
1 llni\•orsity ountcr 

2 • ·cogn itinn 

3 October 31, 202'5 

4 Pursuant to the . • 11ification of Representative and Order to Meet and Confer entered by the 
s Kansas Public Employee Relations Board on May 3, 2024. United Academics of KU, 
6 AFT-AAUP, AFL-ClO is the exclusive harga'ining representative for the bargaining unit, 
7 described as: Faculty and Unclassified Academic Staff with academic or rese.arch 
s responsibilities whether tenure track or non-tenure track, full time or part time for the purpo~e of 
9 meeting and confoning with respcc to grievances and C-{mditions of employment. 

10 Pursuant to the May 3, 2024 PERB Order, the following arc ,excluded from the unit: Supervisory 
11 e1uployecs as defined by K.S.A. 75-4322(b ). elected and numagement official as defined by 
12 K.S.A. 75-432::!(e), and confidentia1 employees as defined by K .. .A. 75-4322{c). With respect to 
13 those bargaining unit employees holding director positions, tlre parties agree that the job tides of 
14 Director and Division/Area Director are c.onsidered supervisory employees as such positions 
1s supervise other members ofthe bargaining ani1 and are accordingly excluded from the 
16 bargaining• unit Employees who bold the job titles of Assistant) Assodate and Program 
11 Directors, do not supervise other- barga,infog unit members and a:re included within the bargaining 
1a unit. 

~~-1Yl~ 
Mo.r,~ J. M'~r1Y\'c-,1 U~l'.u 



1 University Counter 
2 Purpose 
3 November19,2024 
4 

5 The intent and purpose of this Agreement is to provide for collective bargaining condtteted in good 
6 faith and the promotion of promote a sound and mutually benefi cial refationship between United 
7 Academics of KU, on behalf of the bargaining unit members, and the Employer within the 
8 framework provided bv the Kansas Public Employer-Emplovee Relations Act. K.S.A. 75-4321, et 
9 seq. ("PEERA"'). In accordance with this intent and purpose. H his Agreement is intended to 

1o establish and make clear the eon<litions of employment, as that term is defined within PEER.A at 
11 K.8.A. 75 4322(t),wages, hours, terms, and other -..-..·orking conditions ofemployment of bargaining 
12 unit members as allowed w1der applicable law; to further members' pursuit of excellence. 
13 innovation, and oollaboration: and to ensure the success of the University of Kansas' mission to 
14 educate leaders, build healthy communities~ and make discoveries that change the world. 

~ ~-m-~ 
fV'\o.(sk J. ,vl~rfY16 

~A~ 
~f ~artt A . 1; 1tkth¼e1.t'2--



l JNIVERSITY COl NTl!:H.-PROPOSALS 

All(; IJST 30. 2024 

Union #1 - Partirs to the grl'l'mcnt 

rhis 1 'lll1 I 1 \I cl n I • 

bet" n th ... l 1ni • 'rsit. ( rKnn~a • ,, I 111 

"Tm1l ~ ·r·· 

~+...~m • ·nt rt:c.l intc 

I 
1i I ii· 1 1 '" ) an<l l Jnitcd <.;a(.!cmic orth 

l 1nin~rsity of Kan1'as. Al·l-.\Al IP. /\Fl -( 10 (''l lnited Academic<.; of Kl I.• ··( l\Kl :· .. t 1mon",. 

13fi:'..~Ml/l A. ~IC lt1lM~£t1.--

4 f, ~ /-zaV-1 



1 

UAKU, AFT-AAU P2 

March 14, 2025 
3 

Availability of Agreement
4 

5 Within thirty da f . . . . 
. ys O rat1f1cat1on, the Employer will post the Agreement on the Office of6 F l acu ty Affairs w b • • · d 

7 A d . e Site ma Print-ready and full-text searchable format and notify Unite 
ca em,cs of KU f ·t · · d d 

8 tttlt~-ntta O I s P?stmg. Upon ratification of this inaugural ~greement, a.od:-11JcJu. :..e__ 
~~ ~- • ~ .tary-N-ottc-c-; the Employer and UAKU will each notify.send an emaH:9 
• ,u\,' Y11 TKt.;urrent b • •argainmg unit members how to access the Agreement. If the Employer10 h O 

c anges the location f th A . . . . . . 
t h . 0 e greement. the Employer will provide 1mmed1ate written noticeI 1 1 0 t e Union and •--iH d ..J........ • • • . . vv sen 8 ~t.ern email pf notification to all members of the bargt11mng12 unit with the ne~v link. 

~0~9.1vr • 
MA~l4¢r M~CiwY'Jd 

The Union reserves the right to add to, delete from, alter or amend this proposal. This proposal is made 
without precedent or prejudice to existing rights and entitlements, regardless of the character or source of 
same. Any tentative agreements reached between the parties on any proposals shall not become final 
until (1) the parties have reached final agreement on a full collective bargaining agreement, and (2) the 
Union membership has ratified the full collective bargaining agreement. 



1 UAKU, AFT-AAUP 
2 March 14, 2025 
3 Notices 
4 

5 Unless otherwise provided in this Agreement, the Employer and United Academics of KU will 
6 send all customary or required notices or communications by email. either by deli>1ery in person 
7 or by P:irst Class U.S. Mail addressed as follows below. The parties s.hall be_tequired to i to m 
8 o_oe_a o.ther_of the approprjate (epresentatives to re_c_e.ive commu.oicatiQns_a.nd_t9_pco_vide 
9 e.:.mail a.ddres_sesJor_sucb_rep e.s.entatiy_es._Email may be used prot1ided that a oopy is 

10 deliYered by the aforementioned means. If the contact information mailing address for either 
11 party changes, they will notify the other party as soon as reasonably possible. 
12 
13 ~er United AcademiG& of KU: 
1 4 President 
15 United AcademiGS of the Uni>1ersity of Kansas 
16 1919 DelCWJare St 
17 Lawrence, KS 66046 
18 
19 For the Employer: 
20 Uni~·ersity Pro>;ost 
21 1450 Jayhawk Bl~~ #250 
22 Lawrence, KS 66045 

--n~a~~100:~9 
(V\ ~4 (~'l ~ CM. fN'[:{ 

The Union reserves the right to add to, delete from, alter or amend this proposal. This proposal is made 
without precedent or prejudice to existing rights and entitlements, regard less of the character or source of 
same. Any tentative agreements reached between the parties on any proposals shall not become final 
until (1) the parties have reached final agreement on a full collective bargaining agreement, and (2) the 
Union membership has ratified the full collective bargaining agreement. 



1 UAKU, .AFT•AAUP 
2 October 29, 2024 
3 Dues Dedt.1ction 

4 Section 1 Authorization 

5 An employee may elect to authorize the Employer to deduct dues from their paycheck upon 
6 wntten request submitted to the State of Kansas Department of Adminrstrat1on on a form DA 193 
7 - Auth rizati n f r Pa r II Deduction mployee Organization Membership Dues. The Employer 
8 will apply tRe payroll deductlGA no ~ateF--than thirty days upon recEMpt from tho Sta~o of K.ansas 
9 Doparirflent of i!\dmmistiat1on. Authorized membersh1 dues deduc on shall become effective in 

1o , II enod oilowing the agency's processing of a properly completed DA-·' 93 form 
11 1 t nue each bi-weekly period thereafter until duly revoked 

12 A dtrect deposit authorization shall remain valid until written notice of cancellation is provided by 
13 the employee to the Employer. Dues deducted are not eligible for refund. UAKU will receive 
14 notification of cancellation through the State of Kansas Department of Administration reporting . 

15 Dues authorization terminates at the time of official separation/termination of employment and 
16 will require a new deduction form to be submitted through the State of Kansas Department of 
17 Administration at the time of rehire if desired by the employee. 

18 Section 2 Notice of Rates 

19 UAKU will follow the State of Kansas Department of Administration process to establish and/or 
20 change the dues rates . The State of Kansas Department of Administration will notify the 
21 employer (University of Kansas) of any rate changes which will be implemented by the 
22 beginning of the next available pay period. Dues deducted from participating employees vii oe 
23 reflected in the pay advice issued. UAKU 'Nill be responsible for all other nottflcatIons to ~he1 
24 membership regard ing dues changes. 

25 Section 3 Remittan,ce 

26 
27 
28 
29 
30 

.., n FO 01 C e LI 0 
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The Union reserves the right to add to, delete from, alter or amend this proposal. This proposal is made 
without precedent or prejudice to existing rights and entitlements, regardless of the character or source of 
same. Any tentative agreements reached between the parties on any proposals shall not become final 
until (1) the parties have reached final agreement on a full collective bargaining agreement, and (2) the 
Union membership has ratified the full collective bargaining agreement. 



UAKU, AFT-AAUP 
July 19, 2024 

Labor-Management Meetings 

The Employer and the Union agree to hold regularly scheduled Labor-Management meetings at 
mutually agreed upon times. through their designated representatives The purpose of these 
meetings shall be to discuss anything relevant to the relationship of the two Parties. 

During the first twelve ( 12) months following, ratification of this Agreement, the parties 
agree to meet at least every ninety (90) days. Thereafter, such meetings will be held at least 
once each Fall, Spring, and Summer term. Additional meetings may be scheduled or canceled 
by mutual agreement. A mutually agreeable place and time shall be established for any meeting 
called 

The number of representatives shall not exceed eight (8) per party, except by mutual 
agreement of the parties. 

The parties will exchange agendas at least two (2) business days prior to a regularly 
scheduled meeting. 
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I U nive rs ity Counter 
2 Union Rights 
3 December 22, 2025 
4 

Se~~i.on 1 Use ~f Facilities. UAKU and its members may use available university 
6 fac1ltt1es. UAKU ts responsible for ensuring availability and making necessary
7 arrangements by using the KU Office of the Registrar's room reservation form . 
8 
9 Section 2 Notice of Officers. UAKU will advise the Employer, in writing, of all elected 

officers and alternates who have been designated by the union and of the effective 
11 date(s} of such designation. UAKU shall advise the Employer of any changes within a 
12 reasonable time, preferably within fourteen (14) business days of any election or 
13 appointment. 
14 

Section 3 Communication. UAKU shall have the right to communicate with its 
16 members and the members of the bargaining unit, and such members have the right to 
17 communicate with each other directly. UAKU and its members shall be permitted 
18 reasonable use of university telephones, computers, email accounts. and other 
19 infom1ation technology for these purposes. Such use should be in accordance with the 

University's Acceptable Use of Electronic Information Resources policy: 
21 https ://policy. ku. ed u/lT / Accepta bleU se. 
22 
23 Section 4 Orientations. UAKU shall have the right to make a presentation of 
24 approximately ten (10) minutes and distribute information at the end of orientations that 

include new bargaining unit members. 
26 

I21 Sectio n 5 Reasonable Time. Designated UAKU representatives including elected 
28 officers and department or unit-level stewards shall be granted reasonable time during 
29 their regular work hours for: 

a. Handling grievances and other workplace complaints on behalf of UAKU; 
31 b. attending investigatory meetings and/or due process hearings involving 
32 represented employees; 
33 c. participating in coilective bargaining sessions, or meetings, appeals and hearings

I 34 within the grievance and arbitration procedure, administrative hearings before 
PERB related to UAKU or its collective bargaining agreement; 

36 d. attending labor-management meetings; and 
37 e. providing information to newly hired employees at employee orientations. 
38 
39 Upon written request by UAKU, no later than December 15 for use in the spring tenn. by 

May 15 for use in the fall term, and by March 15 for use in the entire summer term. KU 
41 2ill pro¥ide 15 credit hours of course release (or the eq~valont from professional 
42 performance) per each fall , spring, and summere--te,:m to be used by desig.Aatea 
43 representati¥es who have not yet recei~;ed ootice of aµf}emtment--fOf-tRe- rele¥ant teATI 
44 before the above dates, UAKY-will-natify-KY-maAa§emeAt-wtthifl.~business days of 

the member(s) in question recei~A§-their-efffGiaJ~e-Hc&Gf-af;)f)Ointment. 
46 

https://policy.ku.edu/lT/AcceptableUse
https://Se~~i.on


47 
48 
49 
50 

Section 67 - Conferences/ 5 I 
52 - - eave er year for use by d~signated 
53 The Employer will provide a total ?f ten days of I f ~he purpose of attending 
54 bargaining unit faculty or academic staff m_embers_ or -d endorsed by UAKU. UAKU 

. . h mming sponsore or
55 conferences, trainings, or ot er progra . . ·t embers for eligibility for leave 
56 may designate no more than two (2) bargarnrng urn ~ . . im act ay 

under this Section. Leave taken pursuant to this section will not P P •57 
58 
59 Section 7 - Stipen_d - Union Activity 
60 

(a) Two stipends of $9,000 per academic year shall be granted for use by the61 
62 elected officers of UAKU. The stipends may be used to purchase OOUfSB f 

· tt· F p rpose o
63 releases for course or professional performance for such o ,cers. .or u. 
64 this provision, a course release shall be valued at $4,500. Officers 1ntendmg to 
65 utilize a stipend to fund a GOOfSe-release must provide their Unit, Office of Faculty 
66 Affairs, and Human Resources notice of such intent at least three (3) months 
67 before the commencement of the semester of the course release. NGA 
68 instructional faculty may be designated for a comparable amount of release tifRB-: 
69 
70 (b) No more than two employeesbargaining unit members from any college/unit. nor 
71 more than one employee bargaining unit member per fifteen 
72 emploveesbargaining unit members per departmenl/unit, shall be granted a 
73 course release at any one time. 
74 
75 c) At its discretion UAKU may purchase additional time per year at the same rate , 
76 up to $13,500 equivalent to three releases.-. ~Releases shall follow 
77 guidelines in a) and b). Additionally, no more than 2 of the additional releases 
78 shall be used within the same college/school/library. 
79 
80 
81 Section 8 Bargaining Unit Data. The University shall provide information about all 
82 members of the bargaining unit on the first business day of eachtAe month .&Bf 
83 ~€m~er. F.e~r1:1ary and July. J;0r: newly hired employees. the Employer shall p~e 
84 mformabeR within ry«aen days ef-t~ff&.- This information will be provided at no 
85 ~ost to ~AKlJ and ,~ ~ mutually agreeable format. The list shall include the following
86 information, unless ,t Is not applicable or not available to the University: 
87 
88 a. First name (legal name and preferred name in use by the faculty member) 
89 b. Last name (legal name and preferre,d name in use by the faculty member) 
90 c. Middle name or initial (if provided) 

91 d. Year of birth 



94 

95 

96 

97 

198 

99 

100 

101 

102 

103 

104 

105 

106 

107 

108 

e. Unique ID number . 
p . . (consistent over time for each Employee) 

f. os1t1on Number 

g. Job title 

h. Job Code 

1. Supervisofs name 

j • School or college 

&_Area of responsibility-(Number and Name) 

k.l. Location 

h_m_. __ KU assigned e-mail address and personal e-mail address (as available) 

Rt_n. __ KU assigned phone number and personal phone number (as available) 

Current mailing address on file 

e-:..._p_. __ Status as to the following classifications: 

1. Employment Classification (e.g., A-Unclassified Academic Staff) 

2. FLSA Status (e.g., Professional) 

3. Employment Status (e.g., Regular or Temporary) 

4. Tenure Status (e.g., TEN-Tenure, NTK-OnTrack, NA) 

5. Contingent Upon Funding 

109 ~q. Original hire date 

110 <l:LFTE 

111 f.7~Rank and effective rank date 

112 s.L_Pay Group (e.g., LFC, LCT, CUX, CUN) 

113 l-=!:h,Biweekly Base Rate 

114 ll.V. Annualized base rate compensation 

115 v.w. Job status (Leave or Active) 

116 w.:x. For non-tenure appointments 

117 1. Effective date of current appointment 

118 2. Expiratiin 
1
dfte of current arpoint1ent 

~ VI\. \ ol-\d'd"I~ 

~ff'u--.<W\~ 
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1 Universit y Counter • 
2 l\1nnn grmcnt Rights 
3 December 22, 2025 
4 

The University and the Board of Regents shall retain and rese rve all rights, powers and 

6 authority vested in them to manage the University, except as limited by applicable law and 

7 by thi s Agreement. The right to manage shall include but not be limited to the right to: 

8 a. direct the work of bargaining unit members; 

9 b. hire, appoint, promote, grant tenure, transfer, train, assign and retain employees in 

positions within the University; 

11 c. discipline, suspend, or discharge employees for proper cause; 

12 d. relieve employees from duties or non-renew appointments because of lack of work, 

13 lack of funds, or for other legitimate reasons, as described and in accordance with 

14 the processes in this agreement; 

f. take actions as may be necessary to carry out the mission of the University in 

16 emergencies ; 

17 g. determine the methods, means and personnel, by wh ich operations are to be 

18 carried out and determine the size and c9mposition of the work force; 

19 h. determine the mission and goals of the University: its schools, departments and . . 
programs and the method and means necessary to fulfill the mission and goals; 

21 , . dfil.filfllinitiie.gr.e_e_p_ro_gr_am S_JHlil Le..Qu iLements . .c..QUIS..e_offMi ngs.._sch.e dules .an..d 
22 format . .and all oJh.er~.ad.emic_s.tand.ar.ds, polLcie.s an'ct_procedures; 

23 j. estabJish r.e.asonable work rules; 

24 k. set standards, qualifications and performance expectations; 

l. plan, govern, and control the University as permitted by law; 

26 m. promulgate and/or amend...any and all policies, rules, regulations. directjves. and 
27 orcters_prov.ioe.d s.uch are noun conflict with this MOA; 

28 n. determine the control and use of University buildings, property, material arid 

29 equipment; and, 

o. operate the University in accordance with all applicable federal and state laws. 



31 The foregoing enumeration of the management rights of the Employer shall not be 

32 determined to exclude other rights granted by state or federal law. Further, this agreement 

33 is not intended to supersede any subject controlled by state or federal law, or to deny 

34 employees of the University of any rights afforded to them by statute except as expressly 

35 waived by the terms of this agreement. 

36 The management rights referenced above do not constitute a waiver of UAKU's right to 

37 meet and confer over grievances and conditions of employment as required by State law. 

38 

39 Nothing in this Article is meant to restrict the role or authority of established inst itutions of 

40 shared governance at the University of Kansas, including the Faculty Senate and University 

141 Senate, from exercising their rights to create andfor recommend policies and practices 

42 regarding the operation of the University of Kansas. 

½ ~~V\JJL 
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'.-~ 1 Public Service Loan Forgiveness,.~ 
., 
) 

2 May 6, 2025 

I 
~ 

3 
4 Notice of Eli2,ibility 
5 The employer will make available on its HR website general information regarding the Public 
6 Service Loan forgiveness (PSLF) Program to enable employees to enroll in the program, as 
7 eligible. 

8 At least once each academic year. the employer will provide written notice to all bargaining unit 
9 members, informing them of the PSLF program on the KU's HR wcbsitc.-we»--as information 

10 sufficient 10 enable employees to enroll in these programs. Infonnation will also be provided to 
11 new employees during new employee orientation. Additionally, this information will be provided 
12 upon an employee's request by HR when contacted .. 

13 Completion of Forms 
14 The employer shall accurately complete the appropriate section(s) assigned to the employer 
15 within the PSLF fonn .. The employer will complete a hard copy and/or a digital copy of the 
16 form, as requested by the employee and, in the case of digital submission, the employee wiJI 
17 promptly and correctly submit the required information in compliance with the requirements of 
18 the digital system currently accepted by the federal government. 
19 
20 Information to UAKU 
21 The employer shall reference the union as a resource during the notification process . 
22 
23 

~k~ri\:~ 
Mf.iR<:>~A- JM'::CAffN~ 



1 University Counter 
2 January 14, 2025 
3 Academic Freedom 
4 
5 Academ c Fr edom applie to all members of the bargaining unit. 
6 
7 UAKU and the University recognize that academic freedom is necessary for filL bargaining unit 
8 members to do their jobs. Academic freedom includes the right to freedom of inquiry, 
9 expression. and assembly. Academic freedom has three facets, characterized in the AAUP 

10 1940 stateme t as "freedom in research and in the publication of results," "freedom in the 
11 classroom" m the d1scuss1on of the subject, and freedom "from institutional censorsh ip and 
12 discipline" when a member "speaks or writes as a citizen." 
13 
14 The University has long recognized academic freedom in its policies. Existing academic 
15 freedom guidelines can be found in the Faculty Code of Rights, Responsibilities, and Conduct 
16 (Right I of Article Ill) and The Faculty Senate Rules and Regulations (including 6.1.2 and 
17 6.1 2.1 ). which themselves subscribe to the AAUP 1940 statement on Academic Freedom and 
18 Tenure w,th 1970 Interpretive Comments. 
19 
20 - he rigor of research, discovery, creative and teaching activities by 
21 a r_se r ers and scholars evaluate progress in their pursuit of fact and truth, 
22 cement of knowledge by protecting the ability of faculty and academic 
23 o no ledge·claims based on standards set among scholars in their 
24 

25 Acace,.,. c eedorn does no• reli e.-e the faculty or academic staff from obligations to conform to 
26 e reg.., •emen s and po cies of the Board of Regents, university and specialized accreditors. 
27 t e ni ersity. e academ ic unit or the discipline. Such matters include but are not limited tq. 
28 co rse coverace or content. research methods and safeguards, or class requirements. F,aculty 
29 and acade ic staff are sub1ect to the responsibilities set forth in the Faculty Code of Rights, 
30 Respo s bi i ·es. and Conduct including the obligation to teach courses in their department / 
31 sc• ool in accordance w th the needs. requirements and expectations of the unit and the general 
32 reg~ire ents concern,na the conduct of classes specified in various University regulations . 

33 The AAUP Statement on Academic Freedom and Tenure recognizes th:~~: ~~~~C. 
34 judge facu.Lty me.mb.er.s' p1.0fe.ss.ion..aruUnstitutioo by what they say. F 
35 should therefore endeavor to be accurate, restrained, and respectful of other opinions. 
36 
37 .... 
38 
39 APPLICATION 
40 Section 1. Scholarly; Professional, and/or Creative Work. Bargaining unit members are

I41 entitled to freedom in their scholarly, professional, and/or creative work. Members 
42 have the right to access and acquire information and materials relevant to their expertise and/or 
43 professional capacities and they have the right to disseminate the results of their work . 
44 

J 4s Section 2. Teaching and Educational Activities. Bargaining unit members have the JCademH; 
46 freedom to teach and engage, both in and outside of their Institutional locations, such as 
47 classrooms, laboratories, museums, and libraries. This freedom Includes the examination of 
48 controversial issues when such issues are germane to the subject matter of the course a 

4903-1479-4n2, v. 1 
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63 bargaining unit member is teaching or the educational activity in which they are engaged. This 
64 freedom includes but is not limited to the selection of instructional materials and course content, 
65 the assessment of student perform ance, and the planning and implementation of programs for 
66 the public. These rights are subject to established oversight of collections, curriculum, and 
67 instructional materials within units, departments, programs, museums, or libraries. They are also 
68 subject to KBOR pohcy, university policy, state, and federal lav.t, as well as other regulations 
69 such as accreditation rules. 

70 Section 3. Personal Expression. The Employer shall not attempt to control the personal 
71 opinion of. nor the public expression of that opinion by, any bargaining unit member. When 
72 speaking in their personal capacity, bargaining unit members have the right to the same 
73 freedom of expression as other individuals regarding political rights and privileges, without fear 

7 4 of institutional censorship, reprisal, or discipline. 

75 When bargaining unit members speak or write in their personal capacity, they may identify their 
76 university affiliation so long as in doing so they do not state or imply any university sponsorship 
77 or endorsef!lent. o t tr g 1n hts sue ,on, however, shall obligate the University to provide 
78 support, public or private, for bargaining unit members expressing their personal opinions or 
79 engaging m other public expression in their personal capacity. 

80 

4903-14794n2. v. 1 
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1 University Counter 
2 Shared Governance 
3 November 21, 2025 
4 

Preamble 
6 The parties recognize and support the role of shared governance bodres at the University. This 
7 Agreement is not intended to limit bargaining unit members' rote in governance as provided by 
8 University, school, regional campus, library, department and other academic unit policies and 

I 9 bylaws. The parties subscribe to the principles and standards of shared governance ~a~ 
defined and articulated by the AAUP Statement on Government of Colleges and Universities (a 

11 joint formulation of the American Association of University Professors, the American Council on 
12 Education, and the Association of Governing Boards of Universities and Colleges), the 1969 
13 Kansas Board of Regents charter of governance bodies. and the shared governance bodies of 
14 the university-Faculty Senate, University Senate, and their committees. 

16 All faculty and academic staff have a right to participate· in shared governance institutions at KU, 
17 as described in the governing documents of those institutions. :f,l:i~mf}1&y-ef-WUI not uniJa1ei=aUy 
18 alter the organi2mtional struGture, ineluding-t.he-r-olos and respons+t»~ies, decision making. or 
19 ~l:lflGtion, of the Uni\lersity Senate nor the F-as+:.ilty Senate. 

21 The Kansas Board of Regents is created by Article 6 of the Kansas Constitution and is 
22 empowered by the Kansas. Legislature. The Board is responsible for the control, supervision, 
23 and operation of the state universities in Kansas. Subject to the policies, rules and regulations of 
24 the Board of Regents, the chief executive officer of the University of Kansas shall administer the 

affairs of the unmversity. The Board of Regents holds the chief executive officer responsible and 
26 accountable for all university operations. 
27 
28 The Board of Regents by the adoption of a charter granted March 20, 1969: (1) approved the 
29 University Senate Code; and, (2) chartered the bodies identified in said Code, including 

University and Faculty Senate:s. The jurisdiction of University Senate is defined in the University 
31 Senate Code at Article I, Section 8. The jurisdiction of the Faculty Senate is defined within the 
32 University Senate Code at Article II. Faculty Senate: Structure and Functions; Section 5. 
33 Functions and Powers; Section 2.5.2. The University agrees to follow all procedural orooesses 
34 which have an effect upon the terms and conditions of employment for employees within the 

bargaining unit as provided within University Senate Code, University Senate Rules and 
36 Regulations and Faculty Senate Rules and Regulations. Grievances alleging that the University 
37 failed to follow such procedures shall begin at Step Three of the grievance process outlined in 

38 Article XX {grievance procedure). 
39 

Core Mechanic 
41 Except as otheP11ise pro•..iided in this agFeement, faculty, academic staff, and tt:ei_F refo~·ant 
42 governing bodies shall have primary authority to make decisions on mat.te~withm t~ 
43 jl:lrisdictioR. Even though the president and board may possess finat-autR~~lh-oo 
44 hese matters, c0ASt:.1lt Y.4#:i-aAG-&GooU-feeebaek-from faculty on decisjoo-making l)feGesses-KY 

shall concur with their judgment O>EGept in rare instances and for compelling reasons. which mli&t 

46 ee provided in a detailee i.witten statement. The faculty, academic s~aff, andioF the rel~•.,ant . 
47 9G¥erning body shall, following such communication, ha¥e opportunity for furtRer consiEl&r-atieA 
48 aAd-fuftfl~-ef-lts-views to KU .. 
49 



50 UAKU, as the elected bargaining representative for f acuity and academic staff at the University
I 51 of Kansas Lawrence and dw rd~ 111 u , retains the exclusive right to meet and confer with 

52 respect to grievances and conditions of employment as defined respectively at KS.A 75-
53 4322(u) and (t) for the members of the bargaining unit. UAK W4U h' ve ;j %3t m+-aAlf 
54 oommitte~•~-th i n w Ghtef-001 iPis-trato , incl H:hng but not limited to the 
55 Ghancellor and-the-provost-: 
66 

1Y1~0ktnrr 
Mar~ J. M~car~"t· o~¥-J 

c.,. 



