indicate either a hearing committee or a hearing examiner as designated in the institutional procedures. This hearing body shall operate as the hearing agent for the chancellor pursuant to s. 227.12, Stats., and conduct the hearing, make a verbatim record of the hearing, prepare a summary of the evidence and transmit such record and summary along with findings of fact and decision to the chancellor.

History: Cr. Register, October, 1975, No. 238, eff. 11-1-75.

UWL 12.04 Hearing body.
For non-instructional academic staff, the hearing body to hear layoff appeals shall be the hearing body established under UWS 11, and the Academic Staff Council bylaws. (X, A)  For instructional academic staff, the hearing body to hear layoff appeals shall be the hearing body established under UWS 4, and the Faculty Senate bylaws.

UWS 12.05 Review and hearing for indefinite appointments.

(1) An academic staff member with an indefinite appointment whose position is to be eliminated shall be notified in writing and shall, upon request made within 20 days after such notification, be given a written statement of the reasons for the decision within 15 days, including a statement of the reasons for the determination that the budgetary or program needs should be met by curtailing or discontinuing the program in which the individual concerned works. If the academic staff member requests in writing within 20 days after receipt of said statement, he or she shall be entitled to a hearing before the hearing body. However, such a request for hearing shall not forestall a layoff under this section.

(a) The request for hearing shall specify the grounds to be used in establishing the impropriety of the decision.

(b) The staff member shall be given at least 10 days notice of such hearing. Such hearing shall be held not later than 20 days after the request except that this time limit may be extended by order of the hearing body. Anyone who participated in the decision to layoff or who is a material witness shall not serve on the hearing body.

(2) The academic staff member shall have access to the evidence on which the administration intends to rely to support the decision to layoff and shall be guaranteed the following minimal procedural safeguards at the hearing:

(a) A right to be heard in his or her defense;

(b) A right to counsel and/or other representatives, and to offer witnesses;

(c) A right to confront and cross-examine adverse witnesses;

(d) A verbatim record of all hearings, which might be a sound recording, provided at no cost;

(e) Written findings of fact and decision based on the hearing record;

(f) Admissibility of evidence governed by s. 227.10, Stats.;

(g) The hearing shall be closed unless the staff member whose position is to be eliminated requests an open hearing, in which case it shall be open (see s. 66.77, Stats., Open Meeting Law);

(h) Adjournments shall be granted to enable either party to investigate evidence as to which a valid claim of surprise is made.

(3) If the institutional policies and procedures provide that the review and hearing be conducted by a committee, the following requirements shall be observed:

(a) The committee may, on motion of either party, disqualify any one of its members for cause by a majority vote. If one or more of the committee members disqualify themselves or are disqualified, the remaining members may select a number of other replacements equal to the number who have been disqualified to serve;

(b) If the committee requests, the chancellor shall provide legal counsel after consulting with the committee concerning its wishes in this regard. The function of legal counsel shall be to advise the committee, consult with them on legal matters, and carry out such responsibilities as shall be determined by the committee within the policies and procedures adopted by the institution.

(4) The first question to be considered in the review is whether one or more of the following factors improperly entered into the decision to layoff:

(a) Conduct, expressions, or beliefs on the staff member's part which are constitutionally protected or actions which are consistent with an appropriate professional code of ethics;

(b) Employment practices prescribed by applicable state or federal law; or

(c)Improper consideration of the qualifications of the staff member. For the purposes of this section, "improper consideration" occurs if material prejudice resulted from any of the following:

1. 1.The procedures required by the chancellor or board were not followed; 2. Available data bearing materially on the quality of the staff member's actual or potential performance were not considered; or 3.Unfounded, arbitrary, or irrelevant assumptions of fact were made about work or conduct.

(5) The staff member shall present evidence on whether one or more of the factors specified above improperly entered into the decision to layoff. The hearing body shall then consider whether the evidence presented establishes a prima facie case that such factor or factors did enter significantly into the layoff decision. If the hearing body finds that a prima facie case has not been established, the layoff decision shall be found to have been proper and the hearing shall be ended.

