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PREAMBLE

This agreement made by and between the Board of Education of Mt. Hood Community College
District, 26000 S.E. Stark Street, Gresham, Oregon, herein referred to as the "Board" or
"District" and the Mt. Hood Community College Faculty Association, herein referred to as the
"Association."

The intent of this agreement is to set forth and record herein the basic and full agreement between
the parties on those matters pertaining to wages, hours, and conditions of employment for faculty
members included in the bargaining unit.



ARTICLE 1

RECOGNITION

The Association recognizes the Board as the statutory governing authority for Mt.
Hood Community College.

The Board hereby recognizes Mt. Hood Community College Faculty
Association as the sole exclusive bargaining agent with respect to wages, hours,
benefits, working conditions, and other conditions of employment for all faculty
members in the unit as defined in this agreement and now set forth:

L

All faculty with instructional, counseling, or librarian duties, or who
are on board-approved leaves, that have more than a fifty percent
(50%) workload within three (3) terms in any fiscal year. A full-time
workload is defined in Articles 10 (Professional Duties) and
11(Workload).

All faculty who meet the criteria of B.1 above, and who are hired on a
terminal contract to fill a budgeted position for one (1) year. Such
contracts may be renewed for one (1) additional year at the discretion of
the Vice President of Instruction or designee. Terminal contracts for
faculty positions will only be used with notification to the Faculty
Association and under the following conditions.

a. The position is temporarily vacated by a faculty member on
leave or temporarily on another College assignment.

b. Circumstances are such that the regular recruitment and
selection process cannot be reasonably accomplished (less
than two and one- half (2!2) months and/or no acceptable

applicants).
C. The position is required for the first year of a new or innovative program.
d. A faculty member unable to complete the academic year due

to extenuating circumstances, extended illness, or death will
promptly be replaced with a faculty member hired under a
terminal contract.

e. Following a conversation with affected department faculty
and Association leadership, the College may utilize a one-year

terminal contract for other reasons.

f Terminal contracts may be renewed for one (1) additional year
at the discretion of the Vice President of Instruction or designee.
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Terminal contracts may be renewed beyond that single
additional year at the discretion of the College and with the
approval of the Faculty Association.

g. An individual originally hired under a terminal contract shall
have that time applied toward the satisfaction of the probation
time required for tenure in accordance with the provisions of
Article 16 (Tenure) if rehired on a regular tenure-track contract.
The reason(s) for a terminal appointment shall be stated in
writing in the contract.

h. When the terminal employment ends, the faculty member may
apply for an open position through the normal recruitment and
selection process and will be interviewed for the position.

1. At the discretion of the College, terminal employment may be
terminated at the end of the contract without review under the
terms of this agreement.

A full-time instructor workload is defined as having more than a fifty
percent (50%) workload, which is more than twenty-two and one-half
(22.5) ILCs for any three (3) terms of a fiscal year.

Violation of ILC Limits: In the event of a violation of the workload
limits above, a terminal contract shall be issued as described in B.2
above. If the workload is more than twenty-two and one-half (22.5)
ILCs in any three (3) terms of a fiscal year or thirty (30) ILCs in a
fiscal year, the faculty member shall be issued a terminal contract for
that year. If the workload exceeds twenty-seven (27) or thirty-five (35)
ILCs as the case may be, the faculty member will be issued a terminal
contract for one (1) additional year.

All faculty who meet the criteria of B.1 and who are on special
contract or grant funds which are entirely or largely funded by sources
other than local taxes, tuition and state FTE appropriations and which
have not been established by the Board as permanent college
programs.

These faculty members shall have all the rights and obligations of a
faculty member, except those limitations imposed by the granting or
contracting agencies, and as specifically noted in other provision(s) in
this agreement. The employment contract and position is subject to
termination or reduction at any time that the funding for the program as
described above is terminated or reduced, without review under the
provisions of this agreement and without further payment into the
program by the College. When appropriate under the contract or grant
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guidelines, the College agrees to apply for adequate contract or grant
funds to insure full compliance with this agreement.

These faculty members may apply for a district-funded position, subject
to the normal recruitment and selection process. If the grant or special
contract terminates, the faculty member with four (4) years of service in
the faculty bargaining unit with satisfactory evaluations, shall be offered,
if available, and without utilization of the normal recruitment and
selection process, an open position in the same instructional area. If there
is no such open position, the faculty member's layoff rights are specified
in Article 23 (Reduction in Staff: Non-district Funded Positions). When
the non-district funded position ends, and the faculty member has not
served a minimum of four (4) years, the faculty member may apply for an
open position through the normal recruitment and selection process, will
be interviewed for the position, and will be awarded the position unless
another applicant is determined to be more qualified.

All other employees who do not meet the above requirements or
conditions are not covered by this agreement.

The College shall not reclassify a faculty member to a position not included
in the bargaining unit.
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ARTICLE 2

HEADINGS

Headings are used as identifying matter only, for aid in location of the subject
matter or reference; headings will have no substantive or independent significance.
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ARTICLE 3
BOARD-ASSOCIATION RELATIONSHIP

Cooperation Pledge

Both parties recognize the responsibility imposed upon the Association as the exclusive
bargaining agent for faculty members and realize that to provide maximum opportunities for
continuing employment, good working conditions, and better wages, the College must be in a
strong position. It must maintain a comparable tuition rate, a comprehensive approach to all
programs, a flexible approach to scheduling programs, and an innovative thrust in program
development. This must be accomplished with the lowest possible comparative costs that are
consistent with other comparable community college labor practices. Furthermore, both parties
pledge to cooperate with each other to maximize the Student-Instructor Ratio (SIR) for all
classes offered by the College.

Each party further agrees to promote and maintain a reasonable retention rate of students
from quarter to quarter and to strengthen the goodwill among the Board, the management, the
faculty, the students, and the community served by the District.

Both parties agree to assist each other’s efforts to assure that provisions of this contract are
met.

Board members, Faculty Association members, students, staff members or agents or
representatives of these parties shall not discriminate, intimidate, or coerce any person,

agent, or representative of these groups.

Notification of Pending Administrative Actions

1. The Associate Vice President of Human Resources or designee shall notify the
Association President or designee in writing (via a hard copy or e-mail) within a
reasonable time of any and all impending administrative actions which affect faculty
members in one or more of the following areas:

a. discipline and college investigations with the potential for discipline,
except where prohibited by law.

b. salary non-advancement.
c. reduction in staff.
2. This notification will be given in advance before final action is taken and with

sufficient advance notice to allow the Association a reasonable opportunity to
consult with the affected faculty member(s).
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Should the Association President be away from the campus for an extended length of
time during the Winter, Spring, or Summer breaks, the College will direct the
required notifications to an alternate address and/or Association officer(s) if
requested by the Association with prior written notice.

Contract Maintenance Committee

The Contract Maintenance Committee (CMC) will serve the purpose of clarifying and
interpreting contract language and application of that language, but will not conduct
bargaining. Procedures for accomplishing the task of interpreting contract language and
application will be established through mutual agreement of the CMC membership. This
process will not replace the grievance process as outlined in this contract.

CMC will operate with the following expectations:

1.

The President of the College and the President of the Association, or their
designees, will each identify four (4) full-time college employees as
representatives that will comprise the CMC.

Decisions will be made by consensus.

Contract language to be reviewed may be submitted to the CMC by the College or the
Faculty Association.

The College will provide a recording secretary and general support for the
Committee (copies, drafts, and agenda distribution).

Resource persons may be called in by mutual consent of the parties, upon request.

If any change to contract language is achieved, it will be documented in a
Memorandum of Understanding (MOU). The final MOU will be approved by the
Faculty Senate and the College. Agreed-upon MOUs may be temporary with a
specified sunset date or will become part of the language of the contract for the
remaining contract period. The parties may mutually agree to include language of the
MOU in the next bargained agreement.

Meetings shall be closed.

Ground rules will be established through mutual agreement of the CMC
membership.
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ARTICLE 4

ASSOCIATION BENEFITS

In order to implement the cooperation pledge as set forth in the Agreement, the Board agrees to

the following:

A.

Office Space and Use

The Board agrees to rent AC 1581 to the Association for use as office space. This
office will have lights, heat, and one telephone. The Association may use other College
facilities for conferences and meetings provided that the space is requested and
approved in advance pursuant to normal College procedures. The College will also
provide computer access, including all standard administrative College adopted
software, internet, and the College network. The Association agrees to comply with
College policies and regulations and with guidelines related to computer usages that
are mutually agreed upon between the College and Association.

Rent for office use shall be ten ($10) dollars per month.

The Association will pay the line charge for use of the telephone and all long distance
calls authorized by the Association.

Office Equipment and Furniture

2.

The Board agrees to rent office equipment and furniture to the Association. This will
include adequate furniture for the needs of the Association as determined by mutual
agreement of the parties. The Association agrees to repair and/or replace any
equipment or furniture rented by the Association that becomes damaged.

Rent for the office equipment and furniture shall be five ($5) dollars per month.

Use of Facilities and Equipment

The Association shall have the same rights as other interested groups to use or rent the
facilities and equipment of the College. However, regular Association meetings may be held
on campus without charge.

Association Reassigned Time

1.

The Association will receive six (6) ILCs per term to attend to Association work that
occurs during the academic year. These ILCs will be distributed to no more than three
members of the Association leadership at the discretion of the Association President.
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2. The Association will also receive six (6) ILCs to attend to Association work that occurs
over the summer term. These ILCs will be distributed to no more than three members
of the Association leadership at the discretion of the Association President.

3. The Association will notify the college about which members are receiving Association
reassigned time and the number of reassigned ILCs by no later than the start of the term
in which the reassigned time shall be allocated. This provision shall not preclude a later
change to the reassigned time allocation as mutually agreed to between the Association
President and Human Resources.

a. The Association President or designee shall use this reassigned time to work with
the College Board, the College President, the Vice President of Instruction, and
other administrators on College matters.

b. The Association and/or President agree not to misuse this reassigned time. If
misuse is proven and not corrected, then this condition of the agreement shall be

declared void.