Package: Financial Exigency, Academic Program Discontinuation 
Black = language we've previously agreed on 
Red = KU management"s language 
Blue ;; UAKU proposed changes 

UAKU, AFT ·AAUP 
Financial Exigency 
November 17, 2025 

1 Except where altered by this article, in the event that the Employer intends to declare financial 
2 exigency, the Employerwill follow University Policy and Procedures Concerning Financial 
3 Exigency {USRR Article VII}. \Nhere this article conflicts, this article takes precedence. Provided 
4 that the procedures in Article VII and this Article are followed, the following substantive 
5 determinations are non--grievable: (1) the determination by the Chancellor as to the existence of 
6 a financial exigency pursuant to USRR 7.2.1; and, (2) the determinations of the Chancellor at 
7 the unit level pursuant to USRR 7.2.2 ; (3) the outcome of the appeals process laid out in 
8 7.2.3.2 through 7.2.3.5; and (4) the outcome of the appeals process laid out in 7.3.3.3 through 
9 7.3.3.5. 

10 All grievances alleging that the University failed to follow the procedures within Article VII of 
11 USRR shall begin at Step 3 of the Grievance and Arbitration process outlined in Article XX 
12. (Grievance and Arbitration). 

13 Prior to the release of any individual faculty member with an appointment with continuous 
14 ten~re, or ef a pFOeationary or spesified appointment, the process within USRR 7.2.3.1 shall be 
15 followed. Specifically, the Chancellor shall consult with faculty, students and administrators of a 
16 designated unit as well as UAKU in arriving at the determination of which individual faculty unit 
1 7 members are to be released. Such consultation shall in all cases include consultation with 
18 individual faculty members and their Union representative before they are designated for 
19 release. The principal criterion shall be the ability of the unit to carry out its teaching, research 
20 and service mission most effectively. 

21 Bargaining unit+aGl:ffty members to be released shall be given every opportunity to relocate 
22 internally, and all units throughout the University shall make every effort to assist released 
23 bargaining unit members to be relocated internally. As an alternative to the release of any 
24 acul member due to fmanc,al exigency. the parties may agree upon a plan for fractional 
25 appo1n men pursuant to USRR 7.2.2.6 and 7.2.2.7. 

26 Bargaining unit members are afforded union representation rights in pursuit of any appeal of the 
27 Chancellor's decision to release a tenured-bargaining untt member pursuant to USRR 7 .2.3.2 
28 through 7.2.3.5. ~m;:Uoh of such awe«at~s-GR-a~be final ane-a~ 

29 To ensure that UAKU is apprised of all proceedings relating to financial exigency, University 
30 Administration will copy UAKU on all University Administration required notices under USRR 
31 Article VII. 

32 Severance 

The Union reserves the rigtlt to add to, delete from, alter or amend this proposal. This proposal is made 
without precedent or prejudice to existing rights and entitlements, regardless of the character or source of 
sarne. Any tentative agreements reached between the parties on any proposals shall not become final until 
(1) the parties have reached final agreement on a full collective bargaining agreement, and (2) the union 
membership has ratified the full collective bargaining agreement. 



33 If U:\e tt3 ur d fac.; It • n Unclassified Academic Staff who have been ro Crbar9aining un.t 
34 member~&) to !J8 r~leased can~o~ be relocated within the University, the Chancellor shall 
35 communicate m wnting the dec1s1on and the reason for it to such designated individual(s), with a 
36 copy to UAKU, at least one full year before the effective date of release. 

37 If pre-tenure faculty and Unclassified Academic Staff who have not been promoted to be 
38 release~ .cannot be relocated within the University, the Chancellor shall communicate in writing
39 the dec1s1on and the reason for it to such designated individual(s), with a copy to UAKU, in 
40 accordance with FSRR 6.4.3.1. 

41 If non-tenure bargaining unit members with one ( l) or more years remaining on their current 
42 appointment to be released cannot be relocated within the University, the Chancellor shall 
43 communicate in writing the decision and the reason for it to such designated individual(s), with a 
44 copy to UAKU, at least six months before the effective date of release. 

45 Reinstatement of Bargaining Unit Members 

46 After emergence from financial exigency, bargaining unit members who are reinstated will return 
47 at the same or higher rank as they held prior to financial exigency. If no such position exists. at 
48 the bargaining unit member's election, the member may express interest in placemen 1thin 
49 other available positions which are not at the same or higher rank, Job classification, and salary 
50 within the University. The reinstatement rights of released, tenured faculty members due to 

51 Financial Exigency shall be in accordance with USRR Article VII, Section 7 .3.3. Faculty 
52 members who claim that their reinstatement rights have been infringed shall have the right to 
53 Union representation in any appeal to the Faculty Rights Board pursuant to USRR Section 
54 7.3.3.3 through 7.3.3.5. E><haustion of such appellate righls shall be final and binding. 

1he union reserves tne ngnt to aoo to, aetete from, etter or amena th15 proposa~.t~:':~:r::.:~~:=~~:e of 
without precedent or prejudice to existing rights and entitlements, regardless~ shall not become final until 
same. Any tentative agreements reached between the parties on any pr_oposa . 2 the Union 
(1) the parties have reached final agreement on a full collective bargaining agreement, 3 " d ( ) 
membership has ratified the full collective bargaining agreement. 



Package: Financial Exigency, Academic Program Discontinuation 
Black= language we've previously agreed on 
Red = KU _ ment's language 
Blue = UAKU proposed changes 

UAKU, AFT-AAUP 
Academic Program Discontinuation 

November 17, 2025 

1 In_ the event th~t academic programs are discontinued, the employer must act in accordance 
2 with USRR Article VIII, the Policies and Procedures Regarding Academic Program 
3 Discontinuance (USRR) except as altered by this agreement. 
4 Provided that the procedures Article VIII are followed, the following substantive 
5 determinations are non-grievable: (1) the determination by the Chancellor that an active 
6 academic program discontinuance for active programs pursuant to USRR 8.2; aoo (2) the 
7 determinations of the Chancellor that an inactive academic program will be discontinued 
8 pursuant to USRR 8.3; (3) the outcome of the appeals process laid out in USRR 8.4.4.4 through 
9 8.4-4.6; (4) the outcome of the appeals process laid out in USRR 8.4.7. 

10 The substaAti~•e Eletem1ination by the Chanoellor that an academic program will be 
11 disoontin1:1ed purs1:1ant to either USRR Section 8.2 for active programs, or purs1:.1aRt to 
12 USRR SeGtion 8.3 for inactP..~e programs is non grievable. 
13 
14 All grievances alleging violations of this article shall begin at Step Three of the 
15 Grievance and Arbitration process outlined in Article XX (Grievance and Arbitration) 
16 
17 Relocation of Bargaining Unit Members Due to Program Discontinuation 
18 
19 Before a required notice of the intent to dismiss is given, every reasonable effort shall be made 
20 to place the bargaining unit member in another suitable position at the same or higher rank, job 
21 classific-ation, and salary within the University. If no such position exists, at the bargaining unit 
22 member's election, the member may express interest in placement within other available 
23 positions which are not at the same or higher rank, job classification. and salary within the 
24 Univernity. 
25 
26 If placement in another position would be facilitated by a reasonable period of retraining, 
27 financial and other support for such training will be provided by the Employer. 
28 
29 Tennination Not for Cause Due to Program Discontinuation 
30 Dismissal of an appointment with continuous tenure, or of a probationary or specified 
31 appointment before the end of a specified term, may occur as a result of Program 
32 Discontinuance. Such a dismissal shall be in accordance with USRR Section 8.4. 
33 
34 The Provost, upon the recommendation of the appropriate Dean, shall recommend to the 
35 Chancellor which faculty members within the discontinued program are to be dismissed. Before 
36 making a recommendation to the Chancellor, however, the Provost shall permit a faculty 

The Union reserves the right to add to, delete from, alter or amend this proposal. This proposal is made 
without precedent or prejudice to existing rigtlts and entitlements, regardless of the character or source of 
same. Any tentative agreements reached between the parties on any proposals shall not become final until 
(1) the parties have reached final asraement on a full coUective bargaining agreement, and (2) the Union 
membership has ratified the full collective bargaining agreement. 
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55 

60 

65 
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37 member recommended for dismissal by the Dean in consultation with their UAKU representative 
38 to submit to the Provost in writing reasons and evidence why the recommendation of the Dean 
39 was biased or inappropriate. 

41 A 1it , member or UAKU may appeal a dismissal due to academic program 
42 discontinuation in accordance with USRR Sections 8.4.4, 8.4.5 and 8.4.6. Bargaining unit 
43 members are afforded union representation rights in pursuit of any such appeal. 
44 t ., -1 -~11 be final and binding. 

46 Grievances alleging that e University failed to follow the procedures outlined in USRR 
47 Section 8.4-wt violated-shall begin at Step Three of the Grievance and Arbitration 
48 process outlined in Article XX (Grievance and Arbitration). 
49 

To ensure that UAKU is apprised of all proceedings relating to academic program 
51 discontinuance, University Administration will copy UAKU on all University Administration 
52 required notices under USRR Article VIII. 
53 
54 Conside,ationa for Order of Dismissal Not for Cause 

Typically, bargaining 1;1nit memeer& in job slassifiGatiens with oontinuo1.1s tenl:Jr-e will be prieF~iz;ed 
56 fer Faentien o►.ter tf:lose witl=lout GOntinuoYe ten1;1re, aAEI bargaining 1:1nit RleFAbeFS on m1:11ti year 
57 speGifieC:1 teff'FI appointments will be prioriUzed O¥er those an ene year or ane seRle&ter 
58 appointments. 

59 The Employer may make eMceptions ta this order based on the needs ef the academic unit and 
ttle aGa~emie wnlt's Eletei:minaiion of which eargaining 1:1nit memeeFS t:latJe the best skins and 

61 aililies te aeeomplisl=I fwt1:1Fe wor:k. 

62 &everanGe 

63 Bargaining unit RleFAbeFS F'.ae1;1lty on GOntinuous tenur:ed appeintments v.•ho aFe scheduled for 
64 dismissal fur reasons of Program Discontinuance ai:e covei:ed by USRR 8.4.3. 

Sar-gaining unit RlembeFS without oontinl:lous tenl:lred appointments and who aFe not otherwise 
66 releGated withiA the Uni¥eF£ity for the remainder of their appointment will recei~e WFiHen netiea 
67 et dismissal net fer cause from title ChanGellor, with a &epy to UA.KU, at least eAe full year 
68 befeFe the effeeU~e date ef release, and •.-.,ill Fe6ei¥e their NII salary El1:1ARfJ this peFiod. 

69 lfttte 1Jar9aining unit memher-{s} te be released &annot be Felocated w+tA~n the Unive~ity, tl=le 
Cl=lanGeller ehall Gemmunicate in writing the decision and the reason fer it te swdl dea19natad 

71 iAdi>lidwal(&)1 witl=I avepy to UAKU, at lea&t one full year befor-e the effeGtit1e date of release. 

72 Reinstatement of Bargaining Unit Membera 

73 The reappointment rights of dismissed bargaining unit members due to Academ~ Program 
74 Discontinuation &hall be in accordance with USRR Article VIII, Section 8.4.7. Gnevances 

alleging violation of reinstatement rights shall begin at Step Three of the Grievance and 
The Union reaeNes the right to add to, delete from, alter or amend this proPQsat. This proposal is made 
without precedent or prejudice to existing rlSflts and entitlements. regardless of the character or source of 
same. Arf'/ tentative agreements reached between the parties on any proposals shaU not become final until 
(1) the parties have reached final agreement on a full collective bargaining agreement, and (2) the Union 
membership has ratified the full collective bargaining agreement. 

https://oontinuo1.1s


76 ~itration pr~cess ou~ined in ~cle XX _(Grie~ance and.Arbitration). Faculty members who
77 claim that t~e1r _reappointment nghts have been infringed shall have the right to Union 
78 represe~tat1on many appeal to the Faculty Rights Board pursuant to USRR Section a4 7 
79 Exhaustion of such appellate Fight& shall tle final and binding. • • • 

11 NoJ 21.r2.f"~(j,1Yl'~ 
Mars-&ut J. M~l\irtn'D, uA\l.0 

. 
The Union reserves the rfSht to add to, delete from, alter or amend this proposal. This proposal is made 
without precedent or prejudice to existing rights end entitlements, regardless of the character or source of 
same. Any tentative agreements reached between the parties on any proposals shall not become final until 
(1) the parties have reached final agreement on a full collective bargaining agreement, and (2) the Union 
membership has ratified the full collective bargaining agreement. 
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Black: Language both sides have agreed on 
Red: KU management's language 
Blue: UAKU proposed changes that we are accepting or striking 

University Counter 
Appointments 

December 22, 2025 

1 A. Faculty Job Series and Titles 

2 The job titles identified in this Article are recognized for positions within the bargaining unit. The 
3 University reserves the right to establish new job titles and/or to eliminate job titles for positions 
4 within the bargaining unit. Changes, additions, or discontinuation of titles do not alter the 
5 bargaining unit as defined in Article_ (Recognition). The University will provide notice to the 
6 Union of any new or eliminated job titles and the parties shall then meet and confer over the 
7 effect(s) of the proposed change. 

8 Position descriptions for the following job titles will be established by the Provost, listing the 
9 primary duties and responsibilities assigned to the position, qualifications, essential functions, 

1 O allocation of effort and other job-related information. Position descriptions may be developed by 
11 each school to provide specificity to the job but must remain consistent within the defined job 
12 title. Specific job descriptions must be approved by the designated Dean or Vice Chancellor for 
13 Research and Human Resources. 

14 There are three classifications of bargaining unit positions, with separate and distinct 
15 responsibilities and professional rights: tenure line faculty, instructional faculty, and unclassified 
16 academic staff. 

Tenure Line 
Faculty 

Instructional Faculty Unclassified Academic Staff 

Professor• 
Series 
Librarian • 
Series 

Teaching Professor • 
Series 
Professor of the• 
Practice Series 
Lecturer Series • 

• Instructor 
Visiting Professor• 
Series 

Scientist Series (until title discontinuation • 
process complete) 
Specialist Series (until title • 
discontinuation process complete) 
Research Professor Series • 
Clinical Professor Series • 
Curator Series • 

17 

18 Some bargaining unit members may have additional working titles (including but not limited to 
19 Academic Program Associate and Director of Graduate Studies) that reflect part of their 
20 expected job duties and assignments and which are included in calculating FTE and allocation 
21 of effort. 

22 A.1. Tenure Line Faculty: 

23 The tenure-line faculty classification includes the Librarian and Professor series with ranks of 
24 Assistant, Associate, Full, or Distinguished (a title of Librarian or Professor with~ut Assistant 
25 Associate, or Distinguished before it is understood to denote Full rank). The rank of assistant is 
26 untenured. The rank of associate is typically tenured but can be untenured in some instances 



- ---

fi es may apply for some 
. t Special titles and pre ,x d named/foundation titles. 

based on the terms of initial apy'~::~~;lude: Acting, Courtesy an
27 

tenured or tenure-track faculty. 28 

29 
A.2. Instructional Faculty . .30 . . ludes the following. 
The Instructional Faculty classi~catron ,nc31 
(A.2.1) Teaching Professor Serres .32 
(A.2.2) Professor of the Practice Serres33 

34 (A.2.3) Lecturer Series 
35 (A.2.4) Instructor 
36 (A.2.5) Visiting Professor Series 
37 . . 0 r e Lecturer who are on a temporary, 
38 Bargaining unit members wrth t~e titles o~ ~ec!urer or . n ,n ent will retain their title until the 
39 single-term appointment at the t,me of ratrficat,o~ ?f th1s _agreem ·th titles of Lecturer, Online 
40 end of their current contract period. Other bargarnr~g unrt members WI • Lecturer/APA 
41 Lecturer, Lecturer/APA, Online Lecturer/APA, Multrterm Lecturer, an~ Multrte:m d f th . 

prior to the ratification of this Agreement may continue to hold those title~ unt1~ the en ° e,r42 
43 current appointment period or until they are promoted via the processes rn A~rcl~ __ 
44 (Promotions), at which time they will become Senior Lecturers, if that promotion rs before the 
45 end of the current appointment. Individuals who are re-titled from Multi-Term Lecturer to 
46 Lecturer may continue to represent themselves using the working title Multi-Term Lecturer. 
47 Multi-Term Lecturers and Online Lecturers with or without the APA designation retain the same 
48 appointment terms as Lecturers as described in this Article. Units may consider an individual's 
49 request for an early review for a title reassignment, within the unit's annual review cycle. 

50 Bargaining unit members in these classifications are not eligible for tenure. 

51 A.2.1 Teaching Professor Series Rank Definition: 

52 A.2.1. 1. Assistant Teaching Professor 
53 A.2.1.2. Associate Teaching Professor 
54 A. 2. 1. 3 Teaching Professor 
55 
56 A.2.2 Professor of the Practice Series Rank Definition: 

57 A.2.2.1. Assistant Professor of the Practice 
58 A.2.2.2. Associate Professor of the Practice 
59 A.2. 2. 3 Professor of the Practice 
60 
61 A.2.3 Lecturer Series Rank Definition: 

62 A.2.3. 1. Lecturer
I63 A.2.3.2. Senior Lecturer I 
64 A. 2. 3. 3. Senio" Lecture" 'Ir 1 r, 

65 
66 

A.2.4 Instructor (Adjunct) Rank Definition: Single title without promotional ranks 

67 A.2.5 Visiting Professor Series Rank Definition: 

68 A.2•5•1· Visiting Assistant Professor 
69 A.2•5•2· Visiting Associate Professor 
70 A.2.5.3 Visiting Professor 

-- ··- ---· ----·-· . - ...__ 
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71 
72 A.3. Unclassified Academic Staff 

73 
T(he)USn~last~ifit,eSd ~cademic Staff classification includes the following: 

74 3.1 cIen Is enes 
75 (3.2) Curator Series 
76 (3.3) Specialist Series 
77 (3.4) Research Professor Series 
78 (3.5) Clinical Professor Series 
79 (3.6) Clinical Instructor 
80 
81 3.1. Scientist Series Rank Definition: 
82 3. 1. 1. Assistant Scientist 
83 3. 1. 2. Associate Scientist 
84 3.1.3. Senior Scientist 
85 
86 3. 2. Curator Series Rank Definition: 
87 3.2.1. Assistant Curator 
88 3. 2. 2. Associate Curator 
89 3.2.3. Senior Curator 
90 
91 3.3. Specialist Series Rank Definition: 
92 3. 3. 1. Assistant Specialist 
93 3. 3.2. Associate Specialist 
94 3. 3. 3. Senior Specialist 
95 
96 3.4. Research Professor Series Rank Definition: 
97 3.4.1. Assistant Research Professor 
98 3.4.2. Associate Research Professor 
99 3.4.3. Research Professor 

100 
101 3. 5. Clinical Professor Series Rank Definition 
102 3. 5. 1. Clinical Assistant Professor 
103 3. 5. 2. Clinical Associate Professor 
104 3.5.3. Clinical Professor 
105 
106 Bargaining unit members who hold titles of Scientist or Specialist prior to the ratification of this 
107 agreement may immediately transition to a title which has the same terms and workload or may 
108 continue to hold these titles until their next promotion or until the end of a 6-year phase out 
109 period at which time the titles will be discontinued. If a title with comparable workload is not 
110 identified, an exception may be granted for an individual to continue to hold the title. At the time 
111 of transition Scientists and Specialists will retain the same job duties and workload regardless of 
112 whether they change title. 

113 B. Past Service 

114 For the purpose of time periods defined in this article, time spent in a position that would have 
115 been in the bargaining unit before the unit recognition election (April 25, 2024) counts towards 
116 progression. 

117 C. Notice of Appointment 



120 

125 

130 

135 

140 

145 

150 

155 

160 

4 

~· b ·th a written notice of appointment at 
The Employer will provide ea~h bargaining unit me~ot~~:~f appointment shall include, but not118 
time of hire and at each appointment renewal. The119 
be limited to, the following: 

. m letion of all applicable background 
a. That the offer is contingent on satisfactory co p121 

122 checks; 
b. Effective date of appointment; 123 
c. Contract end date (if applicable); 124 
d. Official University Job title(s); 

126 e. FTE; 
127 f. Academic or Fiscal Year; . . . . t d ds for 

g. A statement that the terms of employment'. including clas~1f1cat1~n s:n ~rUnit Research128 
reappointment and promotion, where applicable, are s_ubJect to ca_ emrc •129 
Center, College/School and University policies, and this Agreement, 

h. Date of mandatory review for tenure line faculty-131 
i. Probationary period for unclassified academic staff 132 

133 j. Assigned Department(s); 
134 k. Salary; 

I. Tenure Status 
m. Statement that the position is subject to a collective bargaining agreement between _The136 

University of Kansas and United Academics, that UAKU is the exclusive representat,v~ for 137 
the bargaining unit, and that it is their right to be a member or not be a member ?fa unron138 
without fear of personal or professional repercussions; the offer letter shall also rnclude a139 
link to the collective bargaining agreement. 

141 
142 Bargaining unit member offer letters, both for initial appointments and reappointments, shall 
143 include information regarding the Employer's specific commitments immigration support 
144 services related to employer based sponsorship, and where additional information regarding 

immigration support is a¥ailable. The Employer will provide ongoing immigration support to 
146 services applicableeligible employees. and all nNew faculty and academic staff bargaining unit 
147 members are invited to attend all new employee orientation sessions offered. 

148 D. Joint Appointments and Split Appointments 

149 The University of Kansas is an R1 institution with world class research capacity, including 
research centers and museums, which UAKU and management are both committed to 

151 supporting. UAKU and management both recognize the importance of collaborative 
152 appointments between KU units to the KU research mission. This includes appointments 
153 between academic departments and between departments and research centers, museums, or 
154 other units. Sections 0.1 and 0.2 describe collaborative joint and split appointments, with 

indicated changes made to provide clarity on terms and expectations for the bargaining unit 
156 members and units. 

157 Bargaining unit members currently in joint or split appointments shall maintain the same terms 
158 of appointment specified in their letter of appointment and any existing memorandum of 
159 agreement they have received. If they do not have a letter of appointment or memorandum of 

agreement for their current joint or split appointment, they shall receive a memorandum of 
a~reement which maintains the terms· of appointment that they had at the time of ratification of 

162 this ~~reement. Retention of the same terms of appointment does not preclude the titular 
163 transition from the Scientist and Specialist classifications as provided in Section A.3 . 

. ------ . 

161 
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5 

D.1. Joint appointments 

.. 
7 A joint appointment is one appo· t t • · · · 

• • t t· . . tn men 1n which a faculty member engages In scholarly, service166 or adminis ra 1ve act1v1ties that · · 
span across two or more academic units schools/the college, 167 res~~rch centers and/or administrative units. To minimize confusion ba~ed on differences in unit 

168 p~hc,e~. e~ployment conditions, and expectations. all future new collaborative appointments 
169 will 0rdmanly report to a single unit that will have primary responsibility for the promotion and/or 

tenure P_roce~ses for the bargaining unit member. Future new joint appointments between an 
171 ~cademtc unit and a research center will normally consist of a 1.0 FTE tenure-line appointment 
172 tn the academic unit, such that if the joint-appointment agreement ends the bargaining unit 
173 member remains a tenure-line faculty member in the academic unit, with a memorandum of 
174 agreement as specified below indicating division of duties and other matters. 

For future new hires, participating units must complete a memorandum of agreement at the time 
176 of hire that specifies differential allocation of effort, funding provided by each unit to cover salary
177 and benefits, duration of the agreement and/or terms for its termination (if any), and what 
178 departmental resources will be provided by each unit to support the bargaining unit member. 
179 The memorandum of agreement must also specify the criteria for annual evaluation, periodic 

reviews, and promotion and tenure for the bargaining unit member, which must align to the job 
181 duties and allocation of effort that this bargaining unit member has under the joint appointment. 
182 If a bargaining unit member currently in a joint appointment has such a memorandum of 
183 agreement or appointment letter, all such terms remain in effect and a new memorandum is not 
184 normally established. If they do not have a letter of appointment or memorandum of agreement 

for their current joint appointment, they shall receive a memorandum of agreement which 
186 maintains the terms of appointment that they had at the time of ratification of this agreement. 

187 Agreements for new joint appointments are subject to review and approval by the Vice Provost 
188 for Faculty Affairs at the time of hire or appointment. Such agreements will be signed by the 
189 following individuals as appropriate per the units involved, chair, dean, director, and Vice 

Chancellor for Research (as applicable). 

191 At the time of the initial hire or appointment, the bargaining unit member will receive a copy of 
192 the memorandum of agreement signed by the leader of each participating unit and the Vice 
193 Provost of Faculty Affairs. Bargaining unit members who seek to alter their current appointment 
194 to engage in a joint appointment after the date of initial hire, if that date is after the ratification of 

this Agreement, shall be issued a new appointment letter, and a memorandum of agreement as 
196 described above will be developed and approved by leaders of all participating units and the 
197 Vice Provost of Faculty Affairs to memorialize the agreement regarding the unit that holds the 
198 academic appointment. 

199 D.2. Split appointments 

A split appointment is when an individual holds two separate appointments in two different job 
201 classifications and titles (e.g. assistant scientist [unclassified academic staff] and assistant 
202 professor [tenure-line faculty]). Bargaining unit members currently in split appointments may 
203 continue to hold a split appointment (including after promotion) as long as the terms of 
204 appointment as outlined in appointment letters are met. If a bargaining unit member currently in 

a spli_t appoint~ent_ decid~s to conti~ue with the split appointment and not transition to a joint 
206 appointn:1ent with d1fferent1al allocation of effort, the terms as specified in their appointment letter 
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230 

235 

240 

245 

dum is not normally
d ew memoran 

or memorandum of agreement remain in effect an a n 
207 established. . . k the split appointment may
208 . . h • tist or specialist ran ' • A 3 

If one of the appointments is w1tl11n t e sc1e~ . e as outlined in section •• • 
209 continue as outlined in this section but the t1t~e will chang t from all participating units and t~e 

Unclassified Academic Staff. Alternatively, with a~~~~:e~intment with a different_ial alloc_at1on of 
211 bargaining unit member, th~Y can trans1t1on to a J f riiment between participating parties, as 
212 effort and an updated and signed memor~ndJ~ o ~g. tist or Specialist to another category
213 described above. Individuals who are re-t~tle thro~ . c1~nt or Specialist working title. 
214 may continue to represent themselves using e cien is • 

. T f nd an unclassified academic 
1For split appointments that consist of a tenur~-llne c ass, i_c~ ion; ds as specified in E.2 below

216 staff classification, if the unclassified academic st~ff appo1~ men en f II time tenure line
217 and FSRR Article 6 the bargaining unit member will be_ ass1~ned to a u -
218 position wit11 the same tenure status within an academic unit. 219 

E. Appointment length and terms 221 

E.1. Appointment length and terms for Tenure-Line Faculty: 222 
Appointment as a tenure-line faculty, including rank and tenure status at the time o~

223 appointment, is made by the Provost based on the recommendation of the acaden:11c or
224 administrative unit(s) (and any intermediate unit(s)) in which the faculty member will serve. 

Individuals hired with a tenured rank must undergo University procedure for tenure. 226 
Untenured bargaining unit members in the Tenure Line classification hold academic or fiscal227 year appointments until reviewed for promotion and tenure no later than the designated year of228 
mandatory review. An unsuccessful tenure review will result in a terminal appointment of one229 academic year for those on academic year appointments and one fiscal year for those on fiscal 
year appointments. Non-reappointment of tenure line, untenured faculty shall be in accordance 231 

232 with FSRR 6.4.3. 
Appointments with tenure are continuous except in the case of resignation, retirement, tenure233 
relinquishment, termination for cause, financial exigency, or program discontinuance. 234 

E.2. Appointment length and terms for Unclassified Academic Staff: 

Appointment as an unclassified academic staff member, including rank at the time of236 
appointment, is made by the Provost based on the recommendation of the academic or237 

238 administrative unit(s) (and any intermediate unit(s)) in which the bargaining unit member will 
239 serve. 