(6) If the hearing body finds that a prima facie case has been established, the appropriate administration officer for the operational area shall be entitled to present evidence to support the layoff decision, and, thereafter, the staff member may present evidence in rebuttal. Thereafter, on the basis of all the evidence presented, the hearing body shall make its determinations as follows:

(a) The hearing body shall first consider whether one or more of the above specified factors improperly entered into the decision to layoff. Unless the body is convinced that such factor or factors did improperly enter into that decision, the body shall find the decision to have been proper;

(b)If the hearing body is convinced that such factor or factors entered into the decision to layoff, then the body shall find that decision to be improper, unless the body is also convinced 1) that there was a bona fide program or budgetary reason(s), and that the determination of such reason(s) was made in the manner prescribed by, and in accordance with, the standards established by the institution; and 2) that the decision to layoff the particular academic staff member was in accordance with the provisions of s. UWS 12.02.

(7) In determining whether a bona fide budgetary or program reason existed for layoff of the appointment of the academic staff member concerned, the hearing body shall presume that the decision to curtail the program was made in good faith and for proper reasons. The hearing body shall not substitute its judgment or priorities for that of the administration.

(8) If the hearing body finds that the layoff was improper, it shall report this decision and its recommendation to the chancellor and to the staff member. The chancellor shall review the matter, decide whether the staff member should be laid off, and notify the hearing body and academic staff member of the decision. This decision shall be deemed final unless the board, upon request of the academic staff member, grants review based on the record.

History: Cr. Register, October, 1975, No. 238, eff. 11-1-75.

UWL 12.05 (5), (6) Review and hearing for indefinite appointments.
The local rules and procedures for layoff hearings shall be those established by UWL 11 for non-instructional academic staff and by UWL 4 for instructional academic staff.

(5) Denial that a prima facie case has been established requires a two-thirds vote of those hearing the case.

(6) A majority vote of those hearing the case is required for recommendations in this section.

UWS 12.06 Review for fixed term and probationary academic staff members.
Each institution shall establish procedures for an impartial review of the layoffs for reasons of budget or program of academic staff members with fixed term and probationary appointments. Nonrenewal is not a layoff under this section.

History: Cr. Register, October, 1975, No. 238, eff. 11-1-75.

UWL 12.06 Review for fixed term and probationary academic staff members.
The review procedures for fixed term and probationary academic staff members shall be the same as the procedures used for layoff appeals of indefinite appointees.

UWS 12.07 Layoff status.

(1) An academic staff member whose position has been eliminated according to the provisions of this chapter may, at the end of the appropriate notice period, be placed on layoff status, unless the layoff notice has been rescinded prior to that time. The academic staff member whose notice period has expired, and who is placed on layoff status shall remain on layoff status until,

(a) For fixed term and probationary appointee, one of the following occurs:

1. 1. The appointment expires under its own terms; 2. The staff member fails to accept an alternate appointment.

(b) For academic staff on indefinite appointment one of the following occurs:

1. 1. The staff member is reappointed to the position from which laid off. Failure to accept such reappointment would terminate the academic staff member's association with the institution; 2. The staff member accepts an alternative continuing position in the institution. Failure to accept an alternate appointment would not terminate the academic staff member's association with the institution; 3. The staff member resigns; 4. The staff member fails to notify the chancellor or his/her designee not later than December 1, of each year while on layoff status, as to his/her location, employment status, and desire to remain on layoff status. Failure to provide such notice of desire to remain on layoff status shall terminate the academic staff member's association with the institution; 5. A period of 3 years lapses.

History: Cr. Register, October, 1975, No. 238, eff. 11-1-75.

UWS 12.08 Alternative employment.
Each institution shall devote its best efforts to securing alternative appointments within the institution in positions for which staff laid off under this chapter are qualified under existing criteria. Each institution should seek to provide financial assistance for academic staff members who have indefinite appointments and who are to be laid off to readapt within the operational area or within another operational area of the institution where such readaptation is feasible within one year's time. Further, the university of Wisconsin system shall devote its best efforts to insure that such staff members laid off in any institution shall be made aware of openings within the system.

History: Cr. Register, October, 1975, No. 238, eff. 11-1-75.

UWS 12.09 Reappointment rights.
Each institution shall establish administrative procedures and policies to insure compliance with s. 36.21, Stats., in providing that where layoffs occur for reasons of budget or program, no person may be employed in that operational area at that institution within 3 years to perform reasonably comparable duties to those of the staff member laid off without first offering the laid off staff member on layoff status reappointment without loss of rights or status. In addition, an institution shall continue for 3 years from date of layoff to offer the reappointment rights stated in this section to a laid off fixed term appointee whose appointment has expired under its own terms if such appointee notified the chancellor or his/her designee by December I of each year, or more frequently if institutional policies and procedures require, as to his/her location, employment status, and desire to pursue reappointment rights. Failure to provide such notification shall terminate the academic staff member's reappointment rights under this section.