Association Leave

1. Up to a total of eight (8) working days may be provided to members of the unit for
participation in statewide trainings and workgroups that relate to interests shared by the
Association and administration. Determination of to whom the days are assigned shall
be in control of the Association president. Such leave shall not be taken for purposes of
local union governance or lobbying.

2. If a paid substitute is required, OEA will reimburse the College for the cost of the
substitute.

Dues Check-off

1. The Board agrees that the provisions of this section shall not be reopened or
modified for the duration of the contract period.

2. The College will deduct dues, fees, and any other assessments or authorized
deductions to the Association in accordance with the payroll-deduction
authorizations signed by members and provided to the Association. The
Association will provide the College with a list identifying the employees who
have signed such authorizations and the authorized deduction amounts. The
College shall rely on the list to make the authorized deductions and to remit
payment to the Association and OEA as indicated.

3. A member of the bargaining unit who is a member of the Association as of the

effective date of this Agreement or who subsequently voluntarily becomes a member
of the Association shall continue to pay dues to the Association during the term of
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this Agreement unless written notice is received by the Association and the College
between September 1 and October 1 of any year indicating a desire to withdraw their
membership from the Association.

Prior to the first payroll deduction for the academic year and upon request by the
Association, the Human Resources Office will provide the Association with a list of
any new hires, terminations, and changes in status of employees whose percentage of
time employed has changed. The information shall be in a mutually agreeable
electronic format. At a minimum information shall include name, discipline, division,
work email, work and home phone number, cell phone, employee ID number and last
four digits of the employee’s social security number.

Prior to the first payroll deduction for the new academic year, the Association will
furnish the Human Resources Office with a complete breakdown of monthly deduction
amounts for dues. It will also provide instructions for prorating deductions of dues for
those members of the bargaining unit whose deductions commence after the first
scheduled deduction for the academic year.

Faculty who are members of the Association shall have dues deducted over ten months,
unless they are retired faculty returning to work. Retired faculty shall have their dues
based on the number of ILCs they have taught. Those dues will be deducted during the
months they receive a paycheck from the College, not to exceed a period of nine months
for each academic year.

a. By Friday of Week 4 each term, the College will send a list of the retired faculty
who are teaching during that term and their ILC load to the Association President.

Deduction of dues for new members shall commence with the first payroll period
following notice from the Association that a new membership has begun. Changes in
deductions due to changes in percentage of time employed shall be made with the first
payroll following the change.

The College shall process all requests for payroll deductions for purposes including,
but not limited to, any portions that may be used for political purposes permitted by
law in effect upon ratification through any appropriate electronic transfer or other
automatic payment procedures currently available at the College. The deducted sums
shall be remitted to the Association in accordance with its written instructions.

Hold Harmless Clause

The Association agrees to indemnify and hold the College harmless against any and all claims,
suits, orders, or judgments brought or issued against the College as a result of any action taken
by the College under Section F of this Article. Such waiver shall not apply to any action by the
Association to enforce the terms of this agreement. This hold harmless agreement shall be

void unless the College (1) gives immediate notice of any claim to the Association, (2) tenders
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to the Association the defense of any claim, and (3) fully cooperates with the Association and
its designated counsel in the defense of the claim.

Association Security

1. Faculty members have the right to join the Association, but membership in the
Association shall not be required as a condition of employment.

2. The Association will provide the Human Resources Office an introduction letter
including the name of the Association President and the location of the Faculty
Association office. Human Resources will provide this letter to all newly employed
faculty at the time of their employment.

3. The Association President or designee will be included on the agenda of the New Faculty
Orientation. The Association will be able to meet privately with new faculty during

inservice for a time period of one hundred twenty (120) minutes.

a. For new faculty hired after the start of Fall term, the Association will be able to
meet privately with them within thirty (30) days of the date of hire.

4. The Association will be given the employee information as listed above in Section F.4
within ten (10) working days of the date of hire.
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ARTICLE §

BOARD PREROGATIVES

It is the intention hereof that all rights, powers, prerogatives, and authorities
that the Board possessed prior to the signing of the Agreement are retained,
except those specifically abridged, delegated, granted, or modified by this
Agreement.

It is agreed between the parties that the Board has all the customary and usual
rights, powers, functions, and authority of management.

The Board shall have the sole right, at its own discretion, unless otherwise
expressly provided by the terms and conditions of this Agreement, to do the
following:

1. determine the number of faculty members to be employed in each
department or division, and classes to be scheduled in the College as a
whole.

2. establish, change, or modify Board policies and College Administrative

Regulations except those in conflict with the Agreement, in which case a
change can only be effected by mutual agreement with the Faculty
Association.

3. increase, diminish, change, or discontinue operations, programs,
courses, and classes in whole or in part.

4. hire, suspend, discharge, promote, demote, transfer, and discipline members.
5. determine and direct members in their duties.
6. discharge any member at any time for cause in accordance with

provisions set forth in Board policies, College Administrative
Regulations, and statutes, or as stated in this Agreement.

7. lay off members at any time for financial or justifiable reasons.

8. authorize temporary work or part-time instruction not connected with the
regular operation of the College, to be performed by any outside person,
firm or corporation selected by the College.

0. judge the efficiency, competency, and adequacy of all faculty members in
their performance of their assigned work.

10. increase or change the content or substance of any assignment,

provided such change does not make the assignment more than a
reasonable full- time assignment. The Association shall have the
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11.

12.

13.

14.

15.

16.

right under the grievance procedure to question whether any such
changed or increased job assignment has become more than a
reasonable full-time job. establish grading policies and courses of
instruction and to provide for co- curricular, extracurricular, and
community service programs for students and citizens as deemed
necessary or advisable by the Board.

delegate authority through recognized administrative channels for the
development and organization of the means and methods of instruction
according to current written Board policy and amendments.

determine class schedules, non-classroom assignments, hours of instruction,
load hours, and duties, responsibilities, and assignments of those in the
bargaining unit.

maintain executive management and administrative control of the College
District and its properties and facilities.

determine the financial policies of the College including the general
accounting procedures, inventory of supplies and equipment procedures, and
public relations.

determine the management, supervisory and/or administrative organization of
each division or facility in the system and the selection of faculty for
promotion to supervisory, management, or administrative positions.

determine safety, health, and property protection measures where
legal responsibility of the Board or other government unit is
involved.
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ARTICLE 6

INDIVIDUAL FACULTY MEMBER RIGHTS

Professional Rights

A member has the right to a clear statement of duties, accountability, and the roles for
which the member is responsible.

A member has the right to carry out assigned duties without interference,
disruption, or personal harassment.

A member has the right to reasonable access to materials, facilities, and
equipment necessary for the performance of work assignments.

A member has the right to maintain ownership of their intellectual property in
accordance with Article 9.

A member has the right to be protected from any prejudicial or capricious
administrative evaluation, action, or review.

A member has the right to leave an institution in good standing in accordance with
the agreement of employment.

A member has the right to a fair dismissal proceeding.

A member has the right to participate freely in the exercise of the member’s
prerogatives without interference or personal harassment.

A member has the right to freely become a member of the Association. The
college shall not discriminate against, interfere with, restrain or coerce any
member because of Association membership, or because of any legal activity in
an official capacity on behalf of the Association.

Freedom in the Performance of Professional Duties

A member has the right to academic freedom: to make inquiry and to express their
personal opinion, even when dissenting, on any questions as long as they make it
evident that they are speaking for themselves and not the College.

A member has the right to have kept confidential their personal beliefs,
religious beliefs, and political associations.

A member has the right to protection from libel, indecency, undocumented allegations,
attacks on personal integrity, techniques of harassment, and innuendo.
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4. A member has the right to have a clearly defined means to participate in the
formulation and application of institutional policy.

5. To the extent allowable and practicable, a member has the right to use chosen names in
College computer systems when a legal name is not required. The chosen name will be
maintained in the College’s computer system. Additionally, so that faculty can address
students by their chosen names, the College will maintain students’ chosen names in the
College’s computer system and make these names available to faculty members on class
lists.

Freedom Qutside the Performance of Professional Duties

1. A member has the right to free speech, assembly, and petition.
2. A member has the right to protection from double jeopardy.
3. A member has the right to privacy for themselves and their family, and freedom from

harassment, intimidation, or threat. A member has all the rights of a private citizen and
the private life of a faculty member shall not be utilized by the Board in matters related
to the performance of their duties as long as there is no nexus to the workplace.

4. A member has the right to express a personal opinion as a citizen on any question as
long as the member does not represent their views as those of the College.

Freedom of Due Process

1. A faculty member has the right to due process in evaluation proceedings.

2. A faculty member has the right to due process in discipline, dismissal, or
termination proceedings as listed in this agreement.

Just Cause for Discipline

A faculty member shall not be disciplined by written reprimand, suspended, or denied step
advancement without just cause. Just cause for termination of employment is described in
Article 15 and reduction of staff and layoff is separately described in Article 23.

Right to Representation

A faculty member may have Association representation at a meeting they reasonably believe
may lead to disciplinary action.
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ARTICLE 7
FACULTY RIGHTS

To Provide Input and/or Advice in a Shared Governance College Environment

Shared governance is critical to the culture and vitality of higher education. Any erosion of the
role of faculty in governance seriously threatens the quality of education provided. This
relationship should be based on collegiality and mutual respect. It is understood that provisions
in a collectively-bargained agreement encourage collegiality and ensure the integrity of this
joint effort.

The College and Faculty Association acknowledge that faculty participation in the life and
operations of the College enhances the mission and operations of the College. Such
participation is an essential aspect of shared governance. The Faculty Association will be
asked to recommend faculty as members on committees for decisions and studies that have an
impact on faculty and instruction. It is expected that faculty will provide leadership, input, and
advice into the following processes:

1. the process and selection of new faculty members, including establishing
qualifications, recruiting, screening, interviewing, and recommending candidates.