Un~lassified ~cademic Staff appointments are annual academic or fiscal year appointments 
241 until the_UAS 1s successfully promoted at the end of their probationary period. If an unclassified 
242 acade~rnc staff ~ember chooses not to be evaluated for promotion at the end of their 
243 pro_bat1onary peri_od, then they will continue with annual academic or fiscal year appointments 
244 until th_ey are rev_1ewe~ for pro~otio~. A~ unsuccessful promotion review at the end of the 

probat,on~ry period will result ,_n_mamta,ning their current rank with annual academic or fiscal 
246 fe~f;/~po,~tment~. These positions ~ay be conti~gent on funding, as indicated in the offer 
247 pr b ·f on re;ppomt~ent of uncla~s1f1ed academic staff prior to successful completion of 
248 

wio ~~~~ !:c:::;i~:~o~~~~~t~~ :~:cco~d~_nce with FSRR 6.4.3. Unclassified academic staff •249 pro a 1onary period and who have been promoted may be 
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dismissed for cause and are sub·e t t . 
constraints, financial exi enc J c O non-re~ppoi~tment only in cases of budgetary 
restructure. 

7 
g Y, and program d1scont1nuance or reor§ani2-aHoA organizational 

E.3, Appointment length and terms for Instructional Faculty: 

~54 Bargaining unit members in these classifications are not eligible for tenure. 

~55 Teaching Professors and Professors of the Practice: Limited term appointments. Teaching 56 
Profe_ssors have a 3-year appointment. Professors of the Practice ordinarily have 3-year 

57 appointments b~t, in rare instances-arni-at--tR8-fe€ttfe&l--of-the empk>yee,raFl-ffif)9se-k> may 
58 hav~ shorter, with a 1 of up-to 3 year appointment terms. Bargaining unit members currently on
59 multi-year appointments will ordinarily not be reduced to shorter appointments. Teaching

260 Professor and Professor of Practice positions can be academic or fiscal year appointments. 
261 There is not an automatic renewal of the position at the end of the limited term period. A 
262 comprehensive evaluation conducted every three (3) years of the appointment prior to the offer 
263 of another limited term appointment is required regardless of rank. Renewal may occur at the 
264 end of a contract period and is generally based on unit need and funding, as well as 
265 performance. Within the first six years, non renewal may occur due to budget constraints, low 
266 course enrollment, or receiving an overall rating of Marginal or Poor on the comprehensive 
267 review; after the bargaining unit member has completed six years, non renewal may only occur 
268 as a result of an overall rating of Marginal or Poor on the comprehensive review. Bargaining unit 
269 members in these job title series who receive an overall rating of Marginal or Poor on a 
270 comprehensive review may either be renewed for a subsequent term at the current rank, or may 
271 receive a terminal appointment of one academic year or fiscal year. Notice of non-renewal shall 
272 be provided within the time required by KBOR policy. at least six months in advance of the 
273 appointment's termination if the bargaining unit member has less than three years of service, or 
274 at least twelve months in advance if tho bargaining unit member has at least three years of 
275 service. If a Teaching Professor/Professor of Practice (Assistant or Associate rank) is 
276 considered for promotion but ·no't approved, they may still be rene·wed for subsequent terms at 
277 the current rank. Appointments may· be terminated or FTE reduced before and during the 
278 contract period due to budget constraints, low course enrollment, program discontinuance, 
279 financial exigency, or for cause. 

280 Lecturer Series: Limited term appointnient for a 1- to 3-year terr~ in a regular position. During a 
281 bargaining unit member's initial throe years· of appointment in this classification, the appointment 
282 can be from a 1 to a 3 year term (but when the need for a position is anticipated to last more • 

83 than a year, appointments shall normally be multi-year appointments): Bargaining unit members 
84 currently on multi-year appointments will ordinarily not be reduced_.to,shorter appointments: 
85 Senior Lecturers have a 3-year appointment. There is not an automatic renewal of the position . 

286 at the end of the limited term period. Once a bargaining unit member has completed at least 
287 three academic years of service in an Instructional Faculty position, any subsequent 
288 appointments in this classification •.viii be for 3 year terms, except where another section of this 
289 Article expressly allows for an appointment of less than three years. Renewal may occur at the 
290 end of a contract period and is generally based on unit need and funding, as well as . 
291 performance as assessed in annual or comprehensive evaluations. Notice of non-renewal shall 
292 be provided within the time required by KBOR policy. at least six months in ad¥ance of tho , 
293 appointment's termination if the bargaining unit member has less than throe years of service, or 
294 at least twel\lo months in advance if the bargaining unit member has at least three years of 
295 service. If a lecturer is considered for promotion but not approved, they may still . be renewed for . 
296 subsequent terms at the current rank. Appointments may b'e terminatea or FTE reduced before •. · 

!
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298 
297 and during the contract period due to budget constraints, low course enrollment, program 

Instructor: Limited-term hire, on a part-time or full time,basis, not to exceed two continuous a 

is based on unit need and funding, as well as performance that meets semesters. Renewal 
expectations as assessed in the annual performance evaluation. Notice of reduction of an 

302 
301 

appointment or immediate termination of an appointment shall be provided within the time 
required by KBOR policy. Appointments may be terminated before and during the contract 303 

304 program discontinuance, financial period due to budget constraints, low course enrollment, 

308 

320 

321 

-J. M�Car-tnto UPKU 

discontinuance, financial exigency, or for cause. 

299 
300 

exigency, or for cause. 305 

306 Visiting Professor: Limited term appointment, for a 1-year contract term. Any extension 
307 requires special approval from the Dean and Vice Provost for Faculty Affairs. Extensions are 

limited to no more than 2 additional years. Not eligible for reappointment. While visiting 
309 professors may be appointed to any of the three ranks, visiting professor positions are not 
310 intended to be long-term appointments and do not undergo promotion within the job series. An 
311 annual performance evaluation should occur prior to the end of the limited term period and a 
312 rating of good is required for any extension requested. Extension is based on department need 
313 and funding. Appointments may be terminated before and during the contract period due to 
314 budget constraints, low course enrollment,-program discontinuance, or financial exigency, or for 
315 cause. 

316 E. Transition of Job Titles 

317 The following chart identifies the conversion and consolidation of job titles which existed prior to 
318 the effective date of this Agreement aRG the positions to which such pre-Agreement job titles 
319 shall be converted or consolidated. 
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UAKU 1 AFT-AAUP 
Workload 

December 11 , 2025 

Successful fu lfillment of the university mission requires a number of academic positions 
1 

with differentiation in titles , workload, and in the pa_rticulars of a~s_i~~ments b~tween2 
· d. ·duals and across units. In carrying out the unique respons1b1llt1es of their3 m iv, .bTty t rt thappointment, each bargaining unit me_mbe~ holds the respons1 _1 '· . o suppo e4 
mission of the university, while the university holds the re~pon~1b1llty to support the 5 
success of bargaining unit members as they carry out their various roles. 6 

7 
As bargaining unit members deliver the academic missio~ of th~ uni_versity, they engage 8 
with colleagues in their unit and beyond in accordance with un1versIty needs and 9 

10 expectations regard ing scholarship, instructional activities, professional performance, 
11 service, and other relevant categories including university citizenship inherent in each 
12 area of responsibility, in acoordanoe with general requirements specified in policies of 
13 the Kansas Board of Regents and the Unii.iersity of Kansas, the Faculty Code and 
14 University/Faculty Senate Rules and Regulations, as well as in alignment with the 
15 needs, requirements and expectations of the unit in which they hold their appointment. 
16 The Employer and UAKU recognize that bargaining unit members perform a wide range 
17 of duties. No single formula for allocation of effort can adequately capture the needs of 
18 every unit or reflect the roles of all bargaining unit members. Where this article conflicts 
19 with policy, this article takes precedence. 
20 
21 Policies and Procedures that Guide Establishment of Workload for Academic 
22 Appointments 
23 
24 Each unit shall maintain written workload guidelines which adhere to policies of the 
25 university, college/school, Office of Research/research centers and libraries. 
26 
27 Unit written workload guidelines and revisions shall be made and reviewed with 
28 bargaining unit members' input through established unit-level shared governance 
29 procedures, for endorsement by the Dean or Vice Chancellor for Research and 
30 appr~val by the Provost or designee. Such guidelines will not be unreasonably 
31 overridden by the DeanNice Chancellor for Research and the Provost or designee.
32 
33 Wher~ ~uch u_ni!~level shared governance procedures do not typically include certain 
34 barg~i_rnng u~it Job classifications that are held by employees in the unit additional 
35 provis_ions will be ma_d_e to ens~re that those bargaining unit members also have 
36 meaningful opportunities to review and provide input before guidelines are finalized.
37 



Each unit shall be responsible for providing written workload guidelines described in this8 
Article to all bargaining unit members in the unit, with copies to the Offices of the Dean 9 
or Vice Chancel lor for Research , Vice Provost for Faculty Affairs, and Human40 
Resources. These guidelines will be provided to bargaining unit members -~s part of the 41 
appointment letter/position description when they officially start a new pos1t1on.42 

43 
If no such written guidelines currently exist, each unit shall create them within 1244 
months of the signing of this contract. Unit workload expectations within the guidel_ines45 
shall be reviewed through unit-level shared governance and updated and/or re-ratified 46 
by the unit at a minimum of every four years on a calendar provided by the Provost. The 47 
Office of Faculty Affairs will be responsible for facilitating, tracking and collecting unit48 

49 workload guidelines for initial completion within 12 months of signing this contract, then 
so to facilitate regular/periodic updates that adhere to relevant KBOR and university 
51 policies, and ensuring that unit workload guidelines adhere to scholarly standards and 
52 align with peer institutions. Unit workload guidelines should align with annual 
53 evaluations and periodic reviews. 
54 
55 Areas Addressed in Workload Guidelines 
56 
57 These guidelines must address expectations for scholarship, instructional activities , 
58 professional performance, service, and other relevant categories, including uni¥ersity 
59 citizenship inherent in each area of responsibility. Additionally, workload guidelines must 
60 address, when applicable, overload activities, summer assignments, study abroad , and 
61 equivalencies . Guidelines must align with university procedures by which bargaining 
62 unit members can address cases of inadequate or excessive workload. Unit workload 
63 guidelines must be endorsed by the Office of the Dean or Office of Research (as 
64 appropriate), approved by the Provost or designee, and submitted to the Office of 
65 Faculty Affairs . 
66 
67 In the unit workload guidelines, each unit should must also address situations in which 
68 exceptions to standard workload may be granted , including but not limited to course 
69 buy-outs and instructional releases . Buy-outs are releases from instruction or other 
70 duties granted to individual faculty bargaining unit members by the unit leader in 
71 exchange for funding used to cover administrative costs (e.g. buying out of teaching a 
72 course with grant funds in order to commit more time to research) . Instructional releases 
73 are releases from instruction granted by the unit leader to individual faculty bargaining 
74 unit members to allow them to do alternate work to meet department needs or KU 
75 needs or to provide them with time to complete other work that advances their 
76 professional goals in alignment with unit or KU priorities. Unit leaders have discretion to 
77 approve course buyouts and provide instructional releases based on the best interest of 
78 the unit. 
79 Unit workload guidelines for each job title series in the unit must address at least the 
80 following expectations when relevant: 
81 
82 1. Standard allocation of effort as well as allowable range of effort allocation for 
83 each area of responsibility for each job title series represented in the unit 



84 
85 
86 
87 
88 
89 
90 
91 
92 
93 
94 
95 
96 
97 
98 
99 

100 
101 
102 
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107 
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109 
110 
111 

112 
113 
114 
115 
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117 
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119 
120 
121 
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123 
124 
125 
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127 
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2. Scholarship, research, and creative activity, includ!ng b~t ~ot limitked to, . ·n 
conducting empirical or theoretical research, creating ongmal war s, engaging t 

developmental or translational work. 
3. Instruction, including but not limited to, teaching course load per semester anffid 

year (which may include credit hours, clas~ size, ?ontac~ hours per ~ourse, o tee 
hours, and additional out of class student 1nteract1on), direct mentoring a~ the 
undergraduate and graduate level, and service on student degree committees-as 

appropriate for job title and rank. . . . 
4. Librarianship, museum and collections work, clinical pract1_ce, or other . 

professional performance, including but not limited to pubhc programming and 
dissemination of knowledge to the public. 

5. Service, relevant to academic expertise, which may include service or 
administrative work in the department, school, research center, or university, and 
may also include community engagement work, service to an academic discipline 
and/or profession; public service to the community relevant to academic 
expertise, and service to KU as an officer in UAKU. 

Units may count items listed above in other categories where aligned with scholarly 
standards and captured in the approved unit level guidelines. 

University workload guidelines should also address expectations for the following areas 
of responsibility which span across the preceding categories: 

1. University engagement which encompasses the activities of bargaining unit 
members in their respective preceding areas of responsibility that demonstrate a 
commitment to the IRISE University values of: Integrity, Respect, Innovation, 
Stewardship and Excellence. 

2. Professional development activities that demonstrate dedication to continuous 
learning, growth and improvement of the core academic competencies. 

When developing workload guidelines, units will include expectations for University 
engagement and professional development within the preceding areas of responsibility, 
which Uni'lersity engagement and professional dei.ielopment activities will be 
considered in annual and periodic reviews, promotion, and tenure decisions in 
accordance with unit criteria. 

Profe_ssional development aoti'lities that demonstrate dedication to and continuous 
learmn~, grm.vth and impro1Jement of the sore academic and are included within the 
presedmg sategories. 

Alig~ment to Criteria for Promotion and Tenure, Annual Review and Periodic 
Reviews 

Cle_ar workload standa~ds are the ~oundation for substantive annual and comprehensive 
reviews, ~s they estabhsh the basis for a bargaining unit member's success and career 
pr~gr~ss1on. The Office of Faculty Affairs will ensure each unit's written workload 
gu1dehnes adhere ~o relevant university policies and align with unit criteria for promotion 
tenure, annual reviews, and periodic reviews. ' 
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If the activities outlined in the written unit workload guideline~ differ fro~ the unit's . 
criteria for promotion, tenure , annual reviews or comp~ehe~s1ve evaluations, th~ unit 
must, within 12 months of signing this contr~ct, establish ahgnme~t between w~1tt~n 
workload guidelines, and criteria for promotion, tenure, annual reviews and periodic 
reviews. 

Workload Allocation 

The Office of the Provost shall be ultimately responsible, subject to delegation t? ~nit 
leaders, for ensuring the workload allocation and work assignments of all bargammg 
unit members address the needs of the university, schools/college, the Office of 
Research, and departments/centers. 

A bargaining unit member's workload allocation and assignments sh_a_ll be assi~n~d in 
accordance with their job classification/ academic appointment, pos1t1on description, 
and unit policies and unit-level workload guidelines. While the allocation of effort toward 
scholarship, instructional activities, service, and professional performance will vary 
based on job category or classification, all workload guidelines, standards, and 
exceptions otherwise shall be applied consistently and transparently within the unit, 
regardless of rank or FTE status. 

Variations from the standard workload allocations should be made consistent with the 
processes for alteration of allocation of effort as provided within university policy relating 
to differential allocation of effort. 

Work Assignments 

On an annual basis, a bargaining unit member's work responsibilities or assignments 
will be established by their unit supervisor in alignment with university policy and 
procedures, and unit policy, procedures and needs, and based on the workload 
distribution specified in their appointment letter, position description, or through the 
unit's annual planning or performance evaluation process that adheres to university 
calendar and processes designated by the Office of the Provost. Workload and work 
as~ignmen~s for each bargaining unit member should be documented annually by the 
unit supervisor and should be included as a foundational source for assessment of 
performance; Article XX Annual Performance; Article XX, Periodic Review. 

Prior to fi~al assignments, the unit supervisor will provide bargaining unit members the 
oppo~urnty to expr~ss their preferences regarding work assignments related to 
tea_ching, scholarship, service, and professional performance as described in this 
Article. In expressing the_ir preferences, bargaining unit members may state how these 
preferences relate to their relevant expertise and professional growth. 

Accordi~g to FS~R _5.7, t_he Chair/Scheduling Officer should communicate with their 
respective faculties in a timely manner about their scheduling interests and wishes with 
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175 respect to teaching assignments. Before a full schedule for the next semester or 
176 academic year is approved by the Chair/Scheduling Officer, it should be made available 
177 to bargaining unit members of the unit for discussion and possible modification. 
178 
179 Ultimately, the unit leader has the discretion and responsibility to assign teaching duties 
180 to ensure that the unit's instructional needs are met, based on bargaining unit members' 
181 job classifications. The unit supervisor may modify scheduled assignments, provided 
182 that changes are discussed with the bargaining unit member in advance, assignments 
183 do not appreciably change overall workload , and that changes are not made for 
184 arbitrary or capricious reasons. Bargaining unit members shall be given reasonable 
185 notice about potential changes to their scheduled assignments. 
186 
187 Changes to Allocation of Effort and Duties 
188 
189 If changes to assignments impact a bargaining unit member's overall allocation of effort, 
190 the unit supervisor should provide the bargaining unit member the opportunity to 
191 express their preferences regarding such changes. 
192 
193 Changes to duties that substantially impact overall allocation of effort or for a period of 
194 more than a year must be communicated to the bargaining unit member and require 
195 approval by the Dean or Vice Chancellor for Research, and review by Vice Provost for 
196 Faculty Affairs for fiscal impact and adherence to KBOR and university policies. 
197 
198 In circumstances where an individual bargaining member's duties are changed to 
199 appreciably deviate from what is typically expected, specific job descriptions shall be 
200 developed by the academic unit chair (or equivalent) in consultation with the bargaining 
201 unit member, including any adjustment to the member's FTE, before the changed duties 
202 commence. 
203 
204 Research Intensive Releases 
205 
206 Each unit must have a policy that establishes a minimum number of course releases, or 
207 release from professional performance duties for Librarians, that will be provided to 
208 bargaining unit members in the Tenure Line classification during their probationary 
209 period prior to their mandatory review for promotion and tenure. Research-intensive 
21 O releases may be provided to bargaining unit members at other times at the discretion of 
211 the unit, based on disciplinary norms in peer institutions as determined by the unit, with 
212 endorsement by the Dean and approval by the Provost or designee. 
213 
214 Overload 
215 
216 An overload assignment is an assignment that is in addition to the bargaining unit 
217 member's regular assignment and FTE status and comes with additional pay or future 
218 release from some duties. 
219 



220 
221 
222 
223 
224 
225 
226 
227 
228 
229 

230 
231 
232 
233 
234 
235 
236 
237 
238 
239 
240 
241 
242 
243 
244 
245 
246 
247 
248 
249 
250 
251 
252 
253 
254 
255 
256 

257 
258 
259 

Overload assignments and associated additional pay may be authorized for work 
performed by a bargaining unit member with an active appointment rec?rd . ! h work 
must contribute to the mission of the unit or university and cannot conflict with or lter 
tl1e job(s) assigned. Less than full -time employees may also ~e elig i~I~ for overl_oad, f 
the activity is not defined as employment related to their existing posItIon or assigned 
job duties and is for a one-time event. 

Overload assignments must conform with the requirements of Article XX, 
Compensation, must be pre-approved by the Dean or Vice Chancellor for Research, 
and overload payments must be approved by the Provost or designee. 

The Employer will not assign involuntary overloads to bargaining unit members. An 
overload assignment will be considered involuntary if there is not written 
acknowledgement-by the assigned employee agreeing to accept it. 

Outside Work 

The University policy on Commitment of Time, Conflict of Interest, Consulting and Other 
Employment applies to all bargaining unit members, regardless of full-time or part-time 
status ( see https://policy.ku.ed u/chancellor/commitment-of-time-conflict-of-interest) . 

Members are required to complete all university and state reporting and disclosure 
requirements for external professional activities, conflict of interest, substantial/financial 
interests and time commitments. 

As long as bargaining unit member activities are in compliance with policy, all related 
university policies and any standards set by specialized accreditors. the employer will 
not limit outside work opportunities for employees whose FTE status is less than 100%; 
nor shall the employer seek to limit outside work opportunities during times when an 
employee is not on paid status at KU , regardless of their FTE status. 

Per State of Kansas regulations, limitations apply as to the number of positions and 
amount of FTE that can be held in active employment records when the other entity is a 
State of Kansas entity or another Kansas Regents Institution. Limitations resulting from 
state or federal regulations may apply regarding foreign locations where a bargaining 
unit member may work if still actively employed in a paid status at KU . 

Bargaining unit members should discuss with their supervisor plans for outside work 
that will be completed while the bargaining unit member is on an active appointment. 

https://policy.ku.edu/chancellor/commitment-of-time-conflict-of-interest
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2 UAKU, AFT-AAUP 
3 Evaluations 
4 January 14, 2026 

5 1. Past Service 

6 For the purpose of time periods defined in this article, time spent in a position that would have 
7 been in the bargaining unit before the unit recognition election (April 25, 2024) counts towards 
8 progression. 

9 2. Annual Evaluation 

10 Each bargaining unit member with a tenure line, unclassified academic staff, or multi-year 
11 appointment shall have their performance evaluated in relation to their duties in writing at least 
12 once annually, pursuant to procedures adopted by their unit and approved by the dean and the 
13 Provost or their designee. The results of the evaluation shall be provided to the bargaining unit 
14 member in writing prior to its final adoption. 

15 Annual evaluations will include all areas of responsibility for each bargaining unit member as 
16 appropriate for the position and as outlined in the allocation of effort in each employee's 
17 appointment notice or updated position description, including: teaching, scholarship and creative 
18 activity, service, museum and collections work, clinical practice, or other professional 
19 performance. For library faculty, professional performance will be evaluated in place of teaching. 

20 Evaluative criteria, procedures, timelines, and instruments must be provided in writing to all 
21 bargaining unit members with appropriate advance notice and must align with the workload 
22 guidelines adopted by each academic unit, as described in Article __ (Workload). 

23 Annual performance evaluations are primarily intended to communicate to a bargaining unit 
24 member an assessment of their performance of assigned duties by providing written 
25 constructive feedback that will assist in improving their performance, expertise, and to convey 
26 performance relative to articulated performance metrics related to the appropriate disciplinary 
27 career trajectory. Annual evaluations for bargaining unit members are intended to be 
28 developmental and create an accurate record of the bargaining unit member's performance. 

29 Evaluations may be considered in employment-related decisions such as salary, retention, 
30 workload allocation of effort and assigned duties.:.; and may serve as a basis for performance 
31 impro1,1ement activities or performance related discipline which may include dismissal A 
32 negati1,1e annual evaluation should not be a basis for discipline, dismissal, or denial of 
33 promotion/tenure, but significant and repeated deficiencies that are not remedied may become a 
34 basis for the initiation of a Performance lmpro11ement Plan or a Differential Allocation of Effort 
35 agreement as described elsewhere in this Agreement. Annual evaluations may also be used to 
36 provide evidence and narrative in comprehensive evaluations (for instructional faculty), in 
37 progress towards tenure review and post-tenure review (for tenure-line faculty), and in progress 
38 towards promotion review and post-probationary review (for unclassified academic staff). 

The Union reserves the right to add to, delete from, alter or amend this proposal. This proposal is made 
without precedent or prejudice to existing rights and entitlements, regardless of the character or source of 
same. Any tentative agreements reached between the parties on any proposals shall not become final until 
(1) the parties have reached final agreement on a full collective bargaining agreement, and (2) the Union 
membership has ratified the full collective bargaining agreement. 
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39 2a. University Structure & Standards for Annual Performance Evaluations for Bargaining 
40 Unit Members 

41 Annual Evaluation Period 

42 The evaluation and goal setting period shall be on the calendar year or as otherwise required by 
43 the Board of Regents. The evaluation period for the products of scholarly activity may be longer 
44 than one year if specified in an approved Unit Annual Evaluation Plan. The unit should define a 
45 period of review appropriate to scholarly standards in an approved Unit Annual Evaluation 
46 Policy. For multi-year goals, activities and progress must be documented and measured on an 
47 annualbas~. 

48 

49 Submission Procedures 

50 Though unit-level procedures and standards may include some variation to account for unit and 
51 academic disciplinary differences, all processes should align with the university calendar and 
52 overall submission format and procedures for annual performance evaluations as 
53 communicated by the Provost and Executive Vice Chancellor or designee, including the 
54 university system utilized for submission, as well as the repository for final required 
55 documentation. 

56 University Standards and Structure for Annual Performance 

57 The annual performance evaluation shall be based on the performance of assigned duties and 
58 shall consider the nature of the assignments and quality of performance in terms of each of the 
59 following areas of responsibility that .is areapplicable to the bargaining unit member's duties: 

60 1. Instructional workload and contributions to instructional activities. 
61 The evaluation shall consider an instructor's contribution to the course(s) they teach, 

I 62 includinq, as applicable to the individual bargaining unit member: the clarity and relevance of 
63 course goals and the alignment of those goals with course content; richness of curricular 
64 materials; instructional (or teaching) practices used to engage students and promote 
65 learning; substantive, regular and frequent feedback on assignments; the class climate and 
66 opportunities for substantive interaction created by the instructor; attention to student 
67 achievement of learning outcomes; and commitment to continuous improvement based on 
68 student learning and feedback. The evaluation shall also consider instructional activities 
69 beyond course-level teaching including but not limited to mentoring and advising 
70 undergraduate and/or graduate students, and involvement in teaching service, scholarship 
71 and community. The unit-level evaluation plan must list which documents and/or information 
72 the employee is required to submit as part of annual evaluation; the employee may also opt 
73 to submit other supporting information and materials (such as reflective narrative, examples 
74 of student work, syllabi, etc.) While Student Surveys of Teaching are a required component 
75 of annual performance assessment, they are only one component. Multiple sources of 
76 information, not just student evaluations, should be used to assess teaching effectiveness. 
77 2. Contribution to the discovery of new knowledge and other forms of research, 
78 scholarship, discovery and creative activity. Evidence of research/scholarship/creative 
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79 activity may include, but is not limited to, books, book chapters, articles or papers in 
scholarly or professional journals, musical compositions, works of visual art, artistic 

81 performances, presentations in scholarly conferences, and funded grant activities. The 
82 evaluation shall consider the quality and quantity of the bargaining unit member's 
83 contributions during the evaluation period in keeping with academic disciplinary standards. 
84 3. Performance of assigned professional duties (e.g., librarianship, museum and collections 

work). The evaluation shall include consideration of the effectiveness of performance 
86 activities. 
87 4. Service. Service includes service to the academic discipline, the university, or the unit, as 
88 well as public service (insofar as it extends professional or discipline-related contributions to 
89 the community, the state, and/or the national or international community). Service to the 

university and/or department includes, but is not limited to, significant participation on unit 
91 and university committees, councils, and senates; service to KU through UAKU for UAKU 
92 officers. Public service and service to the academic discipline includes, but is not limited to, 
93 contributions to scholarly and professional conferences and organizations, governmental 
94 boards, agencies, and commissions that are beneficial to such groups and individuals. 

5. Other assigned university duties, such as program administrative duties. 
96 
97 Units will include expectations for University engagement and professional development, as 
98 defined in Article XX, Workload, within the preceding areas of responsibility, which will be 
99 considered in annual and periodic reviews, promotion, and tenure decisions in accordance with 

unit criteria. 

101 Units may count items listed above in other categories where aligned with scholarly standards 
102 and captured in the approved unit level policy. 

103 Evaluation Ratings 

104 Evaluations shall use the rating categories of excellent, very good, good, marginal, and poor as 
defined below. These ratings are assigned relative to what would be considered satisfactory 

106 performance in the bargaining unit member's assigned areas of responsibility, not relative to the 
107 performance of other employees. 