History: Cr. Register, October, 1975, No. 238, eff. 11-1-75.

UWL 12.09 Reappointment rights.
The Academic Staff Council may make additional suggestions to protect reappointment rights of those laid off as guaranteed in UWS 12.09.

UWS 12.10 Retention of salary.
Any academic staff member reappointed within 3 years after layoff to reasonably comparable duties within the operational area shall be reappointed with a salary rate at least equivalent to the salary rate when laid off, together with such other rights and privileges which may have accrued at that time.

History: Cr. Register, October, 1975, No. 238, eff. 11-1-75.

UWL 12.10 Retention of salary and title.

Any academic staff member reappointed within 3 years after layoff to reasonably comparable duties within the operational area shall be reappointed with a salary rate and title at least equivalent to the salary rate and title when laid off, together with such other rights and privileges which may have accrued at that time. 

UWS 12.11 Rights of academic staff members on layoff.
An academic staff member on layoff status in accord with the provisions of this chapter has the reemployment rights guaranteed by s. UWS 12.09 or 12.10, and has the following minimal rights:

(1) Such voluntary participation in fringe benefit programs as is permitted by institutional policies;

(2) Such continued use of campus facilities as is allowed by policies and procedures established by the institution; and

(3) Such participation in institutional activities as is allowed by the policies and procedures established by the institution.

History: Cr. Register, October, 1975, No. 238, eff. 11-1-75.

UWL 12.11 Rights of academic staff members on layoff.
The Academic Staff Council and Faculty Senate 
shall recommend to the Chancellor additional services/benefits for laid off academic staff members. The Chancellor shall make final decisions on such services/benefits and shall inform those laid off of the services/benefits so granted.

Chapter 13: Complaints and Grievances

UWS 13.01 Complaints.
Each institution shall establish policies and procedures to deal with allegations by persons other than the academic staff member's supervisors, including administrators, students, other academic staff, faculty, classified staff, or members of the public concerning conduct by an academic staff member which violates university rules or policies, or which adversely affects the staff member's performance or obligation to the university but which allegations are not serious enough to warrant dismissal proceedings under ch. UWS 11. Such procedures shall include the designation of an individual or body with the power and authority to conduct a hearing on the complaint and to recommend solutions to the chancellor if the problem cannot be otherwise resolved.

History: Cr. Register, October, 1975, No. 238, eff. 11-1-75.

UWL 13.01 Complaints.
(1) Responsibilities for Charges, Hearing Requests, Due Process, Procedural Guarantees: The Chancellor shall review and act on the types of complaint specified in this chapter by the procedures specified in UWS 11.02 (NIAS) and UWS 4.02 (IAS). The rules for request for a hearing shall be those specified under UWS 11.04 (NIAS) or UWS 4.04 (IAS). The rules for adequate due process and procedural guarantees shall be those specified under UWS 11.05, 11.06; UWL 11.05-11,07 (NIAS) or under UWS 4.05-4.07; and corresponding Academic Staff Council or Faculty Senate bylaws, while substituting in these rules for dismissal the concept of severe sanctions other than dismissal.

(2) Hearing Body: The standing committee to hear complaints from NIAS shall be the same hearing body established under UWS 11.03, by UWL 11.03, and the Academic Staff Council bylaws. (X, A).  Standing committee to hear complaints from IAS shall be the same hearing body established under UWS 4.03, by UWL 4.03, and the Faculty Senate bylaws.

(3) Procedures and Recommendations: At least two-thirds of the members hearing the case must concur in a finding of misconduct and in a recommendation of severe sanctions if such a finding and recommendation are to be reported to the Chancellor. Otherwise, a finding of no serious misconduct warranting severe sanctions shall be reported. The hearing body may by majority vote of those hearing the case recommend a minor sanction. If the hearing body finds sanctions are not warranted, it shall recommend dismissal of the complaint. The hearing body may recommend referral to appropriate officials or groups for informal resolution of remaining issues.

(a) The hearing body shall transmit its finding of fact and recommendations in writing to the Chancellor and the academic staff member involved within ten calendar days after the conclusion of its proceedings.