2. the process and selection of, and feedback on, area deans, instructional
administrators, and faculty performing administrative duties.

3. the determination of grading policies.

4. the determination of entrance and exit requirements of courses and programs.

5. the determination of the content of curricula and courses.

6. the decision to grant or withhold tenure.

7. the selection of committee, Board, and task force membership and designation of co-

chairs for College committees and councils, especially those pertaining to instruction
and curricula.

8. the determination of academic standards.

9. the determination of classroom materials.

10. the determination of instructor responsibilities as listed in the instructor position (job)
description.

11. the conduct of accreditation preparation, site visits, and discussion with external

licensing and accrediting bodies.
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12. any public presentations to the District Board concerning programs and faculty
members.

This is not an exclusive listing of areas for shared governance.

Process Development

In cases where no process exists or has been established, the College and Faculty Association
will collaboratively establish a timeline for the creation of a process. Association or individual
input and advice that do not meet the required timelines will be considered waivers of the right
to provide input.

Right to Determine Grades

A faculty member will have the sole right to determine the grades of students enrolled in their
classes within the grading policies of the College. An exception may be made only if the
faculty member is incapacitated, deceased, no longer employed by the College, or unavailable
for an extended period of time. Such exceptions must have the approval of the faculty
member’s dean and the Vice President of Instruction.

Curriculum Committee

The Curriculum Committee will be maintained as an autonomous faculty-comprised
committee responsible for the approval and review of general education, department level, and
course level curricula. Voting membership of Curriculum Committee will be composed of a
minimum of one faculty member from each division. A minimum of 8 voting faculty members
are needed at each meeting to provide a quorum. Administrators and employees from the
Office of Instruction may also serve on the committee as non-voting, ex-officio members.
Curriculum Committee will operate in alignment with NWCCU Accreditation Standards and
Oregon Administrative Rules.

Seniority Rights

When more than one faculty member in the bargaining unit is qualified to occupy a position or
teach a specific course, College seniority will be the determining factor. Seniority shall be the
total length of unbroken full-time (fifty percent (50%) or greater) faculty bargaining unit
service with the College. For the purpose of determining seniority, all authorized leaves shall
be considered as time worked.

Right to Representation

Faculty rights to representation are triggered when a supervisor, administrator or other college
representative seeks a meeting to interview, question or discuss issues with a faculty member.
If a faculty member reasonably believes that any questioning, discussion or investigatory
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behavior on the College’s part may result in discipline, they may assert their right (sometimes
called Weingarten) to have a faculty representative present, per Article 6.F.
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ARTICLE 8

PERSONNEL PRACTICES

Personnel File

L. Upon request, a faculty member may review and copy any material from
their dean’s working file, if it exists, and the official personnel file in the
Human Resources Office. All requests for review and/or copy of materials
in the working file should be made to the dean. Requests for materials in
the official permanent file should be made to the Associate Vice President
of Human Resources or designee. Nothing may be removed from the
official personnel file, except as allowed in Section 8.A.10.

2 The Human Resources Office will maintain a personnel file log
which will record the date of review of the file, the name of the
person reviewing the personnel file, and the purpose of the review.

3. Documents in the following categories shall be maintained in the personnel files:

personnel file log

initial application

salary history

evaluations

commendations

responses

reprimands

notices of change in employment status
formal student complaints and solutions

=

4. Secured Documents

Human Resources shall securely store grievances and resolutions
separate from the personnel file. Only the faculty member, the College
President or their designee, Human Resources managers, or a member of
the faculty member’s chain of command will have access to these items.

5. The faculty member has the right to respond to any document in
their personnel file.

6. The Associate Vice President of Human Resources or designee will,
within five (5) working days, notify a faculty member in writing if
non-routine material is placed in their personnel file.

7. Access to personnel files will be as follows:
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a. the President or their designee and the Human Resources staff will
have access to all files at any time.

b. a faculty member’s chain of command will have access to the
personnel file.

c. deans will have access to files of faculty members who are
under their direct supervision.

& Entries to the personnel file will be dated and shall identify the submitting party.

9. The College will not release material or information from the
personnel file except with the written permission of the faculty
member involved as authorized by this Agreement or as required by
law.

10. The faculty member may expunge detrimental material after it has
existed in the file for five (5) years, except:

a. material which is presently involved in disciplinary hearings
or pending litigation.

b. as otherwise provided by law.

c. ifthe personnel file contains documentation of a subsequent
incident of the same type.

Information for Group Benefit Expiration

The Associate Vice President of Human Resources or designee will ensure that
timely notice, as provided in federal law (COBRA [29 USCS, 1166] and ERISA
[29 USC, 1163]), is given to faculty members whose employment is terminating
(including retirement) of their right to continue to participate in group insurance
programs or to convert group insurance to individual coverage.

Notices of Termination or Non-Renewal

The Associate Vice President of Human Resources or designee agrees to send
notices of termination or non- renewal by March 31. If notice is not sent by that
date, then each faculty member has a renewed contract, except for terminal one-
(1) year contracts. The reduction-in-staff notices stated in Article 23 and
terminations for just cause under Article 15 B. take precedence over this
provision.

Notices of Vacancies or New Position in the College District
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The Associate Vice President of Human Resources or designee will notify the
Association of all vacancies or new positions in the College District.

The College will schedule an annual meeting late in spring term with all faculty who have
participated in a faculty search committee in the past year. The meeting will be attended by
the Associate Vice President of Human Resources and the Recruitment Manager. The
Association President and Vice President or designee(s) will also be invited to attend.
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ARTICLE 9

CONDITIONS OF EMPLOYMENT AND LEAVES OF ABSENCE

Basic Work Year

The basic work year for all full-time faculty members shall be scheduled during
Fall, Winter, and Spring terms. By mutual agreement, alternate assignments
involving Summer term may be substituted. Such agreements will be documented
in writing, approved by the College, and submitted to the Human Resources

Office.

Contract Days & Residency

L

The basic annual contract for faculty members for each contract year shall
be one hundred seventy-six (176) days, consisting of teaching days,
holidays, and non- teaching professional days. This requirement is
independent of the Instructional Loading Credit (ILC) standard. Such
contract days shall be scheduled on weekdays (Monday through Friday)
except where other days or a non-traditional work week of five (5)
consecutive days are mutually agreed to or are traditionally utilized
because of the nature of the work assignment. The College will provide a
work calendar by the end of Spring term.

The service period is determined through a shared governance process, but
it is typically between mid- September through mid-June.

It is expected that full-time faculty will work a schedule reflecting the
necessary time needed to complete all professional duties. It is recognized
that a combination of time on campus, at other approved sites, and off
campus may constitute the professional schedule while assuring
availability of instructors to their students, and to meet the College service
expectations.

No faculty member shall be required to work on non-contract days
without mutual agreement and compensation. The scope of the work and
amount of compensation will be agreed upon in writing before work is
initiated, with the exception of emergency work.

The college accepts responsibility to comply with all state requirements
for faculty members living in Oregon and Washington.

Regular and Supplemental Contracts

1.

The precise terms and conditions of every appointment, including the
dates of the work, a description of the work to be done, and the
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compensation, shall be stated in writing and be in the possession of both
the College and faculty member.

Supplemental contracts are typically used for co-curricular, coaching,
athletic trainer, and other work beyond the job description of a typical
faculty member. Faculty will receive the supplemental contract in writing
at the earliest of the following dates:

a. The start of their regular contract year;

b. At least two (2) weeks before the supplemental contract work is to
begin; or

C. Within one (1) week of recognizing the need for the supplemental

contract if this is a new, non-recurring contract.
Supplemental contracts will be loaded as reassigned time.

The College may contract extra days with faculty members beyond the
basic contract when such assignments are deemed necessary by the
College and when the faculty member accepts the additional days. A
faculty member will be provided a job description for any additional
contracted days.

Copies of supplemental or extra contracts shall be emailed to the
Association when signed.

D. Rate of Pay

1.

The daily rate of pay is determined by dividing a faculty member’s annual
basic contracted salary by the number of days in the basic contract. This
daily rate of pay shall be used in determining the pay rate for lost or extra
contracted days of work.

The ILC rate of pay is determined by dividing a faculty member’s annual
basic contracted salary amount by forty-five (45).

E. Paid Holidays

1.

A faculty member who works a fifty percent (50%) or greater instructional
load in a term is eligible for paid holidays that fall within that term. The
College recognizes the following holidays:

Fall Term Holidays Winter Term Holidays
e Veterans Day e New Year’s Day
e Thanksgiving Day e Martin Luther King, Jr. Day
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e Friday after Thanksgiving
e December 25 Summer Term Holidays
e Juneteenth (only if this
day falls on a regular
class day)
e Independence Day (only
if this day falls on a
Spring Term Holiday regular class day)
e Memorial Day

A faculty member shall be allowed up to three (3) days each year for
religious observances. A faculty member will work with their dean to
arrange class coverage to provide maximum learning opportunities for
their students. Additional days may be approved by the Associate Vice
President of Human Resources.

If a faculty member is contracted to work either the College working day
before or the College working day after Labor Day, then that day will
serve as a paid holiday. Should a holiday increase the faculty member’s
service period, the faculty member’s salary will be increased on a pro rata
basis.

Attendance and Payroll

1.

Each faculty member will report his/her non-attendance to his/her dean
using the College’s attendance reporting system.

For faculty, the attendance reporting system will be used solely for the
purpose of tracking leave. Specifically, faculty shall not be required to
clock in and out.

Faculty shall submit exception attendance reporting during their service
calendar. Faculty will continue to be paid if they miss a submission date
or are unable to access the attendance reporting system.

Faculty will not be required to list reasons for absence beyond selecting
the appropriate leave in the attendance reporting system with the
exception of leave without pay. In cases where medical paperwork is
required by this contract or law, Human Resources will manage that
process.