108 The standard expectation for the annual performance appraisal process is good. In determining 
109 what constitutes annual performance that is good, a number of variables must be taken into 

consideration. These variables include the goals and objectives of the unit; and the needs of the 
111 unit as determined by the unit leader in keeping with academic disciplinary standards, as well as 
112 the academic interests, expertise, and goals, of the bargaining unit member. While the standard 
113 expectation for a single annual performance evaluation is a rating of good, a bargaining unit 
114 member's sustained performance as assessed during promotion and tenure should meet the 

applicable standard for promotion as defined in Article XX, Promotion and Tenure.a standard of 
116 ¥ery good in the areas of scholarshipkesearch and instruction as described in the Promotion 
117 and Tenure article of this agreement. 

118 A rating shall be assigned in each area of responsibility, as well as for overall performance. The 
119 overall performance rating shall be based on the aggregate of the assessments of the areas of 

responsibility, and weighted consistent with the bargaining unit member's annual workload 
121 allocation of effort and assigned duties and the unit's Annual Evaluation Policy. Numerical 
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122 \<alues are assigned to eaoh rating to ensure that tho O\'erall performance rating is consistently 
123 applied by the e¥aluator. The oyerall rating should be assigned based be calculated by 
124 multiplying the numerical rating for each area of responsibility by the on fractional percentage of 

workload allocation of effort and compiled to generate a composite rating. 

126 Excellent (indi¥idual rating-&; o\'erall rating-4.5 5}: A rating assigned to a bargaining 
127 unit member whose performance substantially exceeds academic disciplinary and unit 
128 expectations in their assigned areas of responsibility. 

129 Very Good (rating-4; o¥erall rating-3.5 4.4): This rating is assigned when a 
bargaining unit member's performance exceeds academic disciplinary and unit 

131 expectations in their assigned areas of responsibility. 

132 Good (rating-3; 2.5 3.4): This rating is assigned when a bargaining unit member's 
133 performance meets academic disciplinary and unit expectations assigned areas of 
134 responsibility. 

Marginal (rating -2; o\'erall rating-1.5 2.4): This rating is assigned when a bargaining 
136 unit member falls below academic disciplinary and unit expectations assigned areas of 
137 responsibility. 

138 Poor (rating-1; o¥erall rating-1 1.4): This rating is assigned for bargaining unit 
139 members who fall significantly below academic disciplinary and unit expectations 

assigned areas of responsibility. 

141 2b. Unit-level Annual Evaluation Policy 

142 Each unit shall create and maintain a written Annual Evaluation Policy by which to evaluate 
143 each bargaining unit member. These policies shall align with the University Structure and 
144 Standards for Annual Performance Evaluations specified in this article (above), according to 

appropriate accreditation standards and standards of the academic discipline. Unit Annual 
146 Evaluation Policies shall apply the university criteria to the unit's area(s) of academic 
147 discipline(s), employee classifications/positions (e.g., tenure track, instructional, and 
148 unclassified academic staff), and assigned duties. All such policies shall incorporate the 
149 requirements of this Article within the unit-level evaluation process. Each unit's evaluation policy 

shall align with its written workload guidelines; align with criteria for promotion and tenure, and 
151 for comprehensive reviews; and will follow procedures provided annually by the Provost and 
152 Executive Vice Chancellor. 

153 These unit-specific annual evaluation policies shall take into consideration the mission of the 
154 University and the unit, as well as the variable expectations for different classifications and 

ranks of bargaining unit members and be adaptable to various assigned duties. The policies 
156 should be rigorous and detailed enough that a reasonable employee should not be uncertain or 
157 confused about what performance or accomplishment is sufficient to meet expectations in each 
158 area of responsibility. The policy shall identify for each area of responsibility representative 
159 examples of the achievements or performance characteristics that would earn each 

performance evaluation rating, consistent with an employee's assigned duties. 
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161 The policy must also include unit procedures and timeline for annual evaluation; a statement of 
162 the overall level of performance assessed as good, very good, or excellent that meets 
163 bargaining unit member responsibilities according to academic disciplinary standards; 
164 provisions for faculty development and other means of institutional support (including, but not 
165 limited to, Performance Improvement Plans and Differential Allocation of Effort); and a 
166 statement of the bargaining unit member's right to due process in the event of any disagreement 
167 arising during or as a result of the evaluation process. 

168 Bargaining unit members and their supervisor should work-in collaboration to maintain unit-level 
169 annual evaluation plans which are consistent with this article and with relevant policies of the 
170 university, the overseeing unit (college/school, Office of Research, or libraries), and appropriate 
171 accreditation academic disciplinary standards. Unit policies and revisions shall be made and 
172 reviewed with bargaining unit members' input through unit-level shared governance procedures, 
173 for endorsement by the Dean or Vice Chancellor for Research, and approval by the Provost or 
174 designee. 

175 Where such unit-level shared governance procedures do not typically include certain bargaining 
176 unit job classifications that are held by bargaining unit members in the academic/research unit, 
177 additional provisions will be made to ensure that those bargaining unit members also have 
178 meaningful opportunities to review and provide input before policies and procedures are 
179 finalized. 

180 After approval of the unit plan by the DeanNice Chancellor for Research and Provost or 
181 designee, the policy shall be distributed to all faculty and members of the unit to which it applies. 
182 Unit evaluation plans shall be reviewed through unit-level shared governance and updated 
183 and/or re-ratified on a regular cycle according to a calendar provided by the Provost. A current 
184 copy of each unit's evaluation process shall be kept on file in the Office of Faculty Affairs and 
185 the Policy Office. 

186 If no such written policy currently exists, each unit shall create them within 12 months of the 
187 signing of this contract. The Office of Faculty Affairs will be responsible for facilitating, tracking 
188 and collecting annual evaluation policies for initial completion within one calendar year of 
189 signing this contract, then to facilitate regular/periodic updates that adhere to relevant KBOR 
190 and university policies, including university and unit workload guidelines with annual 
191 evaluations. 

192 2c. Guidelines and Procedures for the Annual Evaluation Process 

193 Each unit will use a method of evaluating bargaining unit members' job-performance consistent 
194 with the guidelines described below. 

195 Sources of Information for Evaluation 

196 Each bargaining unit member must submit to the supervisor a portfolio of relevant information 
197 for the purposes of annual evaluation by February 1st. The portfolio must include an up-to-date 
198 CV, an Employee Annual Summary, and may also include additional documents or sources of 
199 information as desired by the bargaining unit member. 
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200 The Employee Annual Summary lists the bargaining unit member's accomplishments in each 
201 area of workload allocation of effort during the previous calendar year. The employee annual 
202 summary may include any interpretive comments and supporting data that the employee deems 
203 appropriate for evaluating the employee's performance. The employee shall submit the report in 
204 the format determined by the unit. Bargaining unit members may be required to submit 
205 reasonable supplemental documentation and/or other information regarding their 
206 accomplishment reports when requested to do so by their unit leader. 

207 The supervisor may also utilize available institutional data and supplemental documentation 
208 including, but not limited to, the bargaining unit member's documented workload allocation of 
209 effort for the evaluation period, evaluations of teaching, including student and peer 
21 0 evaluations (if they exist), institutional data, and supplemental documentation such as 
211 external or internal documents relevant to performance in any area of responsibility. Any 
212 supplemental documentation utilized by the supervisor must be shared in full with the employee. 
213 Prior to the completion of the evaluation, the employee shall have every reasonable opportunity 
214 to respond to the inclusion, content, and appropriateness of such documents, as well as the 
215 right to respond to any analysis, interpretations, or conclusions drawn, in full or in part, on the 
216 basis of such supplemental documentation. 

217 Guidance on the use of Student Surveys of Teaching 

218 For bargaining unit members engaged in instructional activities, professionally developed norm-
219 referenced student ratings are one of a variety of ways to measure competence and 
220 effectiveness in teaching and can be used for course revision and improvements. Evaluations of 
221 these bargaining unit members will include evidence from the standardized student rating 
222 instrument specified by the Provost (such as Student Surveys of Teaching) to document student 
223 perspectives and may also include unit-specific instruments. This instrument shall be used for 
224 the evaluation of teaching effectiveness in the performance appraisal process provided that the 
225 student rating instruments shall not be utilized as the sole indicator of teaching competence and 
226 effectiveness. Some examples of additional indicators that may optionally be submitted as 
227 evidence of teaching competence and effectiveness in the performance appraisal processes 
228 can be found in the Center for Teaching Excellence's Benchmarks for Teaching Framework. 
229 Patterns and long-term trends should be given greater weight than the scores and comments 

30 from one course or from one semester. Normally, student e\•aluation scores and comments 
31 should not be used as tho basis for lower ratings unless the bargaining unit member has made 
32 no documented effort to revise their courses and methods of instruction. Lmver ratings may be 1 

233 warranted in cases of egregious behavior and employee misconduct revealed by student 
234 evaluations. In cases whore Student Surveys of Teaching suggest egregious misoonduct, tho 
235 Employer may investigate further; however, Student Surveys of Teaching alone are insufficient 
236 to sustain any such allegations and employees have tho right to respond to and refute any such 
237 allegations. 

238 Procedures 

239 The supervisor has the responsibility and authority for evaluating the bargaining unit member's 
240 performance and for completing the annual evaluation for each bargaining unit member, 
241 including filing documentation of the evaluation. In some units, an initial annual assessment of 
242 annual performance based on unit expectations may be conducted by a committee identified by 

The Union reserves the right to add to, delete from, alter or amend this proposal. This proposal is made 
without precedent or prejudice to existing rights and entitlements, regardless of the character or source of 
same. Any tentative agreements reached between the parties on any proposals shall not become final until 
(1) the parties have reached final agreement on a full collective bargaining agreement, and (2) the Union 
membership has ratified the full collective bargaining agreement. 



7 

243 unit policy for this purpose. The unit leader may utilize the advice, services, and counsel of this 
244 committee to inform the final assessment and report, but the supervisor completes the final 
245 performance assessment and annual evaluation report. 

246 Participation in the annual evaluation process is a critical part of the bargaining unit member's 
247 annual performance obligations. Employees who refuse to participate in the annual evaluation 
248 process will receive an overall rating of Poor, on the basis of non-participation, will not be 
249 eligible for a merit salary increase and may face disciplinary action. 

250 Based upon the previous year's statement of workload allocation of effort and goals, the annual 
251 report of the bargaining unit member, the unit committee's preliminary evaluation report (in units 
252 that utilize an evaluation committee), and other information available to the supervisor, the 
253 supervisor assigns a rating to each of the areas of responsibility utilizing the following rating 
254 categories as described above in the University Standards section:Excellent, Very Good, Good, 
255 Marginal, Poor. Each rating should be supported by a narrative assessment of the bargaining 
256 unit member's annual performance. The narrative should be constructive in nature and assist 
257 the bargaining unit member in developing future goals as described below in the Annual Written 
258 Evaluation Report section. The supervisor will also provide an overall-rating, which may 
259 optionally be supported by a narrative assessment.-

260 At the conclusion of the annual performance appraisal process, each bargaining unit member 
261 and their unit leader will discuss the proposed workload activities and goals for the next year. 

262 Annual Written Evaluation Report 

263 Content of the report 

264 An Annual Written Evaluation Report shall be provided by the unit leader to the bargaining unit 
265 member by the date specified in the unit-level annual evaluation plan. At a minimum, the 
266 evaluation report shall include the following: 
267 
268 1. Ratings of performance in each area of responsibility, as well as an overall rating of 
269 comprehensive performance 
270 2. Formative feedback commenting upon their performance in each area of assigned duties 
271 Any other information available to the supervisor that is material to the overall 
272 performance appraisal ratings assigned to the bargaining unit member will be addressed 
273 in this narrative. 
274 3. In those cases in which employees are assigned a rating of Poor, the unit leader will also 
275 address the areas in which performance has been judged to be below expectations. 
276 
277 At the end of the report. the unit leader may include a brief summary statement of the 
j278 discussion between the bargaining unit member and the unit leader pertaining to ~ oals that 
279 support the bargaining unit member's career trajectory, address unit needs, and an outline of 
280 plans for professional development during the next evaluation period. 

281 Procedures for final izing the report 
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282 The completed Annual Evaluation Report will be dated and signed by the supervisor. The 
283 signed Annual Evaluation Report and any appended material will be given to each bargaining 
284 unit member by March 1. The supervisor will provide an opportunity for each bargaining unit 

member, typically within ten (10) business days (excluding spring break) of receiving the written 
286 evaluation document and prior to March 31 , to meet, review and discuss the completed annual 
287 evaluation and assigned duties for the next evaluation period. 

288 Bargaining unit members with concerns about their annual appraisal may request a meeting 
289 with their supervisor about their annual appraisal, which must be held within ten (10) business 

days (excluding spring break) of receiving the document. The supervisor may choose to amend 
291 the report following this meeting. By the date specified in the evaluation plan (which must allow 
292 enough time for the abovementioned meeting between bargaining unit member and supervisor, 
293 if the bargaining unit member requests it), a copy of the evaluation shall be provided to the 
294 employee. 

The formative feedback and annual evaluation meeting between the bargaining unit member 
296 and the supervisor serve the purpose of fostering continuous improvement for both the 
297 individual bargaining unit member and for their unit. 

298 Completion of Annual Evaluation Process 

299 At the conclusion of the annual evaluation meeting, or before March 31 for those bargaining unit 
members who decline the meeting, the process will be considered complete for those 

301 bargaining unit members who agree with their ratings. 

302 In the event that the bargaining unit member disagrees with the outcome of their review, the 
303 bargaining unit member may append any comments, documents or materials they desire to the 
304 final performance appraisal document within ten (10) business days (excluding spring break) of 

meeting with the director/chair/dean supervisor. These attachments will be limited to 
306 clarifications of the accomplishments listed in the bargaining unit member's annual 
307 accomplishment report, responses to the supervisor's evaluation of performance and to any 
308 "other information available to the supervisor'' addressed in the narrative. 

309 As the final step of the Annual Performance Evaluation Process, the supervisor ensures that all 
associated documentation, including electronic copies of the annual written evaluation report 

311 and attachments, meeting report, and any responses or supporting documentation from the 
312 bargaining unit member are filed in the faculty annual reporting system according to procedures 
313 provided by the Vice Provost of Faculty Affairs. 

314 At this point, the annual performance evaluation process is completed, and neither party will add 
to or delete from the Annual Evaluation Report or its attachments. Bargaining unit members 

316 grieving appealing the outcome of the annual performance appraisal process must follow the 
317 Performance Evaluation Grievance Appeals Procedure described below. 

318 Addressing Ratings of Poor 

319 If a bargaining unit member's overall performance is rated as Poor, the supervisor and the 
bargaining unit member will develop a Performance Improvement Plan of goals and methods to 
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321 improve the bargaining unit member's performance. The plan may include appropriate 
322 provisions for faculty professional development, such as campus opportunities for continued 
323 renewal and development, reassignment of duties, or a change in teaching assignments. The 
324 unit administrator may call upon the University administration for assistance in constructing such 

a plan, including provision for additional resources, where needed. 
326 

327 Annual Performance Evaluation Grio>JaAse Appeals Procedure 

328 Scope and Definitions: 

329 The grio•.ianco appeals procedures in this article apply to an individual bargaining unit member 
who alleges that their overall performance evaluation adjectival rating or evaluative narrative or 

331 assigned workload for the next evaluative period is unfair and unjust in light of the bargaining 
332 unit member's performance, the evidence presented at the time the performance evaluation 
333 process was completed, and/or the Annual Evaluation Structure & Standards in this 
334 article. Overall ratings of Moots Expectations good and above cannot be appealed are not 

grioYablo. 

336 The grio1.ianco appeals procedures in this article do not apply to the appeal of discipline 
337 resulting from the discipline of a bargaining unit member for failure to carry out their job duties 
338 and responsibilities. Such discipline grievances shall be handled through the grievance 
339 procedure applicable to disciplinary grievances as provided within Article XX, Grievance 

Procedure. 

341 Nothing in this section shall preclude grievances that allege a procedural violation of the annual 
342 evaluation process, or of the appeal process described herein. All such procedural grievances 
343 shall be handled through the grievance process as defined in Article XX, Grievance Procedure. 

344 Grie¥aAse Appeal Process: 

Whenever possible, bargaining unit members are encouraged to discuss freely any problems or 
346 misunderstandings with concerned parties as they arise in an effort to avoid the necessity of 
347 activating the GrioYanco Appeal Procedures. A conscientious effort will be made to redress 
348 through this process and resolve difficulties at the lowest level possible. 

349 Step 1: Formal Appeal to the Chair Supervisor: Should the grio•.ianco appeal not be settled 
to the bargaining unit member's satisfaction in their meeting with the supervisor, the bargaining 

351 unit member may submit a written statement as a formal appeal to their supervisor within ten 
352 ( 10) business days of the initial meeting. Units without chairs will skip this step and move to 
353 Step 2. 

354 The statement will include: 

• the name of the grioYant appellant; 
356 • the statement of facts giving rise to the grioYanco 3ppeal; 
357 • the date of the initial submission of the grieYanoo appeal; 
358 • the relief sought. 
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359 A copy of this griei;anso appeal shall be filed with the UAKU President or designated 
360 representative. 

361 After receiving the written grie,.•anse appeal, the supervisor will have ten (10) business days to 
362 respond in writing to the grievant appellant with their decision including a rationale. 

363 Step 2: Formal Appeal to the Dean/Director: Should the grio'l1anso appeal not be settled in 
364 Step 1, tho griovant appellant may, within ten (10) business days, appeal in writing to the 
365 Dean/Director. The written appeal will be accompanied by: (a) the original written statement by 
366 the grioi;ant appellant, and (b) all written communication exchanged between parties during 
367 Step 1 above. 

368 The Dean/Director will have ten (10) business days to review, investigate, and respond in 
369 writing to the grie1,ant appellant with his/her decision including a rationale. 

370 Step 3: Formal Appeal to the Provost: Should the grievanso appeal not be settled in Step 2, 
371 the grio•,ant appellant may, within ten (10) business days, appeal in writing to the Provost with a 
372 copy to the Vice Provost for Faculty Affairs and Chief Human Resources Officer. The written 
373 appeal will be accompanied by (a) the original written statement by the grie•,ant appellant, and 
37 4 (b) all written communication exchanged between parties during Steps 1 and 2 above. The 
375 Provost or designee will advise the griei;ant appellant in writing of their decision within ten ( 10) 
376 business days of receipt of the appeal. The Provost's decision shall be final and binding. 
377 
378 3. Periodic Reviews 

379 The following types of periodic review, as described in this Article, may occur for subsets of the 
380 bargaining unit: Progress Toward Tenure, Progress Toward Promotion, Post-Tenure Review, 
381 Post-Promotion Review, and Comprehensive Evaluation. 

382 For all forms of periodic review, and in accordance with existing Faculty Senate Rules and 
383 Regulations policy (Article VII, Section 4), each unit, including departments, college, schools, 
384 libraries, and centers, establishes its evaluation criteria, evaluation procedures and timelines, 
385 and evaluation instruments, all which shall be endorsed by the Dean or Vice Chancellor of 
386 Research as appropriate, and approved by the Provost's Office through procedures facilitated 
387 by the Office of Faculty Affairs. The development of these unit level policies and procedures 
388 must align with the guidance for developing unit annual evaluation plans as described in the 
389 "Unit-level Annual Evaluations Plans" section of this article. 

390 Criteria for evaluation must reflect the job description, assigned duties and responsibilities, and 
391 workload allocation of effort as outlined in the bargaining unit member's appointment notice. The 
392 University Standards for Annual Performance, as described in this article, set foundational 
393 standards for performance through which periodic reviews shall be conducted to support long-
394 term assessment of a faculty member or academic staff member's performance. Each unit's 
395 evaluation criteria, evaluation procedures and timelines, and evaluation instruments must be 
396 reviewed and endorsed by the unit Dean or Vice Chancellor of Research as appropriate, and 
397 approved by the Provost or designee, and filed with the Office of Faculty Affairs. 
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398 Evaluative criteria, procedures, timelines, and instruments must be provided in writing to all 
399 bargaining unit members with appropriate advance notice, and must align with the workload 
400 guidelines adopted by each unit, as described in Article __ (Workload). 

401 Progress Toward Tenure Review for Pre-Tenure Faculty 

402 In accordance with FSRR 6.4, approximately midway between a tenure-track faculty member's 
403 appointment and the mandatory review year (usually the third year), under guidelines issued by 
404 the Provost, a unit shall conduct a formal review of a non-tenured faculty member's progress 
405 toward tenure. The progress toward tenure review is intended to provide faculty members with a 
406 meaningful appraisal of their progress toward tenure and orient them toward basic aspects of 
407 the tenure process. At the conclusion of the review, faculty members receive a letter from the 
408 unit leader providing feedback on their progress toward tenure and informing them of the review 
409 outcome: ( 1) the evidence is sufficient for continuing the tenure-track appointment in 
41 O accordance with the evaluation standards necessary for promotion as described in Article XX, 
411 Promotion and Tenure; (2) the evidence requires a subsequent probationary review in the next 
412 academic year; or (3) the evidence supports a recommendation for non-reappointment. The 
413 letter from the Dean or Vice Chancellor will be copied to the Office of Faculty Affairs for archival 
414 and aggregate reporting purposes. 

415 Neither the record of the review nor its results shall be included in a faculty member's promotion 
416 and tenure record and recommendations for or against promotion and tenure should not be 
417 influenced by favorable or unfavorable results of the progress toward tenure review. This 
418 limitation does not prevent consideration, during the promotion and tenure review, of the same 
419 documents and information considered for purposes of the progress toward tenure review. 

420 Pre-tenure faculty members may appeal a recommendation for non-reappointment resulting 
421 from the Progress Toward Tenure or Promotion Review to the Faculty Rights Board as outlined 
422 in FSRR 6.4.3.3. 

423 Each unit that includes tenure-track faculty members will hold at least one live session, whether 
424 in-person or via web conferencing, annually, outlining the evaluation criteria, evaluation 
425 procedures and timelines, and evaluation instruments expected for the progress toward tenure 
426 review. Each unit will post or update this information on their website no later than May 1 of 
427 each Spring semester. 

428 Progress Toward Promotion Review for Probationary Unclassified Academic Staff 

429 Approximately midway through their probationary period (usually the third year), an unclassified 
430 academic staff member shall participate in a formal review of their progress towards promotion, 
431 analogous to a review of the progress towards tenure. The progress toward promotion review is 
432 intended to provide unclassified academic staff members with a meaningful appraisal of their 
433 progress toward promotion and orient them toward basic aspects of the promotion process. At 
434 the conclusion of the review, unclassified academic staff members receive a letter from the 
435 Dean or Vice -Chancellor for Research providing feedback on their progress toward promotion 
436 and informing them of the review outcome: (1) the evidence is sufficient for continuing the 
437 probationary appointment, and the Unclassified Academic Staff member is on track for 
438 promotion in accordance with the evaluation standards necessary for promotion as described in 
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439 Article XX, Promotion and Tenure; (2) the evidence is sufficient for continuing the probationary 
appointment but performance must be elevated to approach promotion; (3) the evidence 

441 requires a subsequent probationary review in the next academic year; or ( 4) the evidence 
442 supports a recommendation for non-reappointment. 

443 Neither the record of the review nor its results shall be included in an unclassified academic 
444 staff member's promotion record and recommendations for or against promotion should not be 

influenced by favorable or unfavorable results of the progress toward promotion review. This 
446 limitation does not prevent consideration, during the promotion review, of the same documents 
447 and information considered for purposes of the progress toward promotion review. 

448 Each college, school, or research center will hold at least one live session, whether in-person or 
449 via web conferencing, annually, outlining the evaluation criteria, evaluation procedures and 

timelines, and evaluation instruments expected for the progress toward promotion review (for 
451 probationary unclassified academic staff). Each college, school, or research center will post or 
452 update this information on their website no later than May 1 of each Spring semester. 

453 Post-Tenure Review 
454 The timeline for post-tenure review for tenured faculty will be as determined in Article __, 

Timeline for Post-Tenure Review for Tenure-line Faculty and Post-Promotion Review for 
456 Unclassified Academic Staff. 

457 Tenured bargaining unit members will bo reviewed comprohonsii.1oly once ovary sovonfi•10 years 
458 following tho receipt of tenure with tho review ocmming in tho unit that conducts their annual 
459 evaluation. Tho period is restarted if a faculty member is considered for promotion to full, or 

appointed as a distinguished professor or librarian. The time period when a faculty member is 
461 on medical or familial leave or that would otherwise be excluded when computing time in rank 
462 does not count toward this period. In addition, time serving as department chair, program 
463 director, dean or associate dean, or other administrative position subject to administrative 
464 review is excluded. The review may be postponed if it falls in a year when the faculty member is 

on leave for a substantial period such that it is not possible for the process to proceed. Faculty 
466 members who have given notice of resignation effective no later than the end of the academic 
467 year of the notice or that are on phased retirement or whose retirement date has been approved 
468 by the university will be exempt from review under this policy. 
469 

The unit supervisor will notify faculty members scheduled for post-tenure review no later than 
471 March 15 in the spring semester preceding the academic year of review. 

472 Following the procedures in its bylaws, each unit will adopt post-tenure review expectations and 
473 procedures that align with the university calendar as well as the procedures and format set by 
474 the Office of Faculty Affairs. The unit policy must be endorsed by the Dean and approved by the 

Provost or designee. 

476 The review should consider the bargaining unit member's performance during the period under 
477 review as reflected in the post-tenure review file as aligned to Article XX-Workload, Article XX 
478 Evaluations, Article XX Promotion and Tenure and aligned with expectations as captured in the 
479 unit's policies, the university performance standards, the unit's expectations, and the individual's 

workload. The faculty member's performance in each area of responsibility during the review 
481 period is to be assessed as either Excellent, Very Good, Good, Marginal or PoorDistinotion, 
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482 Meritorious, Adequate or Unsatisfactory. If the faculty receives an overall rating of Poor 
483 Unsatisfactory a performance improvement plan may be developed and filed in the post-tenure 
484 review file. Marginal or poor Unsatisfactory performance may also result in discipline up to and 
485 including termination. 

486 If in the Post Tenure/Promotion Probationary Review a faculty bargaining unit member is rated 
487 as poor or marginal unsatisfactory in one or more areas of responsibilities, the faculty member 
488 may request a review by a faculty committee designated to hear such matters in the college, 
489 school, libraries, or Office of Research. The makeup of the committee will be determined in 
490 accordance with the Post-Tenure Review policy except as altered by this article. The review 
491 committee will issue a non-binding recommendation on the appropriateness of this conclusion to 
492 the Dean or Vice Chancellor for Research as appropriate. The Dean or Vice Chancellor for 
493 Research may change the evaluation after receiving the committee's decision or may choose 
494 not to do so. In any event, the report of the committee will become a permanent part of the 
495 faculty bargaining unit member's personnel file within the academic unit , the faculty bargaining 
496 unit member's personnel filed in the Office and Faculty Affairs, and shall be available to the 
497 faculty bargaining unit member. 

498 Post-Promotion Review for Unclassified Academic Staff 

499 The timeline for post promotion review for post-promotion review unclassified academic staff will 
500 be as determined in Article __, Timeline for Post-Tenure Review for Tenure-line Faculty and 
501 Post-Promotion Review for Unclassified Academic Staff. 

502 Unclassified academic staff will be reviewed once every seven f.ive years after promotion. 
503 Procedures for this post-promotion review shall be analogous to the procedures for post-tenure 
504 review described above. Unclassified staff members who do not go up for promotion at the end 
505 of their probationary period and those who have an unsuccessful promotion review at the end of 
506 the probationary period maintain their current rank with annual academic or fiscal year 
507 appointments. As such, these unclassified staff members on one-year appointments are not 
508 required to engage in post-promotion reviews. 

509 The Dean of the unit or Vice Chancellor for Research will notify unclassified academic staff 
510 scheduled for post-promotion review no later than March 15 in the spring semester preceding 
511 the academic or fiscal year of review. 