(b) Following the final decision of the Chancellor, the academic staff member involved shall not be charged again for the same instance(s) of alleged misconduct.

(c) Within ten calendar days after the transmittal of the findings and recommendations of the hearing body, the academic staff member or the complainant may file written objections with the Chancellor.

(d) Any objections must be based solely on the record as developed at the hearing before the hearing body.

(e) The Chancellor shall render a decision as soon as practical after the expiration of this latter ten-day period and shall transmit the decision to the academic staff member, the complainant, and the hearing body. If the Chancellor does not accept the committee recommendation, he/she shall provide for the hearing body a written statement of the reasons for his/her disagreement. Failure to accept the hearing body's recommendations shall be rare, and the reasons compelling.

(4) Board Review: Policies and procedures for board review of dismissal for cause of a member of the academic staff are specified in UWS 11.10 (NIAS) and UWS 4.08 (IAS).

Grants, Contracts, and Agreements Proposals

Faculty and staff who are interested in writing proposals for research, instruction, or public service projects which will require external funding, e.g., Grants, Contracts, Agreements, are asked to begin their efforts by visiting the Grants & Contracts Office, Room 145 Main Hall. Pre-award and post-award services and help are available from the Grants & Contracts Officer, Bill Gresens.

A document entitled "UW-La Crosse Guidelines for Proposal Writing: A Manual of Policies and Procedures Related to Sponsored Programs for Research, Training and Public Service" is available from any academic dean, or directly from the Grants & Contracts Office.







�From Faculty Senate bylaws – revised in 2006.





�Non-instructional and instructional academic staff performance evaluation procedures differ significantly.





�The Position Description Information heading contains no information in the current Employee Handbook.





�Current policy allows for Fixed-Term Renewable, Multi-Year contracts for emeritus faculty returning to UW-L to teach as IAS.  This practice should be extended to all IAS.


�Hearing and grievance procedures differ between NIAS and IAS.  NIAS follow guidelines and procedures outlined in UWS 11 & 13, while IAS follow the same guidelines and procedures as faculty – UWS 4 & 6.  (This has been revised throughout the documents.)


�Reflects Faculty Senate bylaws revisions made in 2006 that include all IAS under Faculty Senate governance and give each AS with a split appointment a one-time choice of governance - Faculty Senate or Academic Staff Council.


�Faculty status no longer exists at UW-L.  All IAS and AS with split appointments receive the equivalent of faculty status upon hire and/or choosing Faculty Senate as his/her governing body. 


�These definitions were added for increased understanding of the policies outlined in UWL 10.


�Specific appointment types are described in UWL 10.03.


�The current UWL 10.02 does not include any description of  the contents of the letter of appointment.


�Current UW-L policy does not include all types of fixed-term appointments described in UWS 10.03.  In addition, current policy regarding the granting of rolling horizon appointments does not reflect current UW-L practices, nor does it allow for flexibility in the granting of such contracts.  The suggested revised UW-L policy makes available a complete range of appointment types to best match the variety of academic staff positions, while providing flexibility for both programmatic and budget reasons.





The advantages of including all UWS academic staff appointment types in UW-L policy would far outweigh the disadvantages.  In fact, by making the policy inherently flexible, the only disadvantage would be the initial workload required for the Office of Human Resources to develop an appropriate computerized tracking system for academic staff.   The advantages, on the other hand, would be universal.


�This grid was designed for easy comparison of AS appointment types.


�Allows for a “probationary” period similar to the pre-tenure period for ranked faculty.


�This provides no guarantee of a more long-term contract.  It is simply a reminder that this should be considered on an annual basis (preferably at the time of IDP preparation).  Granting a longer term contract would be based on satisfactory performance, as well as departmental/programmatic needs and funding availability.


�This allows a probationary faculty to continue as an employee at UWL in the event that the decision was made not to covert his/her appointment to an indefinite appointment.  This would be most useful in the event that the decision was based on loss or lack of long-term funding and not on the individual’s performance.


�This, again, reflects the fact that hearing procedures for NIAS follow the guidelines in UWL 11, while IAS follow the guidelines in UWL 4.


�See UWS 10.05


�Allows for reduced notice periods for all appointment types in the case of financial emergency.


�UWS 12.10 requires reappointment with equivalent salary.  This revision simply adds equivalent title.


�Reflects the fact that IAS are now governed by Faculty Senate.