Faculty will be paid twice per month on either a 10-month or 12-month
schedule, depending on faculty election.

Faculty can request contributions or distributions using the appropriate
forms through the Payroll Department.
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10.

The dean will have the responsibility to attempt to make arrangements so
that the faculty member’s classes are covered during their absence.
However, each faculty member who has advance knowledge of an
upcoming absence will work with their dean to arrange class coverage in
order to provide maximum learning opportunities for their students. The
faculty member does not have the option of paying a substitute instructor.

The regular practice of faculty mutually agreeing to exchange
instructional class time to provide coverage for faculty members on an
absence of short duration (1- 5 days) will continue. Faculty who request
substitute pay will be compensated at the rate of fifteen dollars ($15) per
lecture hour and ten dollars ($10) per lab hour.

A faculty member who substitutes for another instructor who is absent
while on sick, bereavement, jury duty, or business/emergency leave of
short duration (1-5 days) may agree to exchange instructional class time to
provide coverage.

Overpayments

a. In the event an employee receives wages or benefits from the
College to which the employee is not entitled, regardless of
whether the employee knew of the overpayment, Human
Resources will notify the faculty member and Association
President in writing of the overpayment which will include
information supporting that an overpayment exists, date(s) of the
overpayment(s) and the amount of wages and/or benefits to be
repaid no later than ten days following discovery of the error.
Human Resources shall make a good faith effort to respond to
clarifying questions within two (2) working days.

b. An employee who disagrees with the College’s determination that
an overpayment has been made may grieve the determination
through the grievance procedure. The process below will be held
in abeyance until the grievance is resolved.

C. For the purposes of recovering overpayments, the following shall
apply:
1. The parties agree that there will be no attempt to recuperate
funds from any error made by the College more than twelve

(12) months preceding the notice of overpayment.

il. Human Resources shall work with the faculty member to find a
mutually agreeable repayment schedule. The first meeting to
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discuss a repayment schedule shall occur within five (5) faculty
working days of the notification.

iii. If no mutual agreement is reached, the College may implement
the appropriate standard repayment schedule below only after
all of the following criteria have been met.

(1) The College has replied to all clarifying questions
posed by the faculty member.

(2) The faculty member has declined to meet with Human
Resources to find a mutually agreeable repayment
schedule or that meeting has occurred.

(3) Twenty-five faculty working days from the initial
communication regarding the error has passed.

iv. Standard repayment schedule to be implemented via payroll
deduction:

(1) If an overpayment is equal to or less than seven and
one-half percent (7.5%) of the employee’s base salary
for the pay period, the overpayment will be recovered
in a lump-sum deduction from the employees next
paycheck, or

(2) If an overpayment is greater than seven and one-half
percent (7.5%) but less than 50% of the employee’s
base salary for the pay period, the entire balance of the
overpayment will be recovered in equal amounts over
12 months, or

(3) If an overpayment is more than 50% of the employee’s
base salary for the pay period, the entire balance of the
overpayment will be recovered in equal amounts over
24 months.

V. If an employee leaves the College before the repayment
schedule defined above is complete, the remaining expected

payment total may be deducted from the employee’s final
check.

Office Use

The College will provide faculty members with a lockable individual or shared
office space, which will include access to a phone, computer, internet, the College
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network, and standard administrative software adopted by the College. In
exchange, the faculty member will comply with relevant Board policies and
regulations and also with guidelines mutually agreed by the College and the
Association.

Assigned office space, labs, and equipment will be used by faculty members only
for instructional preparation, correction of papers, office hours, and other
professional activities related to their employment at MHCC.

When the College determines that a faculty office space is available, it will be
offered to faculty based on seniority, reasonable accommodations under the
ADA, and consideration of operational value in grouping faculty by discipline.
Private Gain

Faculty members shall not use their College working hours, office, phones, or

other privileges for private gain, excluding those activities directly related to their
professional employment at MHCC.

Maintenance of Materials, Facilities, and Equipment

Faculty members will share responsibility with other College staff for College
materials, facilities, and equipment. Faculty members will be accountable to
report promptly to their dean any losses of materials and equipment for which
they are responsible. The College will provide reasonable support to the faculty
members in this effort.

Safety

L. The College and the Association agree that a safe and healthful work and
learning environment contribute to the prevention of injuries and
reduction of property damage, and recognize that a proactive approach to
safety of faculty and the prevention of campus violence and campus safety
are matters of mutual concern. The college will, at a minimum, meet all
county, state or federal requirements (OHA, HECC, CDC, other)
regarding public health.

2 Safety Council
a. To address college-wide safety issues the College will utilize the
Safety Council. This council will investigate best practices for
campus safety. The council will develop a long-term safety plan
with the associated costs, including recommendations from the

Faculty Safety Committee (FSC).

b. The Safety Council will include three (3) faculty members and a
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faculty co-chair.

The council’s recommendations will be a priority for consideration
in the budget process. The initial plan will be reviewed by the
Facilities Council and the Budget Review Council before
presentation to the Faculty Senate and President’s Council with
recommendations included in the budget prioritization process.

Faculty Safety Committee (FSC)

a.

The FSC will comprise three (3) faculty members (approved by
Faculty Senate) and three (3) administrators. Guests may be
permitted to attend as resource persons at the request of the
committee.

The FSC will investigate best practices for campus safety with the
primary focus on issues related to faculty safety and its effect on
the teaching and learning environment. The committee will
forward recommendations to the Safety Council. Any
recommendations not adopted by the Safety Council may be
forwarded to the Faculty Senate and President’s Council for a
second review.

The FSC will meet a minimum of once a term.

A faculty member should be safe from actual harm to their physical safety
in order to adequately perform their duties. To this end, the College will
provide the following:

a.

b.

On-campus public safety services.
Training for personal safety.

Timely notification of all known incidents of hate crimes,
substantial environmental safety issues, or campus violence unless
restricted by law enforcement. This notification shall occur for all
incidents on an MHCC facility.

Common keys to the academic spine and access points throughout
the campus will be made available to any faculty member who
requests one, per the college process. These access points will be
developed by mutual agreement.

Effective July 1, 2024, the College will provide a way to safely

and quickly secure all classroom doors from the inside. Upon
request, faculty office doors will be equipped with a method to
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secure them from the inside as well. A non-functioning locking
system will be repaired within two (2) working days of receiving a
work order, or as soon as practicable.

The College will pilot an emergency alert system in at least 30
classrooms equipped with the appropriate podium technology by
June 30", 2024. The results of the pilot and future plans for
expanded implementation will be shared with Faculty Senate,
during Fall Term of 2024.

Administrative regulations that allow for the temporary restriction
of campus access for students and staff who have a communicable
and infectious disease.

In the event a threat against a member is perceived, while in the
performance of their duties, the faculty member will notify Public Safety
immediately and submit a Student of Concern form as soon as possible
thereafter. Public Safety will immediately analyze the threat and
determine the appropriate initial action.

Within one business day of the initial notification to Public Safety, the
Executive Dean of Student Development and the Associate Vice
President of Human Resources, working together with the faculty
member, will determine what additional actions need to be taken.

1l.

1ii.

If no additional action needs to be taken, the issue ends at this
meeting.

If additional action needs to be taken to ensure the faculty
member’s safety, the faculty member will meet with the Threat
Assessment Team to draft, finalize and initiate a safety plan
within seventy-two (72) hours of the initial notification of the
threat. Until a plan is finalized, the faculty member will not be
placed in a position of having to interact with the person(s)
who posed the threat.

No actions will be taken without notification to the faculty
member and their response to the proposed action unless doing
so creates an immediate danger.

A faculty member may request an advocate from the Faculty
Association to support them in this entire process.

In cases where a faculty member is being stalked as a result of their
employment, the College’s Employee Assistance Program (EAP)
services provide legal assistance and referral to legal services
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specifically to obtain protection in the form of a court’s Stalking
Protective Order (SPO) as referenced in ORS 30.866 from an
individual who has been trespassed from the college and has
threatened the faculty member.

In the event a work area is not in compliance with safety requirements,
the member shall promptly notify the College safety officer or the Office
of Public Safety.

If a faculty member encounters an emergency situation in which (a) the
safety issues dictate immediate attention and/or (b) actions to prevent
significant damage or danger are required, the faculty member will contact
Public Safety to inform them of the issue. The faculty member may make
recommendations of actions to be taken. If these emergency situations
should occur during non- contracted time and the faculty member is asked
to assist, remuneration will be considered.

The College will exercise, to the best of its abilities under the
circumstances, the authority and responsibility to protect, curtail, control,
and prevent injury to any parties involved.

The following benefits shall be provided when a faculty member is
harmed as a result of an unlawful and intentional act, provided that such
harm is the result of an act of violence inflicted by another person, and
provided that such act is inflicted upon the faculty member while they are
engaged in the performance of professional duties, or the motivation for
such act is related in whole or in part to the fact that the individual is an
instructor or employee of Mt. Hood Community College. Human
Resources will assist the faculty member and their family in applying for
applicable state and federal resources. If college-provided insurance or the
above resources provide for the benefits below, the College’s
responsibility shall be satisfied.

a. All faculty members will be provided immediate and on-going
mental health support for two (2) years.

b. A faculty member who is injured and determined by a health care
provider (as defined by the EEOC’s Enforcement Guidance on
Reasonable Accommodation and Under Hardship under the ADA
Guidance) to be physically or mentally unable to work will be
provided the following for up to two years:

1. During any approved leave necessary due to the incident,
continued payment of the College’s contribution to the health
insurance premium and HSA deposit (in accordance with IRS
regulations) for the faculty member and any eligible
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10.

11.

12.

il.

il.

dependents.

Continuation of all benefits provided by this agreement
including, but not limited to an email account, life insurance,
FRDB, etc.