512 Following the procedures in its bylaws, each unit will adopt post-promotion review expectations 
513 and procedures that align with the university calendar as well as the procedures and format set 
514 by the Office of Faculty Affairs, endorsed by the Dean or Vice Chancellor for Research and 
515 approved by the Provost or designee. 

516 The review should consider the bargaining unit member's accomplishments and objectives as 
517 reflected in the post-promotion review file in light of the university performance standards, the 
518 unit's expectations, and the individual's workload allocation of effort and assess whether the 
519 bargaining unit member's performance in each area of responsibility during the review period is 
520 Excellent, Very Good, Good, Marginal or PoorDistinction, Meritorious, Adequate or 
521 Unsatisfactory. If the employee receives an overall rating of Poor Unsatisfactory, a performance 
522 improvement plan may-be developed and filed in the post-probationary review file. Marginal or 
523 peGr Unsatisfactory performance may also result in discipline up to and including termination. 
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524 Comprehensive Evaluation for Lecturers, Teaching Professors, and Professors of 
525 Practice 

526 Lecturers on multi-year contracts will undergo a comprehensive evaluation at the end of their 
527 contract period and prior to the renewal of a contract. Bargaining unit members in the Teaching 
528 Professor and Professor Practice series will undergo a comprehensive evaluation at the time of 
529 consideration for contract renewal 

530 A Comprehensive Evaluation is not required for appointments not being considered for renewal. 

531 Each unit will adopt comprehensive evaluation procedures that align with Article XX-Workload, 
532 Article XX Annual Evaluations, the university calendar as well as the procedures and format 
533 set by the Office of Faculty Affairs, endorsed by the relevant Dean and approved by the Provost 
534 or designee. 

535 The supervisor will notify bargaining unit members scheduled for comprehensive evaluation no 
536 later than March 15 in the spring semester preceding the academic year of review. 

537 Copies of annual evaluations, along with a narrative about how the bargaining unit member has 
538 or has not addressed feedback in response to those evaluations, may form part of a 
539 comprehensive performance review. 
540 
541 If in the Comprehensive Review a bargaining unit member is rated as poor or marginal 
542 unsatisfactory in one or more areas of responsibilities, the bargaining unit member may request 
543 a review by a faculty committee designated to hear such matters in the college, school, libraries 
544 or Office of Research. The makeup of the committee will be determined in a similar way as 
545 described in the Post-Tenure Review policy except as altered by this article, and shall include 
546 instructional faculty in the makeup of the committee. The review committee will issue a non-
547 binding recommendation on the appropriateness of this conclusion to the Dean or Vice 
548 Chancellor for Research. The Dean or Vice Chancellor may change the evaluation after 
549 receiving the committee's decision or may choose not to do so. In any event, the report of the 
550 committee will become a permanent part of the bargaining unit member's personnel file within 
551 the academic unit, the member's personnel filed within the Office of Faculty Affairs, and shall be 
552 available to the bargaining unit member. 

553 Outcome of Periodic Reviews 

554 Positive periodic evaluations (for bargaining unit members of any appointment duration) may be 
555 grounds for merit-based salary increases (where allowed by this contract) and contribute to 
556 promotion or advancement to longer-term appointments, as part of significant and sustained 
557 positive performance, in alignment with university standards, unit criteria, and unit need. A 
558 negative periodic review may be a basis for the initiation of a Performance Improvement Plan or 
559 a Differential Allocation of Effort agreement as described elsewhere in this Agreement or, in 
560 cases of significant and repeated deficiencies, may be a basis for non-reappointment or non-
561 renewal of a non-tenured bargaining unit member 

562 4. Right of Response for Bargaining Unit Members Undergoing Periodic Review 
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563 This section applies to all forms of Periodic Review. 

564 The completed Periodic Review will be dated and signed by the supervisor. The signed Periodic 
Review and any appended material will be given to each bargaining unit member within ten (10) 

566 business days (excluding spring break) of completion. The supervisor will provide an opportunity 
567 for each bargaining unit member, typically within ten (10) business days (excluding spring 
568 break) of receiving the written evaluation document, to meet, review and discuss the completed 
569 Periodic Review evaluation. 

The supervisor may choose to amend the Periodic Review following this meeting. By the date 
571 specified in the evaluation plan (which must allow enough time for the abovementioned meeting 
572 between bargaining unit member and supervisor, if the bargaining unit member requests it), a 
573 copy of the evaluation shall be provided to the employee. 

574 If the bargaining unit member disagrees with the outcome of their review, the bargaining unit 
member may append any comments, documents or materials they desire to the final 

576 performance appraisal document. These attachments will be limited to clarifications of the 
577 accomplishments listed in the bargaining unit member's annual accomplishment report, 
578 responses to the supervisor's evaluation of performance and to any "other information available 
579 to the supervisor" addressed in the narrative. 

As the final step of the Periodic Review process, the supervisor ensures that all associated 
581 documentation, including electronic copies of the written evaluation and attachments, meeting 
582 report, and any responses or supporting documentation from the bargaining unit member are 
583 filed according to procedures provided by the Vice Provost of Faculty Affairs. 

584 5. Performance Improvement Plans 

Overall ratings of Poor in a periodic evaluation may require the development and 
586 implementation of a Performance Improvement Plan (PIP) for the bargaining unit member. The 
587 purpose of the PIP is to offer support, resources, and clear guidelines for the bargaining unit 
588 member to be successful. 

589 Prior to a PIP taking effect, the bargaining unit member and supervisor will meet to discuss the 
terms of the PIP. Bargaining unit members have a right to union representation at all meetings 

591 or discussions related to a PIP. The supervisor shall indicate the specific problem(s), articulate 
592 the specific performance expectations and time frames, and, where applicable, identify 
593 appropriate resources, all of which shall be reduced to writing in the PIP. 

594 The PIP may include requirements, such as scheduled meetings and reporting, completion of 
specified training, and use of certain resources or tools that could support improvement of the 

596 bargaining unit member performance or conduct. Any such requirements should assist the 
597 employee in successfully completing the PIP and should not be overly burdensome or create 
598 further barriers to successful completion of the PIP. 

599 The PIP will specify the start and end dates, which shall not be less than thirty (30) working 
days and shall reasonably reflect the nature of the performance improvement needed 
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601 To the extent that the bargaining unit member's successful completion of the PIP is contingent 
602 on actions from their supervisor, the supervisor will make every reasonable effort to help 
603 advance the improvement of the bargaining unit member. 

604 A copy of the PIP will be provided to the bargaining unit member with simultaneous 
605 transmission to UAKU, the DeanNice Chancellor of Research, the Office of Faculty Affairs and 
606 Human Resources. 

607 At the end of the PIP period, the bargaining unit member supervisor will meet with the 
608 bargaining unit member to review performance and assess whether the PIP goals have been 
609 achieved and/or the PIP requirements have been fulfilled . 

610 In some cases, the PIP may be extended for an additional period of time. If the PIP is 
611 extended, the employee will attend additional meetings during and at the end of the PIP 
612 period, as described above. The bargaining unit member, UAKU, Dean or Vice 
613 Chancellor of Research, Office of Faculty Affairs and HR will simultaneously receive a 
614 copy of the agreed extended PIP. 
615 If the bargaining unit member does not achieve the improvements set forth in the PIP or 
616 extended PIP, the bargaining unit member may be subject to discipline under the 
617 provisions of <Article: Discipline>. 

111~q1vr~ 14J4'1 J& 
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Temporary Agreement 
Timeline for Post-Tenure Review for Tenure-line faculty and Post-Promotion Review for 

Unclassified Academic Staff 

The timeline for post-tenure review for tenure line faculty is as follows: 

• The first post tenure review for tenured Associate Professors and Librarians will occur 
seven years after the award of tenure, unless the bargaining unit member is considered 
for promotion in rank prior to or during that seventh year. 

• If a bargaining unit member is considered for promotion or awarded a distinguished 
professorship, the clock resets. 

• After the initial seven-year period of review following the award of tenure, all post tenure 
reviews will occur on a five-year cycle. 

• If a bargaining unit member is hired at the rank of associate, their first post tenure review 
will occur seven years after the award of tenure, unless considered for promotion prior to 
or during the seventh year. If a bargaining unit member is hired at the rank of full, their 
post tenure review will occur on a five-year cycle. 

• Tenured faculty will complete their current post tenure review cycle and then will move to 
a five-year post tenure review cycle. 

The timeline for post-promotion review for Unclassified Academic Staff at the ranks of associate 
and full/senior is once every seven years. If an Unclassified Academic Staff member is 
considered for promotion, the clock resets. Unclassified Academic Staff who have an 
appointment that is split between a tenure line role and unclassified academic staff role will have 
post-tenure and post-promotion reviews scheduled in alignment with their tenure-line faculty 
appointment. 



1 Black = previous language from both UAKU & KU proposals 
2 Red = New or previous KU management language 
3 Blue =UAKU changes accepted or struck 
4 
5 UAKU, AFT-AAUP 
6 Promotion and Tenure 
7 1/14/26 
8 
9 Section 1: General Provisions 

1 O A. Past Service 

11 For the purpose of time periods defined in this article, time spent in a position that would have 
12 been in the bargaining unit before the unit recognition election (April 25, 2024) counts towards 
13 progression. 

14 B. Mentoring 

15 As part of its procedures for promotion and/or tenure, each department, college or school, or 
16 other administrative unit shall develop a plan for mentoring each tenure-line faculty, unclassified 
17 academic staff, and instructional faculty with multi-year appointments in at least their initial three 
18 years of employment. Such plans should provide relevant information and guidance to assist 
19 bargaining unit members in the development of successful careers in teaching, research, 
20 scholarship, creative activity, professional performance, and/or service, and in documenting a 
21 record of their careers for purposes of the tenure and/or promotion process. 

22 C. Notice of Expectations and Procedures 

23 When bargaining unit members begin employment, their unit supervisor shall provide bargaining 
24 unit members with information concerning the standards and procedures for award of tenure 
25 and/or promotion in rank, including copies of the written criteria, procedures, timelines and 
26 instruments approved by their unit, and copies of the Provost Office's guidelines and forms 
27 applicable to their position. All such standards and procedures shall be consistent with KBOR 
28 policy requirements and University standards, shall follow and align to processes administered 
29 by the Provost Office, and shall be filed with the Office of Faculty Affairs for review and 
30 approval. In the event of any conflict between the unit standards and procedures and those of 
31 the University, the University's shall govern. 

32 In the event of a change in criteria for tenure or promotion during a bargaining unit member's 
33 probationary period, the member may choose to seek tenure or promotion under the criteria in 
34 place at the time of initial appointment, or under the new criteria. Candidates for promotion to 
35 higher ranks (associate to full) may choose to seek promotion under the criteria in place at the 
36 time of their appointment to their current rank, or under any new criteria which may have been 
37 adopted after their appointment to their current rank. 
38 
39 D. Documentation 
40 
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41 Working with the bargaining unit members, each unit, Human Resources, Faculty Affairs and 
42 the Office of the Provost, shall, on an ongoing basis, generate and compile documentation 
43 necessary to evaluate teaching (or professional performance), research, scholarship, creative 
44 activity, and service, consistent with requirements outlined in Article __ (Workload) and 
45 Article __ (Evaluations). 
46 
47 Unit supervisors will inform bargaining unit members of their progress towards meeting the 
48 expectations for promotion and/or tenure using Annual and Periodic Evaluations, as described 
49 in Article __ (Evaluations). 

50 Following FSRR Article VI , administration of policies, procedures, criteria and recommendations 
51 for the promotion and/or tenure of a bargaining unit member is a collective responsibility which 
52 rests principally with senior faculty members including department/center and college/school 
53 promotion and tenure committees, the University Committee on Promotion and Tenure and the 
54 Faculty Senate, as well as with academic administration including the unit supervisor, Dean, 
55 Vice Provost for Faculty Affairs and the Provost. Final responsibility and approval for granting 
56 tenure and/or promotion rests with the Chancellor. 
57 
58 Section 2: Tenure-Line Faculty and Unclassified Academic Staff 

59 Only bargaining unit members in the Tenure-Line Faculty and Unclassified Academic Staff 
60 classifications are eligible for non time-limited appointments. 

61 A. Standards, Process and Criteria for Promotion and Tenure 

62 Policies, processes and criteria for promotion and tenure are set forth in KBOR, University 
63 Guidelines, Faculty Senate Rules and Regulations, college/school, and departmental policy as 
64 applicable, and must be in alignment with the terms of this Agreement. 
65 
66 Upon ratification of this Agreement, the rating scale for promotions and tenure will be the 
67 following: 
68 
69 1. Unsatisfactory: Candidate fails to demonstrate sufficient achievement based on the 
70 standards and norms of the discipline in the context of assigned workload 
71 
72 
73 2. Adequate: Candidate demonstrates consistent, adequate performance that is 
74 satisfactory based on the standards and norms of the discipline in the context of 
75 assigned workload 
76 
77 
78 3. Meritorious: Candidate demonstrates consistent high level of achievement 
79 based on the standards and norms of the discipline in the context of assigned workload 

80 4. Distinction: Candidate demonstrates exceptional achievement based on the 
81 standards and norms of the discipline in the context of assigned workload with evidence 
82 that indicates potential for continued distinction. 

The Union reserves the right to add to, delete from, alter or amend this proposal. This proposal is made 
without precedent or prejudice to existing rights and entitlements, regardless of the character or source of 
same. Any tentative agreements reached between the parties on any proposals shall not become final until 
(1) the parties have reached final agreement on a full collective bargaining agreement, and (2) the Union 
membership has ratified the full collective bargaining agreement. 



83 
84 The University standard for promotion with tenure for tenure-line faculty is an overall 
85 rating of "Meritorious" in the areas of research and teaching (or professional 
86 performance) and a minimum rating of "Adequate" in service. The University standard 
87 for promotion for unclassified academic staff is an overall rating of "Meritorious" in their 
88 predominant area(s) of responsibility (teaching or research) and "Adequate" for other 
89 areas of responsibility. 

90 The University standard for promotion to the rank of full professor for tenured faculty is 
91 an overall minimum rating of "Meritorious" in research and teaching (or professional 
92 performance), but with at least one of the two having a rating of "Distinction", and a 
93 minimum rating of "Adequate" in service. The University standard for promotion for 
94 unclassified academic staff is an overall rating of "Meritorious" in their predominant 
95 area(s) of responsibility (teaching or research) and "Adequate" for other areas of 
96 responsibility. For faculty members who have tenure review in conjunction with their 
97 promotion to the rank of full professor, such as in the School of Law, the standard for 
98 the promotion to the rank of full will apply for the tenure review as well. 

99 Absent oxooptional oiroumstanoos, tenure lino faoulty and unclassified aoadomio staff must 
100 reoei\•e ratings of "Good" or higher in all areas of responsibility to be eligible f-Or tenure and/or 
101 promotion. 

102 Prior to the ratification of this contract, the university rating scale for promotion and tenure was: 
103 Excellent, Very Good, Good, Marginal, and Poor. The university standard was that tenure-line 
104 faculty and unclassified academic staff must receive ratings of "Good" or higher in all areas of 
105 responsibility to be eligible for tenure and/or promotion. Bargaining unit members in their 
106 probationary period at the time of contract ratification may choose to seek tenure or promotion 
107 under the standards and criteria in place at the time of initial appointment, or under the new 
108 standard and criteria. For the 8 year period after the ratification of this contract, bargaining unit 
109 members who are at the associate rank and were promoted prior to the ratification of this 
11 O contract may choose to seek promotion to the rank of full under the standards and criteria in 
111 place at the time of their appointment to their current rank, or under the new standard and 
112 criteria. After the 8 year period, those bargaining unit members will be required to seek 
113 promotion under the new standards and criteria. 

114 Except where altered by this article, tenure-line faculty and unclassified academic staff attain 
115 promotion and tenure in accordance with KBOR Policies, Faculty Senate Rules and Regulations 
116 (FSRR) Article VI, and the promotion and tenure procedures adopted by their unit or department 
117 and college/school as administered according to guidelines from the Provost as administered by 
118 the Vice Provost of Faculty Affairs. 

119 In their initial appointment letter, tenure-line bargaining unit members will be informed by the 
120 Employer of the date of their mandatory review year, and unclassified academic staff will be 
121 informed of the end of their probationary period. 

122 In cases where a bargaining unit member holds a joint appointment, as defined by Article_ 
123 (Appointments), a memorandum of agreement detailing the terms of joint appointment must 
124 specify the promotion and tenure criteria for the bargaining unit member, which must align to the 
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125 job duties and allocation of effort that the bargaining unit member has under the joint 
126 appointment. 

127 B. Credit toward Tenure and/or Promotion 

128 When untenured tenure-line faculty members or probationary unclassified academic staff are 
129 hired after serving at another academic institution, the treatment of time spent at the other 
130 institution and, for tenure-line faculty, the resulting terminal and mandatory review years shall be 
131 established through negotiation at the time of the hire, as documented in the initial appointment 
132 letter, with signatures of the bargaining unit member, department chair/unit supervisor and 
133 DeanNice Chancellor for Research, and filed with the Office of Faculty Affairs. 

134 C. Interruptions of the Probationary Period for Tenure-Line Faculty 

135 Prior to the mandatory review year, and at the request of the faculty member and the 
136 appropriate dean or Vice Chancellor for Research, the Provost may grant an extension of the 
137 tenure or promotion clock for a maximum of one year. The university's Interruption of the 
138 Probationary Period Policy states the policies and procedures for requesting an extension of the 
139 tenure clock for leave and other circumstances. Per KBOR policy, no more than two extensions 
140 of the tenure clock may be granted to a faculty member for any reason unless state-wide 
141 extensions or exceptions are made by the Board. Nothing in this provision shall be construed to 
142 guarantee reappointment of an untenured faculty member. No promotion and tenure committee 
143 at any review level will discriminate against faculty members who are granted extensions of the 
144 tenure clock in accordance with university policy. An adjusted "tenure clock" shall not change 
145 the criteria for evaluation. The university's Interruption of the Probationary Period Policy states 
146 the policies and procedures for requesting an extension of the tenure clock under appropriate 
147 circumstances. 

148 D. Promotions for Tenure-line Faculty from Assistant to Associate 

149 D.1. Probationary Period, Mandatory Review Year and Early Review 

150 The probationary period prior to the award of tenure may not normally exceed seven years, 
151 except when interruptions to the "tenure clock" exist, as described in this Article. If a tenure-
152 track faculty member does not receive tenure, and absent an interruption of the tenure clock, 
153 the seventh year becomes the terminal year. Consideration of tenure must therefore normally 
154 occur no later than the sixth year, which constitutes the "mandatory review year." 

155 In cases of mandatory reviews resulting in the denial of tenure, no further reviews for tenure 
156 shall occur beyond the appeal processes as outlined below and in Articles __ (Grievance). 
157 Candidates who apply for promotion and tenure prior to their mandatory review year are held to 
158 the same standards of achievement as those who have completed the full probationary period. 

159 KBOR policy may provide for the exclusion of some years in computing time in rank due to 
160 unexpected special and extenuating circumstances, and such years shall not be included in 
161 determining the terminal or mandatory review year. 

162 D.2. Promotion for Tenure-line Faculty from Associate to Full 
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163 Continuing productivity is expected to prepare the candidate for promotion to full 
164 professor/librarian within six years of their promotion to associate professor/librarian. 

An unsuccessful promotion review for tenure-line faculty will not impact the candidate's 
166 continued employment, and they may choose to reapply for promotion at a later date. 

167 Bargaining unit members are not required to request promotion to Professor/Librarian on a 
168 specific timeline and they may forgo promotion altogether; there is no time limit for tenure-line 
169 faculty to go up for promotion from associate to full professor/librarian. 

E. Promotions for Unclassified Academic Staff 

171 E.1. Probationary Period & Promotion from Rank ofAssistant to Associate 

172 The probationary period for unclassified academic staff at the assistant level is six years with 
173 the expectation for a promotion review through the UCPT Process at the end of the probationary 
174 period. 

Candidates who apply for promotion prior to the end of the probationary period are held to the 
176 same standards of achievement as those who have completed the full probationary period. 

177 Unclassified academic staff shall not attain promotion without successfully completing the UCPT 
178 process. 

179 An unsuccessful promotion review at the end of the probationary period will result in maintaining 
their current rank with annual academic or fiscal year appointments. 

181 Though the promotion review is not mandatory at the end of the probationary period, an 
182 unclassified academic staff member who chooses not to be evaluated for promotion at the end 
183 of their probationary period will continue with annual academic or fiscal year appointments until 
184 they are reviewed for promotion. 

E.2. Promotion of Unclassified Academic Staff from Rank of Associate to Full 

186 Continuing productivity is expected to prepare the candidate for promotion to the rank of full 
187 within six years of their promotion to associate. An unsuccessful review for promotion to the 
188 rank of full will not impact the candidate's continued employment, and they may choose to 
189 reapply for promotion at a later date. There is no time limit on the promotion from associate to 

full rank for unclassified academic staff. Unclassified academic staff are not required to request 
191 promotion from associate to full on a specific timeline, and they may forgo promotion from 
192 associate to full altogether. 

193 F. Appeal of Denial of Promotion and Tenure 

194 A tenure-track faculty member or academic staff who believes that evaluation of their record has 
been compromised by a procedural violation, a violation of their academic freedom, or the 

196 application of improper standards or criteria may appeal the negative recommendation of UCPT 
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197 or the Provost to the Faculty Rights Board as outlined in FSRR Article VI with the addition of 
198 notification to the appropriate UAKU representative simultaneously with candidate notification. 

199 Grievances alleging that the procedures governing promotion and tenure decisions outlined in 
documents at any level of review, including processes described in FSRR VI, were violated shall 

201 begin at Step Three of the Grievance and Arbitration process outlined in Article XX (Grievance 
202 and Arbitration). 
203 
204 Section 3: Lecturers, Teaching Professors, and Professors of Practice 

A. Standards, Process and Criteria for Promotion 

206 Though Instructional Faculty are not eligible for tenure, they are eligible for promotion within 
207 their category, except for Instructor and Visiting Professor job titles which do not have 
208 promotional tracks. Instructional Faculty eligible for promotion are not required to request 
209 promotion when they are eligible; they may request promotion in a later year or forgo it 

altogether. Opting not to apply for promotion has no bearing on future re-appointments. 
211 
212 For Instructional Faculty eligible for promotion, progression in rank and title will follow the 
213 processes and procedures for promotion developed by the school/department, endorsed by the 
214 Dean, approved by the Provost or their designee, filed with the Office of Faculty Affairs, and 

must be in alignment with University Guidelines and the terms of this Agreement. 
216 
217 Existing policies and criteria shall remain in place, except where modified by this Article or 
218 where such terms would violate this Agreement. Units that do not have promotion criteria and 
219 procedures for a job title series which is utilized in their unit will develop these procedures within 

12 months of ratification of this Agreement. 
221 
222 Guidelines for promotion review will be provided to units by the Office of the Provost and must 
223 include the following minimum requirements: 
224 • Promotion in rank must be preceded by a comprehensive performance review, which is 

normally held every three years of an appointment and prior to the offer of another 
226 limited term appointment. 
227 • A rating scale of: Distinction, Meritorious, Adequate, Unsatisfactory 
228 • Procedures for promotion and rank must adhere to existing policy (such as the 
229 "Teaching Professor Job Title Series Guidelines" and "Professor of the Practice" policies 

from the Office of Provost and Executive Vice Chancellor) except where those are 
231 superseded by this article. 
232 • The criteria for promotion must reflect the allocation of effort, job description, and duties 
233 as expressed in an employee's appointment letter or current position description and 
234 must align with the university workload standards and the guidelines adopted by each 

academic unit, as described in Article __ (Workload). 
236 • Department procedures must clearly indicate: 
237 • Unit-defined criteria for promotion 
238 • The timeline at which each step of the comprehensive review is carried out; 
239 • What documents and information the candidate for promotion must submit; 

• Who conducts the comprehensive review or how the composition of review 
241 committees is determined (in situations where the review goes through multiple 
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242 levels or committees, the unit-level procedures must specify this for each level of 
243 review); 
244 • What happens in the case of a favorable recommendation, and in the case of a 
245 negative recommendation including appeal rights and appeal process 
246 
247 The fact that a candidate's promotion review was unsuccessful will not impact the candidate's 
248 eligibility to be renewed for subsequent terms at the current rank, and they may choose, in 
249 consultation with their unit head, to reapply for promotion at a later date. 
250 
251 When instructional faculty are hired into a new instructional classification after serving in another 
252 instructional role at the University of Kansas, the treatment of time spent at the previous role 
253 may be counted in years of service for the purposes of promotion. Eligibility shall be established 
254 through negotiation at the time of hire, documented in the initial appointment letter, with 
255 signatures of the bargaining unit member, department chair/unit supervisor and DeanNice 
256 Chancellor for Research, and filed with the Office of Faculty Affairs. 
257 
258 Promotion within Each Job Series 
259 
260 Lecturers: 
261 The Lecturer job series shall include promotion from Lecturer to Senior Lecturer. Bargaining unit 
262 members normally become eligible for promotion from Lecturer to Senior Lecturer after the 
263 equivalent of at least six cumulative years of full time service as a Lecturer and a promotional 
264 rating of "Good" in teaching. Promotion may occur earlier than completion of six years with 
265 approval from the unit supervisor and Dean. The University standard to be eligible for promotion 
266 for lecturers is to meet the role as defined by the unit with a rating of "Meritorious," in the area of 
267 teaching, with standards for all other areas of responsibility set by the unit criteria, but at least 
268 "Adequate". 
269 
270 Lecturer promotions will follow processes and procedures developed by the school/department, 
271 endorsed by the Dean, approved by the Provost or their designee, filed with the Office of 
272 Faculty Affairs, and must be in alignment with University Guidelines and the terms of this 
273 Agreement. 
274 
275 After ratification of this contract, the titles Multi-Term Lecturer and Online Lecturer will no longer 
276 be used for new appointments, except that existing Multi-Term Lecturers who opt not to seek 
277 promotion or conversion to Senior Lecturer will retain their title until the end of their current 
278 appointment. 
279 
280 Upon ratification of this agreement, Lecturers who have the equivalent of at least six (6) 
281 cumulative years of full-time service at KU with a demonstrated record of excellence in teaching 
282 will be eligible for promotion oon110rted to Senior Lecturer through unit procedures and based on 
283 unit criteria, with commensurate pay increases, unless they opt not to seek promotion, in which 
284 case they will retain their current title until the end of their current appointment regardless of 
285 rank. Senior Lecturers who were already in rank at the time of ratification will retain their rank as 
286 Senior Lecturer. 
287 
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288 Except in instances where the unit supervisor approves an earlier promotion timeline, 
289 bargaining unit members with the titles of Lecturer, Online Lecturer, and Multiterm Lecturer at 
290 the time of ratification and who have not yet attained the equivalent of at least six (6) cumulative 
291 years of full-time service will become eligible to apply for promotion once they have completed 
292 at least six (6) years of service. 
293 
294 Teaching Professors: 
295 The Teaching Professor job series shall include promotion from Assistant Teaching Professor to 
296 Associate Teaching Professor, and promotion from Associate Teaching Professor to Teaching 
297 Professor. Promotion normally occurs after six years of service at a given level but may occur 
298 earlier with approval from the unit supervisor, Dean, and the Office of Faculty Affairs. 
299 Comprehensive evaluation is required at the time of promotion. The university standard to be 
300 eligible for promotion for teaching professors is a rating of "Meritorious" in the area of teaching, 
301 with standards for all other areas of responsibility set by the unit criteria, but at least "Adequate" 
302 "Good" in each area of responsibility. 
303 
304 Promotion for the Teaching Professor series will follow processes and procedures developed by 
305 the school/department, endorsed by the Dean, approved by the Provost or their designee, filed 
306 with the Office of Faculty Affairs, and must be in alignment with University Guidelines and the 
307 terms of this Agreement. 
308 

309 Professors of the Practice: 
31 O The Professor of the Practice job series shall include promotion from Assistant Professor of the 
311 Practice to Associate Professor of the Practice, and promotion from Associate Professor of the 
312 Practice to Professor of the Practice. Promotion normally occurs after six years of service at a 
313 given level, but may occur earlier with approval from the unit supervisor, Dean, and the Office of 
314 Faculty Affairs. Comprehensive evaluation is required at the time of promotion. The university 
315 standard to be eligible for promotion for professors of the practice is a rating of "Meritorious" in 
316 the area of teaching, with standards for all other areas of responsibility set by the unit criteria, 
317 but at least "Adequate" "Good" in each area of responsibility. 
318 
319 Promotion for the Professor of Practice series will follow processes and procedures developed 
320 by the school/department, endorsed by the Dean, approved by the Provost or their designee, 
321 filed with the Office of Faculty Affairs, and must be in alignment with University Guidelines and 
322 the terms of this Agreement. 
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1 KU Counterproposal 
2 Compensation 
3 March 5, 2026 
4 

Nothing in this agreement shall bo oonstrued to roduoe any bargaining unit member's pay ffom 
6 its current amount, while taking into aooount ohangos in job classification/rank or FTE 
7 Employees whose job classificationtrank or FTE changes may be paid at a rate consistent with 
8 their changed classificationJrank or FTE. 
9 

A. Base Salary Minima 
11 
12 Section 1: Rank Eligible Positions 
13 
14 Commencing the first pay period of January 18, 2026, no bargaining unit member will be paid at 

a base salary less than the job category and rank-specific values as referenced in Table 1. 
16 Table 1 values are for full-time employees in rank eligible positions. Salary minima for part-time 
17 employees will be prorated based on the percentage of FTE assigned. Bargaining unit members 
18 with joint appointments or multiple appointments (two or more job titles/ranks) will have base 
19 salary minima governed by the larger of the minima for the categories/ranks that apply. The 

base salary minima described in this article does not prevent higher salaries than those outlined 
21 in Table 1. Such minima shall not be construed or applied to effectuate a reduction in a 
22 bargaining unit member's compensation provided that the employee remains within the same 
23 job title, rank and level of effort. 
24 

Minima a.re construed to govern minimum base pay over the length of the appointment period 
26 (i.e., academic year or fiscal year), exclusive of summer salary, administrative supplements, or 
27 other forms of additional pay. Nothing in this article precludes additional pay for covered 
28 activities stated in the university's Additional Payment for Employees policy 
29 (https://services.ku.edu/TDClienU818/Portal/KB/ ArticleDet?I 0=20796). 