In addition to provisions outlined above, a faculty member who is
injured and determined by a health care provider (as defined by the
EEOC’s Enforcement Guidance on Reasonable Accommodation
and Under Hardship under the ADA Guidance) to be permanently
physically or mentally unable to work will be provided the
following:

The College will maintain the current tuition waiver plan for
the faculty member, their spouse/domestic partner, and their
tuition- waiver eligible dependents for up to five (5) years.

The beneficiaries of a faculty member who is deceased due to
injuries sustained will be provided the following:

Continued payment of the entire health insurance premium for
the College’s health insurance plan and HSA deposit (in
accordance with IRS regulations) for up to two (2) years.

The College will maintain the current tuition waiver plan for
the faculty member’s spouse/domestic partner and their tuition-
waiver eligible dependents for up to five (5) years.

The Association agrees that faculty members will comply with all safety
requirements, including federal, state, and College, and will cooperate
with College management in meeting all such compliances.

A faculty member will be subject to disciplinary action, including
dismissal, for failure to follow safety procedures of a reasonable nature
prescribed by the College, or for willfully or negligently creating unsafe
or hazardous working conditions.

Facilities Safety

The college will provide hand sanitizer in common areas such as
department lobbies, computer labs, and the library.

The college will provide a disinfecting kit in a classroom upon

request. This kit will include: boxes of disposable gloves (size S,
M, L, XL), disinfecting spray or wipes, and instructions for use
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(including contact time required). The college will ensure that the
kit is replenished upon request. If there is a specific request for
wipes rather than a spray bottle, wipes will be provided.

C. Bathrooms will generally be open and accessible in all areas with
student use during scheduled class times. Faculty will be provided
bathroom keys upon request. All bathrooms will be cleaned at least
twice per day.

d. The College recognizes that the health of faculty and students
depends upon good ventilation. The College will ensure that
ventilation meets CDC and OSHA requirements at a minimum.
The College will consider air exchange when balancing the goals
for the ventilation system.

1. If any faculty member has a concern for the safety of their
workspace’s ventilation, they should submit a workorder for
ventilation improvements.

e. The College will investigate the feasibility of radon testing and
will report the results of that investigation to the Faculty
Association President no later than July 1, 2024.

f. Faculty and the College agree that safe water is a priority. The
College will identify and maintain safe drinking water sources
throughout each campus; including fountains, sinks and water
bottle fill stations.

College Closure

Both parties agree that there are two (2) basic College closures, as determined by
the College, and the parties will adhere to the following procedures:

1. Total College Closure

The College President, or designee, will make the decision for total
closure of the College. When the College is closed, all instruction is
suspended. Notice of total closure will be announced on the College
website and through the local media outlets. If a total closure results due
to foul weather or any other reason, pay will continue. If such closure
continues for more than three (3) consecutive working days, the faculty
member agrees to work any days mutually agreed by the College and
Faculty Association as “make-up” days. Faculty will notify their dean and
Public Safety if they need to be on campus for any reason during the
college closure.
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Temporary College Closure

Either through the College website or local media outlets, faculty
members may be advised that the College will not open until a specified
time or will be temporarily closed for a short period of time due to
circumstances beyond the control of College administration. In this case,
all faculty will be expected to be on duty at the designated opening time.
The Associate Vice President of Human Resources may make exceptions.

L. Faculty Parking

Parking shall be provided for all faculty members at no cost to the faculty
member.

M. Civil Proceedings

Faculty members will be named as additional insured on the College’s liability
insurance policy while performing duties within the scope of their professional
assignment. Legal service to the faculty member will be as provided by the
insurance carrier.

N. Copyrights and Patents

1.

The ownership of any materials, processes, inventions, or products,
including electronic materials, developed solely by a faculty member’s
individual effort, time, and expense, and not with any College resources
(with the exception of incidental expenses such as electricity/office use or
use of art studio/spaces) or support except as provided in N.3. and N.4.
below, shall vest in the faculty member and be copyrighted or patented, if
at all, in their name.

The ownership of materials, processes, inventions, or products, including
electronic materials, produced solely as a specially contracted “work for
hire” for the College and at College expense shall vest in the College. A
written offer by the College will be provided delineating compensation and
ownership rights.

The ownership and utilization rights of other instructional and professional
materials (e.g., class/lecture notes, syllabi, assessments, handouts,
overheads, electronic presentations, media rich clips, lab exercises,
assignments, conference materials, articles, and papers) developed by a
faculty member using College resources that are directly related to the
faculty member’s instructional assignments and either are used by students
during a term or are being used to promote the good will of the College,
shall vest in the faculty member. Oregon Administrative Rules for
Community Colleges require that official copies of course syllabi be
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retained for at least three (3) years. Copies of course syllabi (as outlined in
the FEOC manuals) will be provided to the Dean by the end of the second
week of every term.

In those instances where materials, processes, inventions, or products,
including electronic materials, not covered above are produced by a
faculty member with significant College support, by way of use of
personnel, work time, facilities, or other College resources, the ownership
of the materials, processes, inventions, or products, including electronic
materials, shall vest in the parties designated by written agreement
between the College and the faculty member. The faculty member shall
notify the College by means of a written proposal of what is planned, and
an administrative committee with faculty representation must then review
the project proposal and respond within thirty (30) days. Neither the
College nor the faculty member may sell the product to a third party for a
commercial profit until an agreement is negotiated in good faith between
them addressing issues of ownership, utilization rights, and any
compensation/profits.

The ownership and utilization rights of any materials, processes,
inventions, or products, including electronic materials, developed by a
faculty member that is not addressed by this agreement will be governed
by applicable law, including U.S. Copyright Acts.

Following a faculty member’s permanent separation from the College, all
intellectual property rights remain as outlined in this agreement. The
College may not use the intellectual property of separated faculty
members without express written permission.

a. The college will ensure that remaining faculty will have access to
all shared electronically stored intellectual property for one year
following the separation.

b. The College will allow a retiree eligible to teach per Article 22 to
maintain access to all web-based electronically-stored intellectual

property.
Online and Web-Enhanced Courses:
a. The College will provide an Online Teaching and Learning
Environment (OTLE) for developing and offering online and web-

enhanced courses.

1. The College will maintain all rights, title, and interest in the
OTLE in which all online and web-enhanced courses are
required to be taught.
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ii. The OTLE shall include, but is not limited to, the College’s
courseware, the design and artwork, and the MHCC OTLE
instruction design system. The OTLE shall not include course
content, instructional elements, text, and/or media provided by
faculty for instruction.

1. No use of the OTLE shall be made by any faculty, directly or
indirectly, other than for the purpose of developing and
teaching OTLE courses for the College without the express
written consent of the College, and no rights in or to the use of
the OTLE may be transferred in any manner by a faculty
member.

b. Faculty members responsible for OTLE courses shall provide and
keep current the content of the OTLE course as long as the OTLE
courses are offered to MHCC students.

C. The faculty member who developed the OTLE course will maintain
all rights, title, and interest in their OTLE course content apart from
the OTLE course. The College may not make use of the OTLE
course content without the express written consent of the member.

d. It is the faculty member’s responsibility to ensure that all rights

necessary for inclusion of content in the OTLE course has been
obtained from all applicable third parties.

Evening and Non-traditional Work Schedules

Faculty members may be requested to teach one or more evening classes or one
or more terms of a schedule of five (5) consecutive workdays other than Monday
through Friday. If either an evening class or a term of non-traditional workweek
is assigned other than by mutual agreement, the faculty member will not be
assigned more than one evening class section or one term on a non-traditional
schedule per year. Every effort will be made to give faculty notice no later than
the date the final schedule is set.

Before assigning an evening class and/or a non-traditional schedule, the dean will
attempt to staff the class by mutual agreement with the faculty member. If that
effort is not successful, the least senior qualified faculty member within the
department will be assigned. Subsequently, these assignments will rotate among
qualified faculty in the division to avoid placing undue burden on a few
individuals. In that rotational process, a faculty member who voluntarily accepted
one of these assignments receives credit in the rotation. This section does not
apply to positions that are advertised as having a non- traditional work week or an
evening schedule.
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Teaching Assignment Following Evening Classes

On a day following a night class, the faculty member will not be required to work
prior to 9:00 a.m. On the day of an evening class, a faculty member will not be
assigned a class before 10:30 a.m. These conditions may be changed by mutual
consent between the faculty member and their dean. Such mutual consent is not
required if conditions are altered to satisfy the staffing needs of the College
during implementation of Article 23, Reduction in Staff. If a faculty member has
a classroom assignment that is separated (from start to conclusion) by more than
ten (10) hours and includes an evening class, they shall be paid round-trip
mileage from their home not to exceed forty (40) miles or actual in- district
mileage, whichever is greater.

Secondary Teaching Location

Full-time faculty members who are required to perform assigned duties at a
secondary teaching location and are unable to use College-owned or leased
vehicles will be reimbursed at the College’s prevailing mileage rate for travel
from the site of primary work assignment. Reimbursement shall include round-
trip costs if the faculty member’s assignment requires the return to the usual work
place on the same day; or it may include one-way mileage that is required to
fulfill duties at a secondary location.

Project and Short-Term Training Agreements

L. Project agreements will be developed for work outside of a faculty
member’s standard or supplemental contracted work period. Project
agreements are for work that is short-term in nature. With the exception of
emergency work, a project agreement will be mutually agreed to by the
dean and faculty member prior to the initiation of any work. A discussion
of the hours needed to complete the work will inform the “Proposed Hours
to Complete the Project” as used below. If the dean and faculty member
cannot agree on the proposed hours to be used in the project, the faculty
member may request an Association advocate to participate in the
conversation.

2 Following ratification of this agreement, project agreements will be paid
based on the following compensation formulas.

a. Project agreements during base contract days will be compensated
using an hourly rate with the following formula: Extra Teach Step

6/26.6667 * Proposed Hours to Complete Project.

b. Project agreements mutually agreed to be completed during non-
base contract days will be compensated using an hourly rate with
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the following formula: The faculty member’s Summer Teach Step
6/26.6667*Proposed Hours to Complete Project.