31 Oi.<er the course of tho duration of tho MOA, i.•!ithout tho necessity of mooting and conferring 
32 with the Union, at its discretion and when funds are ai.<ailable, the University may make periodic 
33 increases to minima to reflect the market. co,.«ered bargaining unit employees impacted by the 
34 change, •/1411 be adjusted to the new minima on the established effectii.<e date, proi.<ided that 

salaries will not be reduced as a result of market structure changes. Before any changes to 
36 salary str1:Jct1:Jre become effeotiYe, the Unii.<ersity will allow the Union to proi.<ido input. 
37 
38 Section 2: Non-rank Eligible Positions (Instructor) 
39 

For Instructors (or those employees holding the tiUe of Lecturer during the Spring semester of 
41 202e who fit within the definition of an Instructor as defined in Article XX, Appointments), 
42 starting January August 18, 2026, the minimum pay is $1 ,500 per credit hour, except for 
43 courses with enrollment of 5 or less which has a minimum of $1 ,000 per credit hour. ~ 
44 instructors who '.¥ore previously classified as "Lecturers" prior to this agreement, minimum pay 

shall not be lower U~an their previous pay rate. These minima rates for Instructors shall apply 
46 even if the employee may have previously been appointed as a Lecturer, however, no Instructor 
47 shall be paid at a lower per credit hour rate than they were paid in a prior semester. 
48 notwithstanding retroactive pay that such employees may have been paid in the Spring of 2026. 
49 ~ <(W WC)l
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51 
52 The minimum allowable promotion in rank increase for full-time bargaining unit members will be 
53 i~ither the percentage of the salary or the minimum dollar amount listed in Table 2, whichever is 
54 larger. Promotion adjustments for part-time employees will be applied in the same manner but 

prorated based upon the assigned FTE. Promotions are applied to the total base salary of the 
56 i~ligible bargaining unit member at the beginning of the payroll fiscal year for 12-month 
57 appointments and at the start of the Academic Year for academic year a1ppointments. 
58 
59 Covered bargaining unit employees receiving a promotion in rank increa1se are not prevented 

1from receiving additional compensa1tion increases for which they are elig1ible. 
61 
62 ~C. Merit raises 
63 
64 The University ascribes to the principle of merit-based pay. Merit is defiined as an increase to 

base-salary which is construed as the annual pay, exclusive of additional pay/overload 
66 disbursements, summer salary, administrative supplements, or other forms of extra 
67 compensation (e.g., professorships, fellow, awards, etc.) which were paid during the previous 
68 year. 
69 

llf funds become available for a merit increases, the computation, eligibiliity parameters and 
71 process outlined in this article will bi3 applied. 
72 
73 Total base salary load of a unit is thie sum of the base salaries of all bar~iaining unit members in 
74 1the academic unit. "Academic Unit" is here construed as a department or comparable level of 

organization. For the purpose of calculating the total base salary load of a unit, bargaining unit 
76 members with joint appointments in more than one unit will have their Sctlary split across units 
77 by appointment percentages. 
78 
79 Section 1: Merit Parameters 

81 In years where university funds are available, the merit pool will be calculated as a percentage 
82 of the total base salary of all bargaining unit members within the academic unit (Academic Unit 
83 is construed as a department or comparable level of organization) prorated from the effective 
84 date of the increase through the encl of the of the fiscal/academic year contract period for 

E~ligible bargaining unit members. Academic units will be required to praivide rationale to the 
86 University for merit assignments that are below or above the defined criteria. Bargaining unit 
87 members whose base salary exceeds the range of market pay if agreed upon by both parties 
88 will have any merit compensation paid as a lump sum bonus rather than as an increase to their 
89 base salary. 

91 A covered bargaining unit member will be eligible for merit-based pay if the following eligibility 
92 criteria is met: 
93 
94 • Must be appointed to a regular position, in an active status on payroll on the effective 

date. 
96 • Has a current evaluation ranlking of "Good" or higher 
97 • Has not received formal documented GOunse1mg.f&f)Aff-laf-ls,Gf disciplinary action as 
98 defined in Article XX, Discipline which has been sustained following exhaustion of 
99 grievance rights imposed for the preceding oonlracl annual evaluation period. ~ <( w w 1~ 1 
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100 • Has ~ot eeen on an appro\lod aGademi~F-admifli&tra~\4e lea'IEHfi9m theiF un•verGity 
1 0 1 position for the preceding coRtraGt perio4 
102 
103 In addition, employees are not eligible for merit-based pay raise if they ha1ve been on 
104 administrative leave for the entire previous annual evaluation period and were not evaluated. 

106 Academic units must specify a formula that reflects how annual-review results are translated 
107 and distributed into merit raises. Changes to this formula must be made aind distributed to all 
108 covered bargaining unit members and on file with the Office of Faculty Affairs. If merit increases 
109 were not given in the immediately preceding year(s), then the formula should include 

consideration of the annual evaluation(s) for such immediately preceding year(s) if available. 
111 
112 
113 Section 2: Merit Pools within an Academic Unit 
114 

Within each academic unit, the merit raise funds described above are diviided into separate 
116 pools for whichever of the following groups are represented in the unit: G ·1) tenured and tenure 
117 track (any rank); G2) Lecturers, Teaching Professors and Professors of the Practice (any rank); 
118 G3) unclassified academic staff (any rank). The division of unit merit raise! funds between these 
11 9 groups will be proportional to the base salary loads of the groups within the unit. 

121 Section 3: Merit Expectations 
122 
123 All units are required to specify and implement transparent annual merit eixpectation procedures 
124 for each of the above groups which are present in the unit, and in accordance with the 

requirements of Article (Workload), Article __ (Evaluation) and Article (Promotions). The 
126 annual evaluation established in accordance with Article XX shall be the Hvaluative measure 
127 upon which merit pay is determined. 
128 
129 D. Across the Board Increases 

131 Beginning the first pay period of January 18, 2026, those bargaining unit members who have 
132 not experienced a pay increase due to an increase to the minima as provided in Subsection A. 
133 shall have their pay increased by one percent (1%). Bargaining unit members who receive an 
134 increase in the minima that did not equal one percent (1 %) are eligible foir an additional increase 

so that their total increase is at least one percent (1 %). 
136 
137 Tf:10 URi¥ersity is Gommitted to working toward compensating all 8FRployees at a 10¥01 that is 
138 market Gompetiti¥e within a defined pay structure that is adjusted regularly for market changes 
139 and inflation. lndi¥idual ad¥anooment within the salary strnoture is basedl on merit based 

performance and promotional opportunities. 
141 
142 Across the Board Increases aro not an ongoing part of the Unit1ersity's compensation 
143 philosophy; howet10f, Tthe University reserves the right to implement an 
144 Across the Board Increase as needed in addition to other defined wages. Advance notice will 

be provided to the Union. 
146 
147 In the years that an Across the Board Increase is activated either f-Or the bargaining unit as a 
148 whole or f-Or sueset of bar:gaining unit meFRbers, it will be applied after adjustments to m?na ~ w w C!) L 

0.. <l> 0.. C!) !-- ~ 0::: l 

4931-4873-7626, V. 1 



149 
150 
151 
152 
153 
154 
155 
156 
157 
158 
159 
160 
161 
162 
163 
164 
165 
166 
167 
168 
169 
170 
171 
172 
173 
174 
175 
176 
177 
178 
179 
180 
181 
182 
183 
184 
185 
186 
187 

188 
189 
190 

191 
192 

193 
194 

195 

any), promotion increases, and after merit (if availablle) on a date that is selected by the, 
University. 

.E. Other Pay, Summer Salary and Additional Pay 

Section 1: Other Pay 
Bargaining unit members may receive additional compensation that is not part of base salary in 
the form of an administrative supplement, professorship, provost fellowship, or other university 
approved activity; subject to the defined terms and conditions of the appointment. 

Section 2: Summer Pay 
Bargaining unit employees on academic year appointments may be eligible for summer salary 
for instructional activities (depending upon unit need and availability), administrative activities or 
for demonstrated effort on grants and contracts. Summer pay is calculated based on the 
bargaining unit member's biweekly rate, excluding academic year administrative supplements 
(e.g., Professorships, Fellows, etc.), based upon the number of days and level of effort funded. 

Section 3: Additional Pay/Overload 

As defined by the Additional Payment Policy, bargaining unit members may receive additional 
compensation for work actit1ities performed outside/beyond the scope of their assigned 
responsibilities/workload, as defined in Article XX, VVorkload, and their unit's workload policy, 
provided the activities and payment meet policy parameters and receive University appiroval that 
meets the policy parameters and is approved by the University. 

Any eligible bargaining unit employee receiving a m•:>netary award from a university spo1nsored 
program or unit will receive the prescribed award payment through additional pay. 

Additional payments are independent from a covered bargaining unit employee's base salary. 

F. Retention 

The university continues to be able to make employ1ee-specific wage increases to manage risk 
of turnover and/or to be competitive in retention offers to not lose high quality bargainin!g unit 
members. 

G. Professional Development 

The University recognizes the importance of professional development support and 

opportunities for bargaining unit members to improve their work in teaching, scholarship, 

performance, and/or public engagement. The Employer agrees to support professional 

development by allowing for the reasonable absence from job duties to participate~ in 

professional development activities, so long as tt1e bargaining unit member seeks approval 

for such absence from their supeNisor in advance. The availability of professional 

development funds is budget-dependent, and amounts may vary from year to year. Each 

unit will create policies and procedures establish1ing eligibility and governing the 

distribution of any budgeted funds to support professional development, including ~Y <( W ~ C> L 
a.. Q>Q.(!)!,..,-==:a:L 
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196 application and decision-making process for professional development funds that are 

197 awarded competitively. 

198 Priority for professional development funds may be given to bargaining unit members for 

199 whom such funds aid in their preparations for consideration for promotion in rank and/or 

200 tenure, significantly improves performance of required job duties, or meet other unit, 

201 college, or university goals as defined in unit policies. No bargaining unit member will be 

202 arbitrarily denied access to professional development opportunities. 

203 

204 H, Retroactive Compensation 

205 The parties recognize that Base Salary Minima compensation detailed in subsection A. and 

206 Across the Board increases detailed in subsection B. for calendar year 2026 have an 

207 effective date of January -+ 18, 2026 and will thus require the payment of retroactive pay 

208 following the effective date of this Agreement. Such retroactive pay will ~ be paid in a 

209 lump sum payment no later than thirty (30) business days following the effective date of 

21 0 this Agreement. Such payments shall only be due and payable to bargaining unit members 

211 who are actively employed by the University when the payment is made. 

212 I. Wage Reopener 

213 This Article XX, Compensation shall be reopened for calendar years 2027 and 2028. The 

214 parties shall meet and confer as required by the Kansas Public Employer-Employee 

215 Relations Act relating to the issue of compensation beginning on or before July 1, 2026 for 

216 the 2027 calendar year, and on or before July 1, 2027 for the 2028 calendar year. 

I 
UI\KV 
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University Compensation Counterproposal- March 4, 2026 

Table 1 - Salary Minima 

I 

Current Title 

Tenure track, Assistant Professor 

New Title (Proposed) 
Tenure track. Assistant 
Professor 

Contract length (mo/vr) 

9 

Min yr 1 base 
salary (US 
dollars) 1.0 ITE 

70,000 

Tenure track. Associate Professor 
Tenure track, 
Associate Professor 9 76,500 

Tenure track. Full Professor 
Tenure track, Full 
Professor 9 88,500 

Tenure track, Distimruished Professor 
Tenure track, 
Distinguished Professor 9 103,500 

Lecturer, Lecturer APA, Multitenn Lecturer, Multitenn 
Lecturer/APA, Online Lecturer or Lecturer APA - ( 1-3 year 
contracts) 
Lecturer, Lecturer APA, Multitenn Lecturer, Multitenn 
Lecturer/APA. Online Lecturer or Lecturer APA - (1-3 year 
contracts) 

Lecturer 

Lecturer 

9 

12 

52,500 

64,167 

Senior Lecturer Senior Lecturer 9 57,375 

Senior Lecturer Senior Lecturer 12 70.125 

Teaching Professor, Assistant and Professor of the Practice, 
Assistant 

Teaching Professor, Assistant and Professor of the Practice, 
Assistant 

Teaching Professor, 
Assistant and Professor 
of the Practice, Assistant 
Teaching Professor. 
Assistant and Professor 
of the Practice, Assistant 

9 

12 

56.000 

68.-U4 



Teaching Professor, Associate and Professor of the Practice, 
Associate 

Teaching Professor, 
Associate and Professor 
of the Practice, 
Associate 9 61.200 

Teaching Professor. Associate and Professor of the Practice, 
Associate 

Teaching Professor, 
Associate and Professor 
of the Practice, 
Associate 12 74,800 

Teaching Professor, Full and Professor of the Practice, Fu11 

Teaching Professor. Full and Professor of the Practice, Fu11 

Teaching Professor, Full 
and Professor of the 
Practice, Full 9 70,800 

Teaching Professor, Full 
and Professor of the 
Practice. Full 12 86,533 

Visiting Professor. Assistant 
Visiting Professor, 
Assistant 9 56,000 

Visiting Professor. Associate 
Visiting Professor, 
Associate 9 61 ,200 

Visiting Professor. Full VisitinJZ Professor, Full 9 70,800 

Clinical Professor, Assistant, Research Professor, Assistant, 
Curator, Assistant, Scientist*, Assistant 

Clinica1 Professor, 
Assistant, Research 
Professor, Assistant, 
Curator, Assistant 9 57,273 

Clinical Professor, Assistant, Research Professor, Assistant, 
Curator, Assistant, Scientist*. Assistant 

Clinical Professor, 
Assistant, Research 
Professor, Assistant, 
Curator, Assistant 12 70,000 

Clinical Professor, Associate, Research Professor, Associate, 
Curator, Associate, Scientist*, Associate 

Clinical Professor, 
Associate, Research 
Professor, Associate, 
Curator, Associate 9 63,773 

Clinical Professor. Associate, Research Professor, Associate, 
Curator, Associate, Scientist*, Associate 

Clinical Professor, 
Associate, Research 
Professor, Associate, 
Curator, Associate 12 77.945 



Clinical Professor. Full. Research Professor. Full, Curator. Full, 
Scientist*. Full/Senior 

Clinical Professor, Full , 
Research Professor, Full, 
Curator, Full 9 75,773 

Clinical Professor, Full. Research Professor, Full, Curator. Full. 
Scientist*. Full/Senior 

Clinical Professor, Full , 
Research Professor, Full, 
Curator. Full 12 92,611 

Librarian, Assistant Librarian, Assistant 12 70,000 

Librarian. Associate Librarian, Associate 12 76,500 

Librarian. Fut I Librarian, Full 12 88,500 

Distinguished Librarian. Librarian, Distinguished 12 103,500 

Specialist, Assistant* NIA 9 56,000 

Specialist Assistant * NIA 12 68,444 

Specialist. Associate* NIA 9 62,500 

Specialist. Associate* NIA 12 76,389 

Specialist. Full * NIA 9 74,500 

Specialist, Full * NIA 12 91.056 

*These minima are for bargaining unit members currently 
in these titles. However, these titles will not be assigned for 
new positions as stated in Article: Appointments. 

Note: For Instructor minima, the minimum pay is $1500 per 
credit hour except for courses with enrollment of 5 or less 
which has a minimum of$1000 per credit hour. 



 

 

  

 

 

      
  

 

     

     

 
 

      

                                                     

                                                   

                                                   

                                                       

                                                      

                                                      

                                                     

                                                   

     

     
 

University Compensation Counterproposal- February 5, 2026�

Table 2 
Minimum salary increases by promotion type for promotions effective on or after January 1, 2026.  Increase applied will be either the minimum or % allocated, 
which ever is greater. 

Promotion 
Percent 
raise Minimum raise (US dollars) 

Tenure track, Assistant to Associate 9 6,500 
Tenure track/Tenured, Associate to Full 12 12,000 
Tenured, Full to Distinguished 12 15,000 
Lecturer, Multiterm Lecturer, Online Lecturer to Senior Lecturer 9 4,875 
Teaching Professor or Professor of the Practice, Assistant to Associate 9 5,200 
Teaching Professor or Professor of the Practice, Associate to Full 12 9,600 
Clinical Professor, Curator, Research Professor, Scientist, Specialist, Assistant to Associate 9 6,500 
Clinical Professor, Curator, Research Professor, Scientist, Specialist, Associate to Full 12 12,000 



Side Letter 

Unit-Allocated Discretionary Salary Adjustment Funds for 2026 

For 2026, the University will allocate $1,500,000 for Unit-Allocated Discretionary Salary 

Adjustments. These funds are allocated for unit leaders to make salary adjustments for 

bargaining unit members based on unit leader identified priorities such as salary 

compression/inversion. and performance-based increases. Within five (5) working days 

following the finalization of allocation determinations. the University shall provide UAKU 

with a report on how the discretionary pool will be applied. The following parameters shall 

apply to the allocation of these funds: 

1. $1.SM will be committed to increases to base salary of bargaining unit members, to 

be paid retroactively to January 18, 2026. Retroactive pay may be paid in a lump 

sum. All of the $1.5M must be spent for this purpose. 

2. Funds will be allocated to departments or equivalent units in proportion to current 

payroll for bargaining unit members. 

3. Units will be provided with a list of bargaining unit members in their unit. Unit 

supervisors will make recommendations to their respective dean or equivalent. The 

dean or equivalent will make a final determination on allocation and will distribute 

such allocation. 

4. Individuals receiving the adjustment must be employed at the time of payment. 

5. No individual may receive an adjustment greater than 3% of their base salary. 

6. This adjustment shall be applied following all other increases to base pay (minima 

and across-the board). 

7. These changes must be implemented by May 1, 2026. 

~~1)\~ 

Mars~ J. M<:. Car-m~ (/SIN),(' ~iv 



University Counter 
Discipline 

December 4, 2025 

The Employer and the Union strive to create a safe work enviro.nment with clea~ expect~ti~ns1 
that up.hold accountability for individual conduct and address misconduct that disrupts a2 

3 environment. 

4, This Article shall supplement and shall not dimlni.sh the rights of bargaining unit members, the 
5 Union, or the University as afforded under the law. 

Bargaining unit members have the right to union representaUo~,.an~ U~KU has a right to6 
participate, at all steps-described in this ,Article, other than partIcIpatIon in the employee 7 

8 assistanee program. 

9 Section 1 : Matters Not Considered Oisclpllnary 

10 Not all responses to concerns, about the conduct. behavior, and/or.P:rform.ance of a bar~aining 
11 unit member are considered discipfin~ry. When appropriate, bargaining unit members wiU be 
12 provided the opportunity to correct the conduct or behavior throt.1gh non-drsci.plinary approaches 
13 which may incluge but are not limited to coaching. c~unselin~: verbal correc!I~n. or suppo!'1 
14 through the Employee Assistance Program. The choice to utihze or not t? ~tihze the EAP 1s 
15 voluntary. Performance lmproveroent Plans (PIP) are considered nan~d1s~1plmary. 
16 Performance Improvement Plans are the preferred method of addressmg I0b performance 
17 tssl Ies lo accordance with Artide XX. Evaluations. 

18 Section 2: Matters Warrantf ng OlselpUnary Action 

19. Disciplinary acfion of a tenured bargaining unit member or of a non-tenured bargaining unit 
20 member during the term of an active appointment will be taken in accordance with the terms of 
21 this AQ,reement and with just cause. 

22 Both Pi:lrties support the phUosophy ofprogressive discipline through the applicable disciplinary 
23 processes. For pumoses of progressive discipline. past dlscJpline shall only be considered when 

1'24 such discipline is timely in accordance with the standards of just cause. The University shall 
25 apply the feast severe piscipline possible that fits the offense and will reasonably accomplish the 
26 desired alteration of conduct or performance. The parties recognize that some offenses are so 
27 egregious that suspension or termination may be warranted on the first occurrence. Prior to the 
28 issuance of any disciplinary action, the bargaining unit member shall be provided notice of the 
29 all.aged offense, an explanation of the available evidence, and an opportunity to respond. In all 
30 cases of discipline above a written warning, written notification of discipline will be 
31 simultaneously issued to both the affected bargalning unit member and the Union. 

32 Section 2.1, Dl.sclpllne 

33 Disci~line is a written warning, suspension without pay, or dismissal associated with any of the 
34 following: pertormarice-related issues; misconduct; or violation of State KBOR unrversity
35 College, Dep~~ent or ~nit level policies or procedures; work rules~ th~ Faculty Code of Ri hts
36 9and Respons1b1htles, Article IV. Faculty Responsibilities; UniYersity Senate Rules and 
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37 RegulatJons, Artjcle 11, Section 7. Academic MJsconduct; University Senate Rules and 
38 Regulations. Article IX. RElSearch Misconduct; LQcaJ, State or Federal laws; and/or the terms of 
~9 this Agreement. In cases where KBOR, University, College, Department or Unit-level, Faculty 
40 Code, or Faculty or University Senate poUcies, procedures, work rules, or rules and regulations 
41 conflict with the tenns of this Agreement. this Agreement shall prevail. 

42 Reductions in duties, pay commensurate with a reduction in duties or termination of 
43 employment due to budgetary constraints including loss of funding, tow course enrollment. 
44 program dis_continuance or reorganization, or financial exigency are non--disciplinary. Employees 
4.S who are employed in an administrative role are considered at-will for that portion of their 
46 appointment and may be terminated from such administrative role for any lawful reason. 
47 Discipline does net include written or verbal feedbao~ from an administrator Gonceming one's 
48 perforroance or behavior or feedback in conjunction with annual or other University performance 
49 evaluations. 

50 A. Written Warning. The department chair or supervisor may issue a written disciplinary 
51 reprimand following a discussion between the chair/supervisor and the bargaining unit member, 
5.2. in consultation with Human Resources. A written reprimand includes a statement of the reasons 
53 for the disciplinary action including a summary of the facts and circumstances giving rise to the 
54 discipline and a statement of the necessary corrective action. The written reprimand will be 
55 

Iss 
signed by the chair/supervisor and copies farwai:ded to the bargaining unit member, the Union, 
and to :Human Resources" 

57 B. Disciplinary Suspension Without Pay. The Employer may, in consultation with Human 
58 Resources, Issue discipline of suspension without pay. The Employer will not issue a 
59 disclpHnary suspension .without pay prior to providing the bargaining unit member with a notice 

of intent to issue a disciplinary suspension without pay and without affording the bargajning unit 

1E 
member the apportuntty to respond.and offerrelevant evfdence regarding the charge, as 
described in Sections} and..4. 

63 C. Section 2.2 Administrative Le:ave With Pay 

64 In cases lrwolving allegationsof serious misconduct, the Employer may place a bargaining unit 
66 member on administrative leave with pay pending tile outcome of its investigation. The 
66 Employer will provide written notice of administrative leave with pay to the bargaining unit 
67 member with a simultaneous copy to the lJnion within 48 hour$ Qf a bargaining unit member 
68 being placed on administrative leave with pay. Administrative Leave with pay is not considered 
69 disciplinary action fot purposes of this Article. 

70 Section '2,-3 Dlsc-lpllnary Olsmlssal 

71 A disciplinary dismissal is the termination of employment, initiated by the Employer, prior to a 
72 previously stated appointment end date. or a termination of those employees on a continuous 
73 appointmen1 {due to the award of teoure or promotlon to a position wtth a continuous 
74 
75 

appointment),. (or;._rois_oonduct O_t unsatisfactory performance In accordance with th& standards 
of lust cause. 

76 The Chancellor or designee may, in consultation with Human Res-0urces, issue discipline of 
77 dismissal of a bargaining unit member prior to the end of the employee's appointment end date 

I 78 for just cause. The Chancellor or deslgnee will not E:fismiss a bargaining unit membe\without 
79 first pr:oviding the bargaining unit member a notice of intent to terminate and without affording 

( Fonnattell 



85 the bargaining unit member the opportunity to respend and offer rele~ant evidence_ regarding 
86 the charge, as described in Sections 3 and 4. Copies of the notice of intent to terminate . . 
87 accompanied by supporting documentation shall be provided simultaneously to the bargaining 
88 unit member and the Union. 

89 The bargaining unit member may, within ten (10) won<ing days from receipt, provide_ a written 
90 response to the notice of intent to terminate to the Chancellor, with a copy to the Union. 

91 After the written response, the Chancellor shall have fifteen (15) working days to uphold the 
I 92 decision to dismiss, Qr to Ledu~ the dis£lpllne i!J1pose<:j_ and notify th~ l!a.rgafn!!}S_ unit mem~r 
93 and the Unjon. Copies of the upheld djsmissal or reduced discipline accompanied by supporting 
94 documentation shall be provided simultaneously to the bargaining unit member and the Union. 

95 lf the recommend~tlon i~J!P-helg'-- the b!ir~irJ.lng_ unit mem~er fl)§IJ file a gri~v~n~ QU~ uant to 
96 Article X at Step Three,!)y_ submLssion Qf a~grievarioe b_y UAKU ·!_9 the Provost PJ ~~ignee within 
97 25 business days following teas.Qnable knowleqge of the faets giving rise to the grievance. The 
98 contents of such grievance n,ust otherwise satJsfy the requirements of a Step One grievance. 