No faculty member will be required to complete work for a project
agreement that is not part of their base load.

If a project agreement is being used as part of a faculty member’s
base load, ILCs will be used instead of an hourly rate.

If there is a substantial change in the scope of the project, a new
project agreement may be initiated by mutual agreement.

Emergency work will be compensated based on hours reported at
the appropriate project agreement rate but in no case less than the
equivalent of three (3) hours at the appropriate project agreement
rate. For the purpose of this provision, this type of work is
unanticipated or unforeseen work that occurs outside of a faculty
member’s contracted workdays or between the hours of 10:00 pm
and 6:00 am. that must be addressed immediately. Examples
include: freezers failing, fish hatchery tanks failing, and other
similar emergencies. This provision is not triggered by work which
is insubstantial such as responding to a phone call and providing
basic information.

A faculty member will not be disciplined for being unavailable to
complete off-contract project agreements, nor will they be
disciplined for being unavailable to complete emergency work.

Project Agreement work will be compensated at the above levels
unless restricted or prescribed by a grant. No faculty member will
be required to participate in grant work if the compensation is
below rates stated above.

Prior to signing such project agreements, the Faculty
Association President will be included on communications
about grant-level pay.

The Faculty Association shall be provided a signed copy of all contracts
and project agreements between the College and any faculty member.

If a dual credit program with the high schools exists, faculty have the right
to participate in mentoring, observing, and development of common,
mutual assessment of the class. All dual credit courses must meet the
equivalent MHCC course/student learning outcomes and all other course
approval processes.
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Faculty may volunteer to present MHCC workshops, seminars, and other
short- term programs that supplement, but do not compete with, the
College’s regular program.

Such assignments shall be outside the faculty member’s regular workload
or outside the contracted work year.

When the College changes from the current to a different College-approved
LMS product, each faculty member will receive their hourly rate to migrate
their web courses into the new LMS, up to 1.00 ILC per course for all
methods of courses utilizing web delivery.

S. Sick Leave

1.

A faculty member shall receive a credit of ten (10) days of sick leave upon
initial employment, and thereafter shall accrue sick leave at the rate of ten
(10) days for working three (3) terms during the contract year. A faculty
member who works a fourth term in the summer shall receive one sick
leave day for each five-week session or equivalent, up to a maximum of
two (2) sick leave days. Sick leave shall be used for work days lost from
the basic work year or the summer session as a result of personal illness or
injury. The College maintains an account of each faculty member’s sick
leave balance available on the faculty portal. If the faculty member’s
information is inaccessible on the portal, they will notify Human Resources
to request a quarterly notice of their sick leave accrual balance.

The College can require a faculty member to furnish a doctor’s certificate
when sick leave exceeds five (5) consecutive working days. Failure to
comply will result in leave without pay for the number of days absent.

An eligible faculty member may take medical leave in accordance with the
Federal Medical Leave Act (FMLA) and Oregon Family Medical Leave
Act (OFLA).

a. Eligible faculty will be permitted to use FMLA/OFLA on an
intermittent or partial (reduced) basis.

b. If faculty request a full or partial term leave and the load has
already been scheduled and set, then the Office of Instruction will
adjust the load to include actual teaching ILCs and "Leave" ILCs
to bring the total to what they were originally scheduled to teach.

C. If faculty request a full or partial-term leave and no load has been

scheduled or set, then the average of the relevant terms from the
previous two (2) years are used to determine the amount of ILCs
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necessary to be considered “whole”.

In the absence of historical data, a faculty member will be
allotted 15 ILCs for the term.

If a faculty member takes a block leave for a partial-term and their
ILC load is prorated, sick and leave entitlement is calculated and
applied using the conversion: 26.6667 hrs per ILC.

In case of an illness or injury which prevents the faculty member from
working more than thirty (30) consecutive days, a member may, at any time
after a ninety (90) calendar day waiting period, utilize the benefits provided
in the College’s Long-Term Disability Income Plan for which the member is
eligible.

a.

Within a reasonable time of the expiration of the thirty-(30) day
period, the Human Resources Director or designee shall inform the
faculty member of benefits that are available and shall assist the
member in gathering information about the programs. Options
include the following:

leave of absence without pay

Long-Term Disability Income Plan
workers’ compensation

federal social security benefits

utilization of unearned sick leave

e Paid Family and Medical Leave Insurance

Should the faculty member choose not to exhaust all available sick
leave prior to exercising one (1) of the five (5) options in a. above,
such unused days should be recorded as a surplus that may be used
once the faculty member has returned to work or applied to the
Public Employees Retirement System. The surplus reserve shall be
unlimited.

The College will continue to provide insurance coverage as per
Article 19 while the employee is utilizing paid sick leave. Once the
faculty member has either exhausted all sick leave accruals or elects
not to utilize paid sick leave, the College will continue to provide
insurance coverage for up to three (3) months while the member is
receiving benefits under the College’s Long-Term Disability Income
Plan.

Upon request, and consistent with the coverage offered by the
insurance carrier, the College will continue to provide the same
coverage after the three (3) month period is exhausted. The cost of
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10.

11.

12.

this coverage will be borne by the member. The member shall have
the option of the cost of this coverage being deducted from the
accumulated sick leave or paying the premiums directly to the
College.

Once a faculty member applies to resume their duties following a medical
leave, the College may require a return-to-work statement from the faculty
member’s physician to determine the faculty member’s fitness to resume
their full-time duties.

A faculty member whose personal illness, as certified by a duly qualified
physician, extends beyond the expiration of the person’s paid sick leave,
may be granted a leave of absence without pay by the Associate Vice
President of Human Resources, not to exceed more than three (3)
continuous months or the period prescribed by state and federal statutes,
whichever is longer. Requests in writing for more than three (3) months of
leave extension may be approved by the College President.

A faculty member granted an unpaid sick leave extension shall not be
eligible for fringe benefits, sick leave, or any other state fringe benefits
during the period of such leave, except as otherwise provided by federal
and/or state law.

If the faculty member cannot return to work upon the expiration of the
unpaid sick leave, or a request for extension is not made within fifteen
(15) days prior to expiration of unpaid leave, then the faculty member may
be automatically terminated.

Upon return from sick leave, the faculty member shall return to their
former job if physically and mentally qualified as determined in S.5.
above.

If disabled due to a compensable injury or disease, a faculty member
receiving Workers’ Compensation benefits may request to supplement
such benefits on a pro-rated basis with accrued sick leave, not to exceed
one hundred percent (100%) of regular gross salary.

Absence for pregnancy disability and parental leave qualifies for sick
leave under the Federal and Oregon Medical Leave Act and unearned sick
leave as described in Section T.

A faculty member may use sick leave for rehabilitation for chemical
dependency. If the chemical dependency has impacted work performance,
then upon return to work, the College and faculty member will mutually
agree to suitable provisions consistent with recommendations of the health
care professional to ensure that there is no adverse impact on College

Article 9 - 19



13.

14.

programs due to chemical abuse.

The College agrees to report unused accumulated sick leave to PERS for
all retiring PERS and OPSRP members.

Sick Leave Transfer

il.

1ii.

The College will permit faculty to voluntarily transfer accrued but
unused sick leave hours to another faculty member.

Requested transfers will be submitted to Human Resources and
must contain: the name of the faculty member wishing to transfer
sick leave hours, the number of hours being transferred, the name
of the faculty member receiving the hours, and the transferring
member’s signature consenting to such transfer.

Transferred hours shall in all respects be treated as regular sick
leave hours for the recipient.

Limitations:

The receiving member’s sick leave balance must be less than
twenty (20) hours to receive sick leave transfers.

No more than forty (40) hours may be donated by any one (1)
faculty member per fiscal year.

No faculty member may receive more than two hundred (200)
hours of donated sick time during their employment.

The College shall not assume any tax liabilities that would
otherwise accrue to the receiving faculty member.

The College shall not assume any responsibility for changes that
may occur within members’ PERS retirement calculations as a
result of any transfer.

Utilization of Unearned Sick Leave

For the purposes of assisting faculty members who become disabled with illness
or injury, the following procedure may be utilized:

1.

The College will send each faculty member a quarterly notice of sick
leave accrual balance. The Human Resources Director or designee will
discuss with a disabled faculty member the option of utilizing unearned

sick leave.
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A faculty member may use unearned sick leave days to cover the period
between the expiration of earned sick leave and the beginning of the Long
Term Disability Income Plan, using the minimum waiting period of ninety
(90) calendar days, or return to work.

Maximum unearned sick leave days for an individual faculty member
shall be fifty (50) days.

A faculty member using unearned sick leave days must return to full
employment for a period of time sufficient to reimburse the College with
earned sick days. If they are unable to return to full employment for a
period sufficient to accumulate earned sick leave to fully cover the period
of unearned days, the College may require repayment for the remaining
days from the faculty member at the daily rate applicable at the time the
unearned sick leave days were granted.

U. Bereavement Leave

A faculty member shall notify their dean of the member’s need to be
absent due to bereavement. The dean shall attempt to provide necessary
coverage of assignment.

A member shall be allowed three (3) consecutive days without loss of
regular wages in each case of death of a member of the family. The
Associate Vice President of Human Resources may approve extensions of
this time limit up to two (2) days.

In other cases, as approved by the Associate Vice President of Human
Resources, absence shall be allowed, without loss of wages, for up to three
consecutive days.

Any other approved absence for bereavement leave will be eligible for
paid comprehensive leave or may be at a pro-rata loss of pay for the time
gone.

V. Jury Duty and Court Subpoena

1.

A member on jury duty will turn over to the College any compensation for
this service (excluding mileage), but will receive their salary for the days
absent. Satisfactory evidence of serving as a juror must be presented to the
Human Resources Office.

A member subpoenaed as a witness will turn over to the College all

compensation for this service (excluding mileage), but will receive their
salary for days absent. Satisfactory evidence of being subpoenaed as a
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witness must be presented to the Human Resources Office.