99 Section 3 .. Notloe of Intent for Suspension or Termination 

roo • 

101 At least ten (10) working days prior to imposing discipline Involving suspension without pay or 
102 termiriation, the employer will provide a written notice of intent to the affected bargaining unit 
103 member, with a simultaneous copy to the union. 

104 

105 
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The notice of intent will: 

1. Co~tain a description of the alleged act(s) or omission(s}. a summary of investigatory 
findings, if any, and reference to the policies, procedures and/or wortc rules referenced in 
Section 2.1 above violated, if any. 

2. Include the disciplinary or disrnissal action intendad, as well as the effective date of that 
action. 

3. lnf~rm the employee and, union of the date, time, location and employer participants of a 
rev1~w conference to review tHe Issues raised in the notice of intent. The employee must 
be given at least seven (7) working days notlce priQr to the date of the review 
conference. 

4. .Inform the empl<:>yee of their right to union representation at the r:eview conference. 

Section 4: Review conference 

Prior to imp(ementati~n of disciplinary suspension without pay or termination, bargaining unit 
members will be prov~d?d with a review conference attended by the Provost or their designee 
In all cases the barga,inrng unit member will be given at least seven (7) 'lttOrking days notice prior 
to the date of the review conference. 

The purp~se of the review conference is to pro'iide the bargaining unit member with an 
opportunity to un?erstand and/or respond to the allegations against them. The review 
conference meet111g is not an evidentlary hearing. • 

\ 
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130 Bargaining unit members may agree to waive this review conference. Any such waiver must be 
131 in writing and the bargaining unit member shall copy the union on this notice. 

32 Jhe employ~r·s~ ctiori f9llowing a_review cq_nference may not include discipline, more severe 
33 than that described in the written notice of intent; however, the employer may reduce ot decline 
34 such discipline from that described in the original notice of intent. 

~ 
135 No later than seven (7) working days from the date of the review conference, the bargaining unit 
136 member will be given written notice of any disciplinary actions to be imposed, the effective date 
137 of any such discipline, and any other terms or conditions associated with the discipline, with a 
138 simultaneous copy provided to the union. 

~\~cW\ML 
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University Counter 
Grievance and Arbitration 

March 5, 2026 

1 Section 1. Definition of a Grievance 

2 A grievance is a disagreement arising under and during the term of this Agreement. A grievance 
3 is timifed to disagreements between the employer and any bargaining unit member concerning 
4 their employment and the interpretation or applicaUon of this Agreement. When more than one 
s Employee has a grievance involving common fad(s) and provision(s), UAKU may process the 
6 grievance on behalf of named and a,i similarly situated Employees. If the Employees in this 
7 group are from more than one academic unit, UAKU may file the grievance at Step Three of the 
8 procedure outlined below. 

9 Matters e)(cluded from the definition of a grievance and accordingly excluded from the operation 
1O of this Article and the grievance procedure contained herein include the following: 

11 1. Complaints of discrimination and/or harassment based upon the following protected 
12 classifications: race, color, ethnicity, religion, sex. national origin, age, ancestry, disability, 
13 veteran or military status, sexual orientation, marital status, parental status, pregnancy, 
14 parental status, gender identity, gender expression and genetic information. Such 
15 complaints are to be directed to the Office of Civil Rights & Title IX in accordance with 
16 University Policy. 

17 2. Complaints of sexual misconduct, sexual assault. dating/domestic violence, and/or stalking 
18 in any way related to a bargaining unit member's employment. Such complaints are to be 
19 directed to the Office of Civil Rights & Title IX in accordance with University Policy. 

20 3. Appeals of merit pay adjustments including performance evaluations upon which merit pay 
21 adjustments are made, except as described in Article XX, Evaluations. 

22 4. Appeals of promotion and tenure decisions. except as described in Article XX, Promotion 
23 and Tenure. 

24 5. Appeals of decisions of dismissals or denial of reinstatement due to program 
25 dfscontinuation 1 except as described in Article XX, Academic Program Discontinuation. 

26 6. Appeals of decisions of dismissals or denial of reinstatement due to financial exigency, 
27 except as described in Article XX Financtal Exigency. 

28 

29 Section 2. Grievance Procedure Rules 

30 1. A bargaining unit member is entitled to Union representation at any step outlined below 
31 at their request. UAKU may participate in any step and will receive a copy of any written 
32 response by the employer. 

33 2. Time limits on each step may be extended by mutual consent of the parties. The party 
34 seeking to extend the deadline shall request such an extension at least 24 hours in 



35 

40 

45 

50 

55 

60 

65 

70 

75 

advance of the scheduled event. The request shall describe lhe length of the edension 
36 sought and a brief e)(planation of the reason. Requests for extensions may be made via 
37 telephone, electronic mail, U.S. mail, or in person and shall be made to the appropriate 
38 supervisory employee or the grievant and/or representative of 1he employee 
39 organization. Requests for extensions shall not be unreasonably denied. The party 

requesUng the extension shall forward written confirmation of the request for and receipt 
41 of the extension lo the appropriate supervisory employee or grievant with a copy 
42 simultaneously provided to the Vice Chancellor for Human Resources and UAKU. 

43 3. Unless otherwise specified in this Agreement. 1'dat in this article refers to a business 
44 day. 

4. At any step of the process, grievances may be withdrawn. The withdrawal of a grievance 
46 may not be used as evidence of a binding past practice and does not constitute a waiver 
4 7 or the Union's right to file a future grievance regarding the same subject matter as the 
48 withdrawn grievance. 

49 5. Only the Union can move a grievance to Step Two or beyond. 

6. The parties may agree to waive Step One and/or Step Two. Such agreement must be in 
51 writing. 

52 7. Except as otherwise provided in this Agreement, or when Step One and/or Step Two are 
53 waived, grievances should normally begin at Step One. 

54 8. Failure by the Employer to respond or to appeal within the time Jines provided will 
constitute acquiescence to the relief sought by the grievant and waiver of the right to 

56 proceed to any other step of the grievance procedures and will constitute acceptance of 
5 7 the previous step. However, this shall not prejudice the position of the Employer with 
58 respeC1 to any other separate grievance involving the same or similar issue at that 
59 academic unit, or in any other academic unit of the University. 

9. Failure by Employee(s) or the Union, as applicable1 to respond or to appeal at any step 
61 or to meet any of the time limits of this procedure wilt result in a waiver of the right to 
62 proceed to any other step of the grievance procedure and will constitute acceptance of 
63 the previous step. However, this shall not prejudice the position of the same or o1her 
64 Employees with respect to any other separate grievance involving the same or similar 

issue at that academic unit. or in any other academic unit of the University. 

66 10. This grievance procedure, and subsequent legal appeals from such administrative 
67 decisions, shall be the sole and exclusive remedy for adjustment of any grievance 
68 arising from the application or interpretation of this agreement. 

69 11. Where a matter within the scope of this grievance procedure is alleged to be both a 
grievance and a prohibited practice under the jurisdiction of the Public Employee 

71 Relations Board. the Employee(s), the Union or the Employer may elect to pursue the 
72 matter under either the grievance procedure herein provided or by action before the 
73 Kansas Public Employer-Employee Relations Board. Pursuit of a grievance through 
74 initial discussions or the filing or appeal of a grievance at any step below arbitration shall 

not constitute such a binding election, however. the appeal of a grievance to arbitration 
76 does constitute a binding election to pursue the matter through the grievance procedure. 



I 77 The fil !.Q.98 of a prohibited practice charge constitutes an election to pursue the matter as 
78 a prohibited practice charge. The election of either procedure shall constitute a binding 
79 remedy chosen and waiver of the alternative remedy. 

80 
81 12. If, during the pendency of a grievance, all or part of the grievance becomes the subject 
82 of a federal, state, or local law enforcement investigation or proceeding, the parties may 
83 agree to suspend the grievance proceeding until such time as the law enforcement 
84 investigation or proceeding is completed. 

85 Section 3. Grievance Procedure 

86 The Employer and UAKU agree that the organizational and/or supervisory structures vary 
87 across academic units. Therefore, the titles used in this section reflect a model of Department 
88 Chair/Director, Dean or Vice Chancellor for Research, and Provost or designee. In those cases 
89 where the organizational and supervisory model/structure does not fit this pattern, the parties 
90 recognize the need to modify the process accordingly, with the intent of reducing, and not 
91 increasing, the number of steps in the process. 

92 Initial discussions: An Employee or group of Employees who believe the Agreement may have 
93 been violated may first discuss the issue with the employee(s) and supervisors involved in an 
94 effort to resolve the issue. Such discussion should take place as soon as practicable days 
95 following reasonable knowledge of the facts giving rise to the grievance. Discussions between 
96 employees and supervisors relating to matters of contract interpretation are encouraged but do 
97 not necessarily constitute a Step One grievance discussion. A mutually agreed-upon resolution 
98 is acceptable as long as it does not violate the provisions of this Agreement and provided that 
99 Human Resources and Faculty Affairs are made aware and approve of the resolution. 

100 Resolutions reached at this step shall not establish a precedent for the future interpretation or 
101 application of this Agreement. 

102 Step One: An employee, a group of employees, or a union representative may file a Step One 
103 grievance whether or not an initial discussion with a supervisor occurred or has concluded. A 
104 Step One grievance shall be submitted in writing to the Department Chair/Supervisor, or 
105 equivalent, with a copy to UAKU (if filed by an employee or group of employees), the Office of 
106 the Vice Provost for Faculty Affairs and Human Resources provided that the written grievance is 
107 submitted within 25 business days following reasonable knowledge of the facts giving rise to the 
108 grievance. The grievance shall be dated and signed by the Employee(s), or the Union 
109 representative and shall set forth the issue with supporting facts that form the basis for the 
11 0 alleged violation, including dates, the provisions of the Agreement that are alleged to have been 
111 violated, and the remedy desired. 

112 Within fifteen (15) business days of submission of the written grievance, the Department 
113 Chair/Supervisor or equivalent in consultation with Human Resources and Faculty Affairs shall 
114 meet at a mutually convenient time and place with the Employee and the Union 
115 representative(s), if any, in an attempt to resolve the grievance. The Chair/Supervisor or 
116 equivalent, or their designee, shall send a written response to the parties within ten (10) 
117 business days of the step 1 grievance meeting. 
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120 

125 

130 

135 

140 

145 

150 

155 

118 Chairs/directors of departments have no authority to grant any remedy which grants any rights 
119 external to an individual grievant's departmental rights . Grievances requesting remedial action 

beyond an individual grievant's departmental rights should be initiated at Step 2 or 3. 

121 Step Two: Grievances not resolved at Step One may be appealed in writing by UAKU to the 
122 Dean / Vice Chancellor of Research within ten (1 O) business days following issuance of the 
123 Step One response. Within fifteen (15) business days of receiving timely notification, the 
124 designee(s) of the Dean and UAKU shall hold a meeting at a mutually convenient time and 

place for discussion of the grievance with representatives of the parties. The Dean or their 
126 designee(s) shall send a written answer to the parties within ten ( 10) business days following 
127 this meeting. 

128 Step Three: Grievances not resolved at Step Two may be appealed in writing by UAKU to the 
129 Provost or designee within ten (10) business days following issuance of the Step Two response. 

Within fifteen (15) business days of receiving timely notification, the Provost or their designee or 
131 UAKU shall hold a meeting at a mutually convenient time and place for discussion of the 
132 grievance with representatives of the parties. The Provost or their designee shall send a written 
133 answer to the parties within ten (1 O) business days following this meeting. 

134 If the Union is not satisfied with the written answer at Step Three, the Union may choose to 
proceed to arbitration and shall so inform the Employer in writing within twenty-five (25) 

136 business days of receipt of the Step Three answer. 

137 Section 4. Arbitration 

138 UAKU may submit to advisory arbitration a grievance that is not resolved at Step Three 
139 provided that the designee(s) of the Provost receives written notice of intent to arbitrate within 

twenty-five (25) business days following issuance of the Step Three answer. Such notice shall 
141 identify the grievance and the issue(s) and set forth the provisions of the Agreement involved 
142 and the remedy desired. 

143 The following procedure shall apply to the selection of an arbitrator: Following the written notice 
144 to the designee(s) of the Provost, the Employer and the Union shall attempt to select an 

arbitrator. If the arbitrator is not selected within fourteen (14) days following the receipt of the 
146 written notice, the parties will request the American Arbitration Association (AAA) to submit a 
147 list of five (5) qualified arbitrators, none of whom may be in the employ of the Employer or the 
148 Union. If one (1) of the five (5) arbitrators on the list is not mutually agreeable, the arbitrator 
149 shall be selected from the list by alternately striking names. The first strike shall be determined 

by a coin flip. The remaining name shall act as arbitrator. 

151 The Employer and the Union shall share the fees and expenses of the arbitrator equally, except 
in such cases where the Employer does not abide by the arbitrator's finding§ of facts ;and~52 
recommendations.1'53 

154 The expenses of, and the compensation for, each and every witness and representative for 
either the Employer or the Union shall be paid by the party producing the witness or having the 

156 representative. Upon request of either the Employer or the Union, or both, a transcript of the 
157 hearing shall be made and furnished to the arbitrator. The Employer and the Union shall have 
158 an opportunity to purchase their own copy. The party requesting the transcript shall bear the full 
159 cost of the arbitrator's copy, unless it is mutually requested. In such a case, the cost shall be 

shared equally. rso 



165 

170 

175 

180 

185 

190 

195 

200 

~ 61 In instances where the Employer does not abide by the recommendation of the arbitrator, the r62 Employer shall bear the full fees and expenses for the arbitrator and the court reporter. 

163 Section 5. Provisions for Arbitration 

164 Every grievance submitted to an arbitrator for decision shall be subject to the following terms 
and conditions: 

166 Either the Employer or the Union, or both, shall notify the arbitrator of selection and upon 
167 acceptance shall forward to the arbitrator a copy of the grievance, the Employer's response at 
168 Step Three, the Union notice of intent to arbitrate, and a copy of the Agreement. A copy of this 
169 communication, except a copy of the Agreement, shall be sent to the other party. 

Upon receipt of this communication, the arbitrator shall fix the time for hearing the issue or 
171 issues submitted for decision. The hearing shall be held on the relevant campus (e.g. Lawrence 
172 or Edwards) unless otherwise agreed by both the Union and the Employer. Grievances that are 
173 University-wide in nature will ordinarily be heard in Lawrence. 

174 At the time of the arbitration hearing, both the Employer and the Union shall have the right to 
examine and cross-examine witnesses. At the close of the hearing, the Employer and the Union 

176 will have a reasonable opportunity to furnish briefs if either party requests this opportunity. 

177 The jurisdictional authority of the arbitrator is defined as, and limited to, the determination of any 
178 grievance as defined in Section 1, submitted to them consistent with this Agreement, and 
179 considered by them in accordance with this Agreement. 

The arbitrator shall not have any authority to add to, subtract from, or otherwise modify any of 
181 the terms, clauses, or provisions of this Agreement. The arbitrator shall not have any authority 
182 to substitute their judgment regarding any academic judgment made by the Employer. However, 
183 the arbitrator can rule on the impact of such academic judgments to the extent that the effects 
184 may violate the Employer's obligations under this Agreement. 

The arbitrator's decision, when made in accordance with the arbitrator's jurisdiction and 
186 authority established by this Agreement, shall include a statement of their findings of fact and 
187 decision no more than thirty (30) calendar days after the date of the hearing and submit the 
~ 88 written decision by email to the Chief Human Resources Officer and the parties. The arbitrator 
1 89 may extend the time limit for good cause. The decision shall be advisory. 

191 The Chief Human Resources Officer will direct the findings and recommendation to the final 
192 decision maker for action. The final decision maker is designated by the nature of the grievance 
193 as follows: 
194 

• termination of employment - the Chancellor; 
196 • written warning or suspension - the Provost; and, 
197 • contract interpretation grievances which do not deal with discipline - Vice Provost for 
198 Faculty Affairs. 
199 

The final decision maker will review the findings and recommendation and provide a written 
201 decision to both parties within ten (10) business days. The final decision maker may only take 
~02 into account any evidence-tttat-was--r-e~1ee-uJ300 in the record. Failure of the final decision maker 
203 to provide a written decision within ten (10) business days shall constitute acceptance of the 



204 
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208 
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211 

arbitrator's recommendation. The final decision maker will ordinarily follow the arbitrator's 
recommendation. If the final decision maker does not follow the recommendation of the 
arbitrator, they will include the reasons for the departure in the written decision. In such written 
decision, the final decision maker shall itemize those findings of fact and recommendations 
disagreed with, detailing the evidence from the record in support and further detailing the 
application of Federal or State law, or the MOA in support of such decision. The final decision 
maker's determination is a final agency action, and judicial review of the decision is pursuant to 
the Kansas Judicial Review Act (K.S.A. 77-601 et seq.). 
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UAKU, AFT-AAUP 1 

PERSONNlEL FILES2 
March 14, 2025 12:05pm

3 

4 Personnel FilesReeords 

Section 1 Compliance. The Employer will comply with applicable law and policies regarding 
bargaining unit members' personnel records aoo file(s). Bargaining unit personnel records and 6 
file(s) are maintained by the Provost's Oftice. Human Resources, the college/school ~r7 
comparable unit. and the department(s) or comparable unit(s) in which the employee 1s8 

9 appointed. 

Section 2 Employee Access. Bargaining unit tnembers tnay review and/or receive a copy of their 
0\\11 personnel reeords tmd file(s) (except as provided in Section 3),s, including findings from 11 
ift, estigated matters, within a reasonable time and at no cost to the employee. UAKU may access 12 

13 these records under ~qui \'alent tenns, provided that UAKU submits a written request which 
14 demonstrates the rdc\'ance and necessity of the reguested information a rationale. Bargaining 

unit me-mb~r~ vi.hose- files are accessed wiJI be notified of that access. Such requests shall not be 
16 tmrcasonablY denied. UAKU shall maintain confidentiality of such materials to the greatest 
17 extent possible recognizing UAKU has a duty of fair representation to the affoct~d bargaining 
18 unit m~mhcr. 

19 .\t the request of the bargaining unit member, copies ofany materials in the employee's 
personnel records and file ( except as provided in Section 3 4 ), shall be made available to other 

21 persons the employee designates within a reasonable time and at no cost to the employee or the 
22 employee·s designee. UA.KU shall maintain confidentiality ofsuch inaterials to the greatest 
23 extent pos:;ible recognizing U/\KU has a duty of fair representation to the affected bargaining 
24 ooil memDer 

26 Section 3 

27 Except in cases ,;:here disciplinary actioft oeeH:rs or may occur. or a grie11ance or appeal oecH:rs, 
28 Excc:pt a."> prm·ided below, the employer may maintain confidentiality of the following records 
29 where required by law or written guarantees ofconfidentiality: Office ofCivil Rights and Title 

IX investigative files. 

31 The l!mploytr 1.iwill maintain a confidentiality log indicating the type and number ofdooWTienEs 
32 maintained in a confidt?ntiaJ record. The log itself is not confidential. 

33 ln cases where d_isciplinary action occurs as a resuJt ofan hHmaA resoH.foes investigation, or in 
34 the cv:nt of a gne~ance o~ appeal ~soci~te<l_ with such disciplinary action, UAKU has the right 

to review and receive copies of the mvest1gat1ve file associated with such 
36 ?iscip_l~e. _Additionally~ the University may provide copies ofsuch investigative file materials 
37 m antic1pat1on of expected discipline to lJAK.lJ for the purpose of discussions with the 

T~e Union reserves the right to add to, delete from, alter or amend this proposal. This proposal 1s made 
without precedent or prejudlce to existing rights and entitlements, regardless of the character or source of 
same. Any ~entative agreements reached between the parties on any proposals shall not become final until 
(1) the part~es have re_ached final agreement on a full collective bargaining agreement, and (2) the Union 
membership has rat1f1ed the full collective bargaining agreement. 

l 



University prior to the impos·t· 1 fd. . . 
materials to the gr t ton ° isciphne. UAKU shall maintain confidentiality of such 

ea est extent po •bl • • the affected bar • . . ssi e recogmzmg UAKU has a duty of fair representation to
• ga1mng umt member. 

41 Confidential investigatory m t • 1 h d . . . . . . 
r. t ct· . . a ena st at o not result tn d1sc1phne may not be used as a basts for42 1 u ure 1sc1plme. 

The Union reserves the right to add to, delete from, alter or amend this proposal. This proposal is made 
without precedent or prejudice to existing rights and entitlements. regardless of the character or source of 
same. Any tentative agreements reached between the parties on any proposals shall not become final until 
(1) the parties have reached final agreement on a full collective bargaining agreement, and (2) the Union 
membership has ratified the full collective bargaining agreement. 
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University Counter Proposal 
Non-Discrimination and Anti-Harassment 

October 31, 2025 

The employer and United Academics of KU (UAKU) affirm their dedication to the principles of 
equal opportunity and freedom from unlawful discrimination and harassment. 

The employer acknowledges and understands that the Public Employer Employee Relations Act 
(PEERA) prohibits the employer from discriminating or retaliating against any employee for 
exercising the rights granted to the employee by PEERA. 

As detailed in University policy and in accordance wi1h Titles VI and VII of the Civil Rights Act of 
1964, the Equal Pay Act of 1963, the Age Discrimination in Employment Act of 1967, the Age 
Discrimination Act of 1975, Title IX of the Education Amendments of 1972, Section 503 and 504 
of the Rehabilitation Act of 1973, the Americans with Disabilities Act, the Vietnam Veterans 
Readjustment Assistance Act of 1974, the Jobs for Veterans Act of 2002, the Kansas Acts 
Against Discrimination and all other applicable civil rights and nondiscrimination statutes, as 
amended, the University of Kansas prohibits discrimination on the basis of race, color, ethnicity, 
religion, sex, national origin, age, ancestry, disability, status as a veteran, sexual orientation, 
marital status, parental status, gender identity, gender expression, and genetic information in 
the university's programs and activities. The University's nondiscrimination policy extends to 
employment practices, conditions of employment, personnel actions and all other educational 
programs and activities of the University and its affiliates. 

As further detailed in University policy, the University also prohibits sex-based or sexual 
harassment and harassment on the basis of race, color, ethnicity, religion, national origin, age, 
ancestry, disability, status as a veteran, sexual orientation, marital status, parental status, 
gender identity, gender expression, and genetic information in the University's programs and 
activities, including if someone is perceived to have a protected characteristic or identity. 

International faculty and academic staff are full and equally valued members of the KU 
community and will be treated as such to the extent allowable by law. 

The following person has been designated to handle inquiries regarding the non-discrimination 
and anti-harassment policies and procedures and is the Title IX coordinator: 

Director of the-Office of Civil Rights and Title IX, civilrights@ku.edu, Room 1082, Dole 
Human Development Center, 1000 Sunnyside Avenue, Lawrence, KS 66045, 785-864-
6414, 711 TTY 

The following office has been designated to handle disability accommodation inquiries: 

ADA Resource Center for Equity and Accessibility, 1246 W. Campus Road 
Lawrence, KS 66045, 785-864-4946, FAX: 785-864-5790, accessibility@ku.edu 

A bargaining unit employee who is a qualified individual with a disability may request a 
reasonable accommodation which would enable such individual to perform the essential 
functions of their job as provided ,within University policy. In accordance with applicable law and 
University policy and procedures, the University will grant necessary and reasonable 

mailto:accessibility@ku.edu
mailto:civilrights@ku.edu


50 accommodations if providing such accommodations will not create an undue hardship on the 
51 operation of the University's business. 
52 
53 Accessibility of the University facilities will be a standing agenda item at the parties Labor-

154 Management meetings referenced within Article XX. 
55 
56 Hawk Route 
57 The Unii.iersity will ensure that the Hawk Route is accessible and maintained at all times, 
58 iflcluding but not limited to unimpeded and working automatic doors, ele11ators, and sidei.•1alks. 
59 The Uni11ersity will prO¥ide clear and legible physical signage at regular intervals throughout the 
60 Route. as well as maintaining and updating the audio description of the Route to reflect any 
61 changes. The Uni'lersity will communicate in writing to bargaining unit members •.-.Jithin the first 
62 two •.veeks of each semester how to locate and use the Ha·...•k Route, as well as ho·.v to report 
63 problems •Nith the Route. If barriers or other accessibility concerns arise, the Uni'lersity will 
64 make every reasonable effort to promptly fh< and resolve such concerns. 
65 

66 More information about non-discrimination, anti-harassment and disability accommodation 
67 policies of KU can be found at: 

68 http://policy.ku.edu/ioa/nondiscrim ination 

69 https://policy. ku .edu/lOA/discrim ination-com plaint-resolution 

70 https://policy. ku .edu/civil-rightslhearing-procedures-complaints-sexual-harassment 

71 https://policy.ku.edu/civil-rightslmandatory-reporting 

72 https://policy.ku.edu/civil-rights/racial-ethnic-harassment-policy 

73 https://policy. ku .edu/civil-rights/sexual-harassment 

7 4 https://policy. ku. edu/civi 1-rights/title-ix-resolution-process 

75 https://policy. ku .edu/lOA/disability-ADA-issues 

76 https://services. ku.edu/TDClient/818/Portal/KB/ ArticleDet? 10=20866 

77 https ://policy. ku. edu/human-resources/workplace-violence-policy 

78 Information found within these policies is subject to periodic revision by the University. Prior to 
79 making substantive revisions to any of the foregoing policies, the University will provide thirty 
80 (30) days prior written notice to UAKU and will afford UAKU an opportunity to provide comments 
81 and recommendations as to the proposed changes. This prior notice provision shall not 
82 preclude the University from making necessary policy changes resulting from changes in the 
83 law which have an immediate or imminent effect such that affording UAKU thirty (30) days' prior 
84 written notice is not possible. In this event, the University shall provide as much prior notice as 
85 is reasonably practicable prior to implementation of a policy change. 

86 It is agreed by UAKU and the employer that, as governed by all pertinent Federal and State 
87 law, University policies, and directives, there will be equal opportunity to applicants for 

https://policy.ku.edu/human-resources/workplace-violence-policy
https://services.ku.edu/TDClient/818/Portal/KB/ArticleDet?1D=20866
https://policy.ku.edu/lOA/disability-ADA-issues
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88 employment in the appropriate unit to secure and hold employment in any field or work for which 
89 they are properly qualified, without discrimination on the basis of any of the above-listed 
90 characteristics. 
91 
92 It is agreed by UAKU and the employer that, as governed by all pertinent Federal and State law, 
93 University policies, and directives, there will be equal opportunity to applicants for employment 
94 in the appropriate unit to secure and hold employment in any field or work for which they are 
95 properly qualified, without discrimination on the basis of any of the above-listed characteristics. 
96 
97 The Employer and UAKU do not condone workplace bullying. Workplace bullying is covered in 
98 the University policy on Workplace Violence. 
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University Counter 
Health and Safety 
December 4, 2025 

1 As expressed in University policy relating to Environment, Health and Safe~, both bargaining unit 
2 members and the University have responsibilities to ensure that all educational, research, and 
3 campus activlties are conducted safely and in a manner that protects the health of employees, 
4 students, the public and the environment. 
5 
6 In furtherance of this policy, the University will: 
7 
8 1. Maintain safe and healthy working conditions consistent with appt,cabte Federal, State, 
9 Local and University health, env:ironrnental, and safety laws, regulations, ordinances and 

10 policies; 
11 2. Provide reasonable safety and protective equipment, supplies and clothing, at no 
12 cost to the bargaining unit member, for the use of bargaining unit members in the 
13 performance of their job duties; 
14 3. Provide a reasonably saf'e and healthy working environment; 
15 4. Maintain an educational program in safe operating procedures; 
16 5. Insist that all employees observe, established safety regulations and practices and 
17 use provided safety equipment; and 
18 6. Notify bargaining unit employees of any known environmental conditions that could 
19 adversely affect their health. The notifications should be made by the responsible campus 
20 officials directly to employees, with a simultaneous copy to UAKU, and include follow-up 
21 information about remediation. 