W. Personal Business or Emergency Leave

L. Five (5) days of leave with pay may be approved annually for personal
business or emergency leave.

2 An emergency is defined as a sudden, urgent, usually unforeseen
occurrence or occasion requiring immediate action, not covered by
another part of this agreement, over which the faculty member has no
control and which demands the faculty member’s presence during the
workday. A member may use emergency leave for critical family medical
emergencies. This leave shall be used to provide only initial assistance and
shall not be used for household or childcare. Emergency leave cannot be
used for an absence due to inclement weather. The faculty member shall
provide the earliest possible notice of their absence to their dean.

3. It is agreed that personal business leave may be utilized if the faculty
member ensures that classes are not canceled, instruction continues, and
no part-time replacement or additional compensation is incurred by the
College. Documentation for personal business leave should be in writing
one week in advance.

X. Leave Without Pay

L. Leave for Personal Reasons - Absence for personal reasons shall be
deducted on a pro rata basis.

Faculty members may be granted a leave of absence without salary for the
following reasons: health, parental care, student, required military service,
or other justifiable reasons as required by state or federal law or as may be
approved in writing by the College President or their designated
representative. A response to requests for such leave will happen no later
than the end of the term during which the request was made, or four (4)
weeks after the request was made, whichever is later.

2 Leave of absence for all purposes except military service shall be for a
maximum of one (1) year. At the expiration of the leave of absence, the
member shall, unless otherwise agreed, be reinstated (if possible) in a
position of similar status to the one they held at the time of granting the
leave. Any exception to the one year maximum must be recommended by
the College President and approved by the Board.

Failure to report for assignment without proper notification by the

member at the expiration of any leave of absence shall be considered
equivalent to a resignation.
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Comprehensive Leave

All cases not covered by this agreement or all cases involving hardship shall be
given individual consideration. Comprehensive leaves greater than ten (10) days
require formal action by the Board. The College President or their designated
representative may approve comprehensive leaves of ten (10) or fewer days.

In some cases, partial or full payment may accompany the granting of leaves. The
College President may approve said payment or leaves of ten (10) or less days;
Board approval is required for payment of leaves for more than ten (10) days.

Faculty on Management Leave

L Interim Management Appointments

a.

If requested by the President, a faculty member may accept an
interim management appointment.

Interim assignments will last no longer than twelve (12) months.

Interim management assignments will be evaluated within six (6)
months of their start date. The opportunity for faculty to provide
feedback in the evaluation process will be provided. The evaluation
results will be held confidential.

During the interim assignment, the faculty member’s seniority is
unaffected and continues to accrue.

A faculty member on leave in a management assignment may be
replaced by an instructor on a one (1) year temporary contract.

2 Faculty Applying for Management Positions

a.

A faculty member may apply for an open management position at
the College. The application process must include faculty input.

If hired into the management position they applied for, the faculty
member shall be granted up to two (2) years leave of absence from
the faculty bargaining unit. During that time, the faculty member's
seniority is unaffected and continues to accrue.

A faculty member on leave in a management assignment may be
replaced by an instructor on a one (1) year temporary contract.

3. If the faculty member remains outside the unit for more than two (2)
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academic years in total, whether consecutive or not, (to include interim or
regular appointment), they forfeit all seniority rights within the faculty
bargaining unit, but may apply if a district-funded position is available
where they are qualified to teach.

A faculty member on management leave is entitled to return to the
bargaining unit during the time that seniority is retained, provided that the
faculty member gives notice of this election at least two (2) terms in
advance. This notice requirement is waived if the request for return to the
bargaining unit is made by the College. Return to the bargaining unit
would occur at the start of a term.
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ARTICLE 10

PROFESSIONAL DUTIES AND IN-SERVICE

It is the duty of a faculty member to strive to develop their professional capabilities to the highest
possible degree, to regularly attend their assigned classes, and to participate with their students in the
educational process. It is understood that the dual concerns of professional growth and the education
of students are of equal importance and that neither can sub serve the other. The faculty member
shares responsibility for the academic growth and excellence of the College. Faculty members fulfill
this responsibility by participating in committee structures, developing curriculum, and advising
students. They assure the academic quality of the curriculum through professional development and
participation in the total educational program of the College.

A. Professional Day

The Board recognizes the flexibility of course offerings and the required time needed for
preparation, and each faculty member recognizes the duty, with authorized exceptions, to:

1. meet each class as scheduled.

2. prepare adequately for each class.

3. fulfill the scheduled contact time allotted.

4. be involved in professional activity related to their contracted responsibilities at a
District location or other approved site during each duty day (exceptions may be made
by the dean).

5. assist other members professionally.

6. develop professionally through study and other professional growth activities.

7. collaborate professionally with college staff.

8. interact professionally with students.

9. work in a professional manner with the community.

B. Professional Preparation

Each member has the professional responsibility to satisfactorily prepare in order to meet their
students’ educational needs and any assignments related to their work.

C. Campus Presence
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3.

Each faculty member may serve two days of their workweek remotely.

For departments with off-campus responsibilities like high school outreach, clinicals,
field trips, such responsibilities will count as on-campus time.

Exceptions to reduce this minimum presence may be made by the dean.

Professional Duties and Responsibilities

Each member will be available for individual employment-related consultation with
their area dean and/or other colleagues when necessary or requested.

Each faculty member shall be present or easily accessible for student consultation,
guidance, advising, or assistance during regular registration periods scheduled during
their service calendar.

Each faculty member shall be present on campus or at other approved site for all
professional duties that require face-to-face communication, such as classes,
meetings, and office hours. Each faculty member shall ensure their presence and
availability via email, telephone, video conferencing, Blackboard, or other
appropriate means that facilitate the execution of professional duties and obligations.

Office Hours:

Each faculty member shall offer office hours for the purpose of supporting students in
their class and/or program and advising. This responsibility shall require no more than
eight (8) hours per week and four (4) hours during finals week. Office hour availability
will be communicated to enrolled students in the course syllabus and provided to the
division office designee. Each faculty member will post the preferred method(s) of
contact for students outside their office door and in all syllabi.

. A faculty member will provide office hours in a modality (e.g. zoom, face to face, etc.)

and location to best serve students. Faculty modality choices for how to offer office
hours will be respected so long as they include modalities matching all of their current
courses. A maximum of three (3) office hours per week may be flexible by
appointment only (BAO) hours. If a dean has evidence that reasonable student needs
are not being met through office hours, the dean and faculty member will meet to
discuss the situation. If issues persist, a mutually agreed upon plan will be created for
office hours for the remainder of the term.

Duties of faculty members during the last week of each term shall consist of final
examinations, grading, recording of grades, submitting a complete grade report to
the registrar or designee, as specified, as well as other duties assigned by the dean,
considered typical to the professional duties of the faculty member. On the final day
of exam week, faculty who have completed all of the required duties of the final
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examination week and where no bona fide need exists for an office hour, shall not
have to report to campus (or other assigned location), but shall notify their dean and
provide contact information in case such contact is required.

6. All professional responsibilities of the department will be fairly shared among
department faculty. All parties agree that a collegial distribution of work is ideal.

a. In the event that two or more faculty members want the same department
responsibility, it will be assigned to the most senior faculty member first and
then rotated.

b. In the event that no faculty member wants the responsibility, it will first be
assigned to the least senior among tenured faculty, when possible, and then

rotated.

c. Rotation will be by term or year as determined by mutual agreement among

department faculty.
E. College Committee Assignments
I. Standing college committees, councils and other task force or committee structures that

address instruction will, with the cooperation of the Association, maintain faculty
membership at the current status, unless otherwise specified in this contract, or the
Association and College mutually agree to change membership levels.

2. The Association President will be informed of new committees and councils.

3. Any committee or council identified as part of the college-wide governing structure
will have a full-time faculty co-chair. All co-chairs are approved by the President and
Faculty Senate.

F. Faculty In-service

1. Faculty members will participate in all in-service activities designated by the College
within the faculty service calendar. The in-service dates will be established by mutual
consent with the Faculty Association and approved as part of the academic calendar.
Any in-service days required over the faculty service calendar will be paid on a pro-
rata basis for the individuals who are requested to participate. However, faculty
members who request and are given approval for conferences, workshops, etc., which
are held on non-service days will not receive additional pay for such days except as
indicated in E. 2.

2. Faculty will participate on the planning committee for the annual in-service. They will

be paid a stipend equal to three (3) ILCs at Step 6, divided among the faculty
participants, for their participation.
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3. A faculty member will participate in fourteen (14) hours of individual professional
development or additional service hours to the college outside the faculty service
calendar. These hours cannot be scheduled during a faculty member’s normal working
hours (e.g. regular term class hours or office hours). When completed during the
summer months, these hours may be applied to the immediate past or current
academic year as specified in the report. A faculty member may fulfill this
requirement by reporting for service on days prior to the scheduled fall in- service or
days prior to winter or spring term.

4. The faculty member must submit a written report specifying the dates, activities, and
educational value of professional development/in-service time to the dean by the last
day of Spring term.

New Faculty Seminar

New faculty will be able to participate in a new faculty seminar starting the first Fall term of
their employment. The seminar will be conducted by a tenured faculty member selected by the
Teaching and Learning Center Advisory Committee and confirmed by Senate. Both the new
faculty and the tenured faculty member will receive one (1) ILC per term for participating in
the new faculty seminar.

Faculty Comprehensive Access and Diversity Training

MHCC faculty and administration are dedicated to further educating faculty and staff on
recognizing the harm of white supremacy and in engaging with strategies for dismantling its
structures in the learning and professional environment. These actions will move towards a

truly inclusive and safe environment for all staff and students.

a. Faculty will be offered comprehensive Diversity, Equity and Inclusion trainings
approved by Access and Diversity Council.

b. These trainings will be offered multiple times each year.
c. When a faculty member participates in a training during their teaching hours, and such

training is not offered during an alternate time that is outside the faculty members
teaching hours, the college will provide a paid substitute up to twice per academic year.
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A.