I22 7. In the event of observed, discovered or confirmed report~ imminent danger, take 
23 immediate action to stop work; protect University personnel, students, property, and the 
24 public; and require corrective action by responsible personnel to, reduce hazards, 
25 minimize risk and control the danger. 

I2s 8. In the event of observed, discovered or confirmed report5y.otregulatory non-compliance, 
27 take immediate action to stop work, and require corrective action by responsible 
28 personnel to achieve regulatory compliance. 
29 
30 Bargaining unit members shall immediately report any workplace health or safety issues to the 
31 appropriate contact person and/or their immediate supervisor. The University will make every 
32 reasonable effort to promptly correct any health or safety issue ofwhich it becomes aware. 
33 Bargaining unit members who report suspected health or safety issues shall be protected from 
34 retaliation. 
35 
36 UAKU is permitted to appoint a representative to the Employee Safety Committee. 
37 
38 Health and Safety Emergencies 
39 
40 Consistent with the University's right pursuant to K.S.A. 75-4326(f), in a health or safety emerg,ency, 
41 the University is permitted to take such actions as may be necessary to carry out the mission of the 
42 University. At the earliest practical opportunity, the Employer will provide information to UAKU

I43 regarding the nature of the threat and the University's responses. )"he Employer will provide 
/ 
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continuing updates until the situation is resolved. UAKU may offer recommendations to the 
university about its response, and the University will respond to those recommendations within ten 

(10) business days. Upon the reQuest ot the Union. the parties shall promptly convene a Labor 
Maoa2ement committee meetioi to further discuss the threa.t.and the . .Uohte.r~·s response._)"he 
parties recognize that the University's response may necessitate that the parties meet and confer 
to the extent that such response may necessitate an alteration of the parties' respective rights 
within this Agreement or conditions of employment. 
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Black: language we've previously agreed on 
Red: KU management's language 
Blue: UAKU proposed changes 

UAKU, AFT-AAUP 
Facilities and Equipment 

November 4, 2025 

1 The University shall provide, manage and to the extent reasonably possible, adequately 
2 maintain office, research and instructional space, including room capacity and 
3 configuration, location, and appropriate technology necessary to perform assigned duties, 
4 in an equitable manner consistent with institutional and pedagogical needs and the 
5 obligation of members of the bargaining unit to comply with FERPA. 
6 
7 These include but are not limited to , dependent on a member's assigned duties: 
8 1 . Office and desk space with walls and a lockable door; 
9 2. Laboratory or other research space; 

10 3. Pri~ate areas that can be used for in person or remote meetings; 
11 4. Equipment for making and receiving telephone calls, including voicemail ; 
12 5. A computer and internet access; 
13 6 . An email account; 
14 7. Adequate storage space; 
15 8. Office, laboratory, and instructional equipment as appropriate to the employee's 
16 duties; 
17 9. Sofw.•are and subscriptions appropriate to the employee's duties, subject to 
18 departmental apprmml; 
19 10. Texts and/or reading materials; 
20 11. A mailbm<; 
21 12. Offioe supplies; 
22 13. Printers and printing supplies; and 
23 14. Photocopying and scanning equipment. 
24 
25 In accordance with the KU policies on Energy Conservation and Temporary Closures 
26 and Reductions in Campus Services, the University shall ensure physical spaces are 
27 maintained at reasonable temperatures and noise levels, equipped with adequate 
28 power outlets, and otherwise outfitted as reasonably necessary for the regular use of 
29 employees. Reasonable access to physical spaces shall be provided during such times 
30 when buildings are otherwise closed . 

31 The availability, location, and nature of the office, instructional and research space and 
32 technology necessary to perform assigned duties shall be determined by the 
33 University. Campuses to which this Agreement is applicable maintain space management 

The Union reserves the right to add to, delete from , alter or amend this proposal. This proposal is made 
without precedent or prejudice to existing rights and entitlements, regardless of the character or source of 
same. Any tentative agreements reached between the parties on any proposals shalt not become final until 
(1) the parties have reached final agreement on a full collective bargaining agreement, and {2) the Union 
membership has ratified the full collective bargaining agreement. 
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34 policies further describing the process for space allocation. Bargaining unit members 
35 requesting new, additional or reallocated space should submit such requests to their 
36 direct supervisor et=tatr, who shall forward their recommendation on such request to the 
37 Dean or the Dean's designee, or otherwise in compliance with the applicable space 
38 management policy for consideration. The University will respond to such requests in a 
39 timely manner. 
40 
41 The nature of any equipment or support for technology necessary to perform assigned 
42 duties shall be determined by the University. The University may require a bargaining unit 
43 member to demonstrate a need for the University to provide the equipment or support. 
44 Bargaining unit members' request for new or additional equipment or support should 
45 submit such request to their direct supervisoret=tatr, who shall forward their 
46 recommendation on such request to the Dean or the Dean's designee, unless otherwise 
47 directed by University policy. The University will respond to such requests in a timely 
48 manner. Any equipment provided by the University remains property of the University. 
49 
50 The University ·»vlll eorisider shall not unreasonably disregard input from the bargaining unit 
51 member about space, equipment, access and technology necessary to perform their 
52 assigned duties. It is the obligation of the bargaining unit member to bring to the attention 
53 of their direct supervisorehatr, who shall make a recommendation to the Dean or the 
54 Dean's designee, any unique or specific space, access, equipment or technology needs 
55 necessary to perform their assigned duties. 
56 
57 When reasonably possible, the Employer must provide at least one academic term's 
58 notice when moving or reassigning a bargaining unit member's assigned office, laboratory, 
59 or working space and/or when a significant alteration is planned to their workspace. The 
60 bargaining unit member shall be consulted as to how their job duties can be satisfactorily 
61 performed in the new or altered workspace. 
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The Union reserves the right to add to, delete from, alter or amend this proposal. This proposal is made 
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(1} the parties have reached final agreement on a full collective bargaining agreement, and (2} the Union 
membership has ratified the full collective bargaining agreement. 



1 University Counter 
2 Emerit Status 
3 September 5, 2025 
4 
5 Emerit Status 
6 Retiring bargaining unit members may apply to receive emerit (emeritus/emerita) status if they 
7 are at least 55 years of age, have a minimum of ten years of full-time continuous service at the 
8 University of Kansas, and are determined by the University to be in good standing at the time of 
9 retirement. Length of service is determined on an academic-year basis. In some academic units, 

1 O emerit bargaining unit members have special privileges. A member need not hold a full-time 
11 appointment at the time of retirement as long as the requirement for ten years of continuous full-
12 time service was met earlier in the member's career. An emeritus/emerita faculty member is 
13 expected to observe in retirement the same standards of professional ethics as in their active 
14 careers (see Articles IV and V of the Faculty Code). Emeritus/emerita status is not normally 
15 recommended for persons who are leaving the university in order to accept full-time service at 
16 another higher education institution, even if the age and service criteria are met. There is no 
17 salary or emolument attached to the status other than the privileges the institution may wish to 
18 extend. The Chancellor or designee shall determine the award of emerit status in accordance 
19 with University policy. 
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University Counter 1 
Phased Retirement2 
September 5, 20253 

4 
5 Phased Retirement 

G Subject to K.S.A. 76-746 and K.A.R. 88-12-1 through 8, bargaining unit members who are at 
7 least 55 years of age or older, who are participants in the KBOR retirement plan, and have at 
8 least ten years of full-time service, may enter into a voluntary Phased Retirement agreement 
9 that allows individuals to retain full-time equivalent (FTE) health care, retirement, death and 

1O disability benefits while working at a reduced effort. At the time of entry into the Phased 
11 Retirement program, an individual's fractional time appointment shall be calculated on the total 
12 academic or fiscal year depending on the term of the appointment and shall carry a 
13 proportionate reduction in salary. During the term of the Phased Retirement agreement, the 
14 individual remains eligible for salary increases. 

15 Phased Retirement agreements require the approval of the Chancellor or the Chancellor's 
16 designee, who may elect to enter into such agreements when the Chancellor or designee has 
17 determined that an agreement is in the best interest of the institution. 

18 These agreements must meet the following parameters: 

19 • Length: Maximum of three years in duration. 
20 • FTE: Minimum of 25%; Maximum of 50%. 
21 • Approval: Proposed plans for phased retirement require review and approval at each 
22 administrative level from the department to the provost/executive vice chancellor. Plans 
23 shall describe how the proposed phased retirement FTE would be allocated to the 
24 employee's areas of responsibility during the fall and spring semesters for those on 
25 academic year appointments or during the fiscal year for those on 12 month 
26 appointments. 

27 By mutual consent between the University and the Phased Retirement participant, the Phased 
28 Retirement agreement can be modified by further reducing the FTE prior to the specified date of 
29 retirement or by permitting the participant to take full retirement at an earlier date. 
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1 University Counter 
2 Benefits Provided by the State 
3 September 5, 2025 
4 

5 Benefits provided by the state of Kansas 

6 The parties agree to accept all of the terms and conditions in employee healthcare, retirement, 
7 and benefit packages as determined by the State of Kansas to be applicable to bargaining unit 
8 members. 
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University Counter 
Leaves 

March 5, 2026 

1 Employee's entitlement to and use of the following leaves shall be in accordance with 
2 KBOR and University policy: Paid Parental Leave, Family Medical Leave, Sick Leave, 
3 Shared Leave, Vacation Leave, Holidays, Jury and Witness Service Leave, Military 
4 Leave, Voter Leave, Disaster Service Leave, Donor Leave, Voluntary Leaves without 

Full Pay with Benefits, and Bereavement Leave. Except as amended in this Agreement, 
6 the Employer will comply with applicable University and KBOR policy, as well as state 
7 and federal laws regarding leaves. Where this agreement and University or KBOR 
8 policy conflict, this agreement shall prevail. Additional periods of unpaid leave may be 
9 approved at the discretion of Human Resources. 

11 With the exception of illness or emergency, a bargaining unit member must make 
12 satisfactory advance arrangements and obtain their chair, dean or supervisor's and 
13 Human Resources approval if they will be absent from class or unable to meet their 
14 online teaching responsibilities. 

16 During the term of this MOA and prior to the institution of any substantive changes to 
17 KBOR policy relating to any of the leaves within this Section, the University shall provide 
18 notice of the proposed change at least thirty (30) days prior to implementation of any 
19 such change for the purpose of affording UAKU the opportunity to provide comments 

and recommendations relating to such proposed change. Following the expiration of 
21 the comment period, KBOR shall be permitted to make such changes as it deems 
22 appropriate. If KBOR makes such changes, the University shall be permitted to change 
23 its policies for purposes of consistency with KBOR policy changes. For purposes of this 
24 paragraph, a substantive change in KBOR leave policy includes the following: 

26 1. The accrual requirements for each category of leave. 
27 2. The rate of accrual for each category of leave. 
28 3. The appointments which are eligible for each category of leave. 
29 4. The purposes for which leave may be taken. 

5. Payment of accrued leave balances upon separation and reinstatement upon 
31 rehire. 
32 

33 The foregoing requirement does not preclude KBOR or the University from making any 
34 changes necessary for conformity with applicable Federal or State laws. Changes 

which do not fall within the foregoing definition of a substantive change may be made at 
36 the discretion of KBOR or the University. UAKU reserves the right to impact bargain 
37 changes to leaves in accordance with Kansas law. 
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1 UAKU, AFT-AAU P 

2 Modified Instructional Duties 

3 August 1, 2025 

4 MODIFIED INSTRUCTIONAL DUTIES 

5 It is the policy of the University of Kansas to modify the instructional dut ies of eligible bargaining 
6 unit members and allow tor equivalent academic service when certain personal circumstances 
7 prevent them from being able to perform their instructional duties, and when such mod ifications 
8 are found to be in the best interest of the University's educational mission. 

9 Th is policy applies immediately upon employment at the University to all bargaining unit members 
1 O with regular appointments of at least 75% FTE in their units during the Fall and Spring semesters of 
11 the academic year. 

12 Eligibility Requirements 

13 Eligible barga ining unit members who may apply for modified instructional duties are those who 
14 are the primary caregiver or have at least co-equal caregiving responsibilities for a child, by birth, 
15 adoption or fostering, or who are required to care for or assist a member or members of their 
16 immediate family who are ill or disabled; or who are appending or combining modified instructio11al 
17 duties with a qualifying instance for themselves. Modified duties may be used in addition to sick 
18 leave or other university approved leaves as appropriate. This policy may be applied to supplement 
19 use of sicl< leave, or where FMLA leave has been designated by the University as appropriate, er 
20 when accumulated sick lea'Ve is insufficient. Faculty request ing modified duties based on personal 
21 illness, health and/or disability may be eligible to request workplace accommodation, including 
22 modified instructional duties, through KU 's Workplace Accommodations Procedures or through 
23 FMLA if they are taking partial leave. 

24 Period and Scope of Modification 

25 • Modifications to instructional duties shall be for the period of one semester. If two 
26 bargaining unit members in the family household are eligible, a total of one semester of 
27 modified duties may be taken for a particular child (or family member), either for the 
28 primary caregiver or split between co-equal caregivers. 
29 • For eligible bargaining unit members with caregiving responsibilities for a child, the period 
30 of modified instructional duties must be taken within 12 months of the child joining the 
31 family, whether by birth, adoption or fostering. 
32 • Eligible bargaining unit members whose requests for modified instructional duties are 
33 granted are not removed from the unit's budget and are expected to continue to fulfill all of 
34 their other duties as members of the bargaining unit during the period of modified 
35 responsibilities. 

36 

T~e Union reserves the right to add to, delete from, alter or amend this proposal. This proposal is made 
without precedent or prejudice to existing rights and ent itlements, regardless of the character or source of 
same. Any tent~tive agreements reached between the part ies on any proposals shall not become final until 
(1) the parties have reached final agreement on a full collective bargain ing agreement, and (2) the Union 
membership has ratified the full collective bargaining agreement. 



37 Application Requirements 

38 The bargaining unit member must submit a written request for a modification of instructional 
39 duties for the endorsement of the faculty member's dean or the dean in which the fa culty member 
40 has teaching responsibilities assigned if it is not in their home unit. Human Resources may req uire 
41 documentation demonstrating a qualifying event including birth, adoption, fostering, illness or 
42 disability of the bargaining unit member or an immediate family. Requests for modificat ion of 
43 instructional duties shall not be unreasonably denied . In the College and Schools wit h a 
44 departmental structure, the request should first be submitted for the recommendation of the 
45 department cha ir before it is forwarded to the dean for endorsement. The request should be 
46 submitted at least three months prior to the semester in which the modification is needed, except 
47 in unusual circumstances. The request must include the following information: 

1. A statement describing either: the bargaining unit member's status as the primary or co­48 
equal caregiver of the child or ill or disabled family member, or the bargaining unit 49 
me1=nber's intent to combine or append Modified Instructional Duties with a Qualifying event50 

51 for themself; 
52 2. A statement explaining the need for modified instructional duties and the alternative 
53 allocation of effort by percentages; and 
54 3. A proposal describing normal instructional duties from which the bargaining unit member 
55 would be relieved and the work to be done in its place. This work may involve significant 
56 scholarly research, new course development, curriculum development, or other work done 
57 in the best interest of the University's overall mission . The proposal must describe the work 
58 in detail, define a work product, and include a method for evaluation of the work by the 
59 department chair and/or dean during the semester. 

60 Application Review 

61 The chair and/or dean to whom the written request for modification of instructional duties is 
62 submitted shall review it to determine that: 

63 1. The bargaining unit member is eligible to apply for modified instructional duties: 
64 2. The request contains a sufficiently detailed description of the work to be done in place of 
65 the applicant's normal instructional duties, that it defines a work product, and that it states 
66 an adequate method for evaluation of the work by the department chair or dean during the 
67 semester; 
68 3. The proposal is in the best interest of the department/program's and school/college's. 
69 mission; and 
70 4. The full range of the department's or the program's instructional responsibilities can be met 
71 without additional resources during the period of modification. 

72 In the College and Schools with departments, the chair/director should complete a review before 
73 sending the application with their recommendation to the dean. Within thirty (30) days of receipt of 
74 the req_uest, the dean sh~ll submit the request and their decision about endorsement in writing. to 
75 the Office of Faculty Affairs. Upon final review, the Provost, or designee, will communicate a 

T~e Union reserves the right to add to, delete from , alter or amend this proposal. This proposal is made 
w Ith0ut precede~t or prejudice to existing rights and entitlements, regardless of the character or source of 
same. Any ~entative agreements reached between the parties on any proposals shall not become f inal until , -
(1) the part'.es have r_e_ached final agreement on a full collective bargaining agreement, and (2) the Union 
membership has ratIfIed the full collective bargaining agreement. 
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76 written decision to the applicant and the appropriate dean and department chair (if applicable). 
77 The decision of the Provost is final. 

78 All teaching load modifications will be granted in compliance with the department's or School's 
79 expected coursetoad requirements for eligible bargaining unit members. 
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The Union reserves the right to add to, delete from, alter or amend this proposal. This proposal is made 
without precedent or prejudice to existing rights and entitlements, regardless of the character or source of 
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1 Black/Red: KU Admin language 
2 Blue: UAKU language that we are adding 
3 
4 UAKU, AFT-AAUP 

Sabbatical Leaves 
6 December 22 , 2025 
7 

8 A sabbatical leave may be granted for the purpose of pursuing advanced study, 
9 conducting research studies, or securing appropriate industrial or professional 

experience. Included in the scope of the sabbatical leave program are in-depth study in 
11 one's field of expertise and in related fields, research projects, development of new 
12 teaching materials and concepts, development of the use of technology to enhance 
13 teaching, preparation of a manuscript, a book, a play, or other scholarly or creative 
14 activities in one's discipline and in related disciplines. The acceptance of a teaching 

appointment at another institution is ordinarily not regarded as an appropriate objective 
16 for a sabbatical leave. 

17 Sabbatical leaves are granted at the convenience of the University and upon approval 
18 of the Chancellor or the Chancellor's designee. Applications for sabbatical shall be 
19 evaluated through the procedures provided within FSRR Article VIII. Sabbatical Leaves. 

The denial of an application consistent with the recommendation of the University 
21 Committee on Sabbatical Leaves is non-grievable. 

22 
23 For sabbatical leaves, it is the Employer's responsibility to arrange coverage for classes 
24 or other duties that need coverage while the employee is on leave. In preparation for 

sabbatical leave, it is the bargaining unit member's responsibility to work with the unit 
26 leader, according to KU's graduate mentoring and advising policy, to identify a co­
27 advisor or temporary faculty advisor for all graduate advisees, if they will be unavailable 
28 to continue the work during leave, and notify the academic unit and students of who is 
29 fulfilling this role in a timely manner prior to the leave taking place. 

Eligibility for Sabbatical Leave 

31 A bargaining unit member must meet the following criteria to be eligible for sabbatical 
32 leave: 

33 (a) Six years of full-time service in a regular appointment at the University of 
34 Kansas as a tenure line faculty or academic staff member since the initial 

appointment or since the last sabbatical. 

36 (i) The academic year in which a sabbatical is taken is not counted toward 
37 the next six years of full-time service. 

38 (ii) Years on fractional appointment, leave without pay or other equivalent 
39 appointments are not counted . 



40 

45 

50 

55 

60 

65 

. . . . • or term appointments are 
(iii) Years of service on adJunct, courtesy, v1s1ting, 

41 not counted. 

42 (b) The faculty applicant must have tenure before the sabbatical is taken. 

43 (c) The academic staff appointment must be supported by a 1.0 FTE state­

44 funded position. 

Sabbatical Leave Duration & Pay 

46 Such leave shall not be granted for a period of less than one semester nor for~ period 
47 of more than one year, with reimbursement being made according to the following 
48 schedule: 

49 (a) for nine month bargaining unit members, half pay for an academic year, or 
full pay for one semester. 

51 (b) for twelve-month bargaining unit members, half pay for eleven months, or full 
52 pay for five months. 

53 In cases where a bargaining unit member takes an academic year or an eleven-month 
54 sabbatical, the employee will continue to be considered to be 1.0 FTE for the purposes 

of benefits coverage and all other perquisites that apply to full-time status at KU. 

56 Regular salary is defined as the salary being paid at the time the sabbatical leave 
57 begins; however, it does not include administrative supplements. Outside grant funds 
58 received by the university in support of the individual's scholarly efforts during their 
59 sabbatical leave may be used for supplemental salary, but total sabbatical leave salary 

in these instances may not exceed the individual's regular salary. Extra compensation 
61 received while on sabbatical leave must be within the guidelines specified in the 
62 University's Extra Compensation While On Sabbatical Leave policy. 

63 Availability of Sabbatical Leaves 

64 (5) The number of total available sabbaticals in any given semester annually shall be 
no less thannot exceed 84~/o of the total number of faculty and academic staff in 

66 classifications eligible for sabbatical at KU Lawrence / Edwards, and Medical Centers. 

67 Conditions Applicable to Sabbatical Leaves 

68 While on sabbatical leave, bargaining unit members are not eligible to take other 
69 positions. 



70 

75 

80 

85 

90 

While on sabbatical leave b • • · · · kt . , argaining unit members may not conduct university wor71 
ou side of the United States unless it is approved official travel and i~ part of the72 approved sabbatical leave plan. 

73 A barga~ning unit member who has been granted sabbatical leave shall, upon
74 completion of the leave, return to the University to serve for a period of at least one year 

(9-12 months depending on the terms of employment). This return shall be in the 
76 semester immediately following the sabbatical leave. If a faculty member fails to return 
77 to the University, the faculty member is obligated to repay, within two years, whatever 
78 money was paid to the faculty member during the period of sabbatical leave. This 
79 obligation is prorated if the faculty member serves some but not all of the stipulated one 

year. 

81 Within 90 days of the end of the academic leave, a faculty member must file a brief 
82 narrative account of the leave with the Office of Faculty Affairs using a template 
83 provided by the Office of the Provost that describes the process, products and 
84 outcomes of the work completed during the leave, with copies to the chairperson and/or 

dean or director of the faculty member's unit. This template will be posted on the Office 
86 of Faculty Affairs' Sabbatical Leaves website. 
87 
88 Except where altered by this article, sabbatical leaves will follow current policy defined 
89 in FSRR Article VIII as of January 28, 2025, and in the Sabbatical Leave Policies and 

Procedures provided by the Office of Provost and Executive Vice Chancellor. Where 
91 this article conflicts with either of those, this article takes precedence. 
92 



1 UAKU, AFT-AAUP 

2 September 3, 2024 

3 Severability 

4 

5 Should any portion of this Agreement be determined by a duly constituted court of 
6 competent jurisdiction or administrative agency or governmental body having jurisdiction 
7 to be in conflict with any applicable law or regulation, then such conflicting portion of this 
8 Agreement shall be rendered null and void and the applicable law or regulation shall be 
9 controlling. In such event, upon request of either party, the parties shall meet to negotiate 

1 O lawful replacement language. 

11 The invalidation of any portions of this Agreement in accordance with this Article shall not 
12 affect the legality and enforceability of the remainder of this Agreement. 

1>a.(~~rd\ A. '>{~(4.e-z_ 
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The Union reserves the right to add to, delete from, alter or amend this proposal. This proposal is made 
without precedent or prejudice to existing rights and entitlements, regardless of the character or source of 
same. Any tentative agreements reached between the parties on any proposals shall not become final 
until (1) the parties have reached final agreement on a full collective bargaining agreement, and (2) the 
Union membership has ratified the full collective bargaining agreement. 
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KU, AFT-AAUP 

Term of Agreement 

March 5, 2026 

4 Duration 

5 This Agreement is made between the University of Kansas/Kansas Board of Regents and 
6 United Academics of KU (UAKU), AFT KS, American Federation of Teachers, American 
7 Association of University Professors, AFL-CIO, and shall take effect on the date that both 
8 parties have ratified and executed the agreement. 

9 This Agreement shall remain in full force and effect for three years from April 15, 2026 

10 Automatic Renewal 
11 Unless either party provides written notice of its intent to modify, amend, or terminate this 
12 Agreement at least ninety (90) days prior to the expiration date, this Agreement shall 
13 automatically renew for successive one (1) year periods under the same terms and conditions. 

14 Notice of Intent to Bargain 
15 A party wishing to negotiate a successor agreement must notify the other party in writing no 
16 later than ninety (90) days prior to the expiration date of the agreement. Upon receipt of such 
17 notice, the parties shall schedule negotiations at a mutually agreeable time. 

18 Effect of Continuation _ 
19 If negotiations extend beyond the expiration date, the terms of this Agreement shall remain in 
20 effect until a new agreement is ratified by both parties, unless otherwise agreed upon. 

21 Entire Memorandum of Agreement 

22 This Memorandum of Agreement supersedes and cancels all previous agreements, oral or 
23 written, and all existing unwritten practices between the parties and constitutes the entire 
24 Memorandum between the parties. 

25 The parties further acknowledge that during the negotiations which resulted in this 
26 Memorandum of Agreement, each had the unlimited right and opportunity to make demands 
27 and proposals with respect to any subject or matter not removed by law from the area of 
28 collective meeting and conferring and that the understandings and agreements arrived at by the 
29 parties after the exercise of that right and opportunity are set forth in this Memorandum. 

1}'1~-m. OS'tVl~ 2{() 

(\Mrs~JM~r-M~ , \J A-W 



Side Letter of Understanding 

September 5, 2025 

Subject to changes by the State of Kansas and further subject to appropriate information 

technology security requirements, during the term of the now current Memorandum of 

Agreement, the University will provide benefits to retirees as provided in the following 

University policy: "Information for University Retirees and Phased/Prospective Retirees." 

Mf\e.'S\{V\- j M'=CAe.-rN'd 
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1 Side Letter of Understanding 
2 March 5, 2026 
3 
4 The University and UAKU agree that during the term of this Agreement, the policy entitled 
5 "Intellectual Property Policy, All University" shall remain in effect except as amended by 
6 agreement of the parties to the Agreement. The University and UAKU agree to meet and confer 
7 to negotiate terms and conditions covering the subject of intellectual property no later than the 
8 beginning of the Fall semester of 2026 (August 18, 2026), and thereafter at least twice a month 
9 for a period of six months, unless the parties mutually agree to a different frequency or timeline. 

10 If at the end of such six month period the parties have not arrived at an agreement relative to 
11 the topic of intellectual property, the parties agree that they shall be deemed to be at impasse 
12 and shall proceed with filing for impasse and exhaustion of the statutory impasse resolution 
13 procedures under PEERA, unless the parties mutually agree to an extended timelin e. 

UAtU £~ ~f?-{ 

The Union reserves the right to add to, delete from, alter or amend this proposal. This proposal is made 
without precedent or prejudice to existing rights and entitlements, regardless of the character or source of 
same. Any tentative agreements reached between the parties on any proposals shall not become final until 
(1) the parties have reached final agreement on a full collective bargaining agreement, and (2) the Union 
membership has ratified the full collective bargaining agreement. 



Side Letter of Understanding 

Supplemental salary funding will follow current policy in the Supplemental Salary Funding 

Policy and Procedures provided by the Office of Provost and Executive Vice Chancellor. 

The parties will meet and confer over changes to the current Supplemental Salary Funding 

Policy within the next six months. 

University of Kansas 



UAKU, AFT-AAUP 

Side Letter on the Use of •'Area Director" Title 

November 17, 2025 

Not later than one month following ratification of this agreement UAKU and KU will hold a 

labor-management meeting to jointly identify the list of employees whose titles will be 

adjusted as a result of the creation of the new title of "Area Director." Additional labor­

management meetings may be scheduled at the request of either party to address further 

concerns related to this matter. 

~<{-1k~ 
Ma.rs~ J. AfCz~ 1 0A\LJ 
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