ARTICLE 11

WORKLOAD

Workload

1.

The Board and Association agree that faculty members have a right to a fair and equitable
annual workload. The basic contract workload shall be forty-five (45) Instructional Load
Credits (ILCs), which constitutes one Full-Time Equivalent (FTE). The minimum ILC
load in a term is twelve (12), unless the faculty and dean agree to a different minimum.
Part of the full-time workload may be a non- classroom instruction-related assignment
(e.g., reassigned time for program coordination, faculty performing administrative duties,
extracurricular and/or co- curricular duties, etc.) that does not have an ILC computation.
In that event, the College and faculty member will agree on the number of ILCs in the
normal workload that is replaced by this assignment.

The College will provide the faculty member with a job description for all regular faculty
assignments and any non-classroom instruction-related assignments (e.g., reassigned time
for program coordination, faculty performing administrative duties, extracurricular and/or
co-curricular duties, etc.).

a. The revision of the job description for regular faculty and faculty performing
administrative duties will be by mutual agreement with the Faculty Association.

b. Revising job descriptions for program coordination, extracurricular, and co-
curricular assignments is a managerial task but requires input from the affected
faculty members and is therefore considered a shared responsibility. Job
descriptions will be kept in the faculty member’s personnel record and will be
made available upon request.

Each faculty member will work with their dean to develop a fair and equitable teaching
assignment for each term. A fair and equitable assignment includes the number of
preparations as compared within the division and program, as well as opportunity and
access to teach desired sections and sequences by both senior and junior faculty. In cases
where two (2) or more people desire the same class section or sequence, and a collegial
decision cannot be made, the desired section or sequence time slot will be assigned to the
most senior faculty. That section or sequence will then rotate, based on seniority, among
the affected faculty.

Faculty members shall not have more than three (3) lecture preparations or more than five
(5) total preparations in one (1) term, except where these limitations would be detrimental
to the students, the program, or the faculty member’s achievement of a full workload.

The faculty member’s dean will make a reasonable effort to assign a fair and equitable

advising load as compared within the discipline. Advising (e.g., educational planning and
maximum time-frame appeals) is not intended to exceed what can be managed during
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thirty-five percent (35%) of the office hours held each term and will not be required
outside the contract period.

6. A reduced contract of less than forty-five (45) ILCs may be mutually agreed upon
between the College and faculty member. Requests for reduced contracts will be
considered temporary and generally accepted by the College and Faculty Association. A
faculty member on a reduced contract (greater than twenty-two and one-half (22.5) ILCs
but less than forty-five (45) ILCs) will be paid at the regular ILC rate. Any additional
ILCs added after a reduced contract is agreed upon will be paid at one hundred percent
(100%) ILC rate, up to forty-five (45) ILCs.

7. The Faculty Association will be sent a copy of all reduced contract agreements with
faculty members at the time the agreement is executed.

Workload Review

A faculty member, who believes their workload to be excessive for any reason, including
coordination and self-studies for accreditation, may request an administrative review by their
dean or appropriate management supervisor. This review shall be completed within a
reasonable period of time, and a written summary with recommendations shall be furnished
to the faculty member, College, and the Faculty Association.

Low Enrolled Classes

Once the class schedule is available to students, every effort will be made to continue the
course as listed. All communications from the dean or designee to the faculty about
cancelling/continuing and pro-ration must originate from the dean or designee prior to the
first day of classes. For purpose of this provision, the first day of class will be the date
published in the schedule unless changed by the College due to extenuating circumstances.

1. A required program class, a sequence class, a College-approved first-time offering in
traditional or web format, a non-sequential prerequisite class, and other classes approved
by the Vice President of Instruction will be offered and faculty will be paid one hundred
percent (100%) of the ILC rate. Sequence classes are those courses in the same subject
that serve as prerequisites or are required for a distinctive cohort (e.g., Intensive English
for College and Career (IECC) courses, day vs. night class section, web sections, or a
Winter vs. Spring cohort of students). Program classes are those courses listed in the
College catalog for a career-technical degree, certificate, or career path. The maximum
number of ILCs to be assigned by this process is the normal ILC load for the class.

2. For all other classes, if any lecture class has fewer than twelve (12) students or a
laboratory class has fewer than nine (9) students, the College will determine whether the
class will be continued. If continued, the class will have a pro-rated ILC rate of 0.0833
for lecture classes and 0.1111 for laboratory classes times the number of students, times
the number of ILCs assigned to the class with normal enrollment. For purposes of that
ILC faculty workload calculation, the student count will be taken at the end of the second
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D.

E.

F.

week.

a. No faculty member will have a class pro-rated due to facility limitations on
enrollment.

Low-enrolled calculations and decisions for continuing a course that has multiple loading
options will be based on the higher loading value and/or the lower student enrollment
value for the entire class.

If the class has less than one hundred percent (100%) of the ILC rate, the instructor has
the option to teach or not teach the class.

a. Any faculty member that has one or more “low-enrolled” sections of the same
course and same asynchronous delivery type may request to combine those
sections.

Work Year

1.

If there are not enough class offerings in a department during the regular academic year,
but a full load would exist under a three-(3) term, nontraditional work year, then the
instructor shall be assigned summer session as part of their basic contract. By mutual
agreement, any faculty member may be assigned a three-(3) term, non-traditional work
year for other reasons.

If no instructor volunteers for a non-traditional schedule, the College will assign the least
senior qualified instructor within that department.

An instructor may request to substitute a ten-(10) week Summer term for Fall, Winter, or
Spring term, if approved by the dean. This Summer substitution will be equal to the
substituted term with no additional days required.

Underload for an Academic Work Year

1.

Underload is defined as fewer than forty-four (44) ILCs during the academic year.

2. No faculty member with a full-time contract will receive less than the contracted salary

for an underload, unless they refuse to teach a class which would bring them up to the
basic contract workload. A faculty member whose loads would fall below forty-four (44)
ILCs may be assigned special professional assignments by the dean, within their basic
contract, to reach the expected forty-five (45) ILCs. Any assignment agreement will be
signed and ready to implement by the end of the second week of instruction in spring
term.

Online Learning
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1. Online learning is comprised of fully online and hybrid courses.

a. Fully online courses meet one hundred percent (100%) online. All instruction
occurs asynchronously and any synchronous meetings are scheduled at the
student’s convenience. If the student requests an alternative to a synchronous
meeting, an alternative option will be provided.

i. If a faculty member is unable to adapt their online class to this criteria,
they may choose to cease teaching the online class.

b. Hybrid learning requires that formal instruction occurs in some combination of
synchronous and online learning.

i. The asynchronous portion cannot be less than the smaller of:

(1) The equivalent of 1 instructional hour per week in the
asynchronous format or

(2) 30% of instructional contact in the asynchronous format.

il. The dean and the faculty member may mutually agree to a different
structure.

iii. This may include in-person and/or web-conferencing for the synchronous portion.

2. Online-learning courses may be included as part of a faculty member’s basic term
contract workload, extra teach, and/or summer teach and are subject to the provisions of
this article.

a. During any academic term, with approval of the dean, a faculty member may be
assigned online-learning courses up to a maximum of percent (100%) of their
basic contract workload.

b. Online-learning courses may be assigned only to MHCC faculty members who
have attained Online Certification through the MHCC Online Learning Faculty
Certification. By mutual agreement, faculty who are new to MHCC may teach
online learning courses during their first term of service only if they have
previous experience teaching in an online modality and if they are concurrently
enrolled in the MHCC Online Learning Faculty Certification

Professional Load Guide

For the purpose of determining ILC faculty workload calculations for all circumstances
within paragraph G unless expressly stated otherwise, the enrollment report at the end of the
second week will be used.

Article 11 -4



. Lecture -1.00 ILC/hr-12 to 54 students

. Effective the academic year following the ratification of this agreement:
Lec/Lab - 0.83ILC/hr - 9 to laboratory facility student limit. This lower limit may be
reduced based on technical requirements and/or program accreditation regulations.

. Effective the academic year following ratification of this agreement:

Laboratory - 0.83 ILC/hr -9 to laboratory facility student limit. This lower limit may be
reduced based on technical requirements and/or program accreditation regulations.
Seminar — 0.50 ILC/hr -12 to 54 students

. Clinic/Hospital

a. Student Instruction -0.75 ILC/hr

Six (6) to facility student limit — section size based on technical requirements
and/or program accreditation regulations

b. Student supervision -0.50 ILC/hr

. Cooperative work experience -1.00 ILC per 4 students

. Project classes (i.e.. VT10) -1.00 ILC per 8 students

. Independent study -1.00 ILC per 12 students

Special loading

a. English composition
i. Up to 15 students 1.00ILC/hr
ii. 16 to 28 students 1.25 ILC/hr
(No more than 28 students will be assigned to a class without the
instructor's approval)

a. Large lecture
1. 55 to 74 students 1.25 ILC/hr
11. 75 to 99 students 1.50 ILC/hr

1il. 100 to 124 students 2.00 ILC/hr
1v. 125 to 149 students 2.25ILC/hr
V. 150 students and over 2.50 ILC/hr

b. Low enrollment classes (See Article 11 C. Low Enrolled Classes)
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ii.

Lecture classes (11 students or less) ILC =0.0833 X course ILC X student
number

Classes with a lab or lec/lab component (8 students or less) ILC =0.1111
X course ILC X student number

c. Online Learning (OL) classes

1.

ii.

ILC loading and student enrollment limits for online courses will be at
parity with the same course offered in a face-to-face format, up to the
default maximum of 28 students. Exceptions may be made by mutual
agreement between the department faculty and the dean.

Written criteria and rationale for reducing the base limit will be required
for a class size different from the default maximum or an ILC loading
different from the same course delivered in the traditional face-to-face
manner. Any reductions to the base class size requested by faculty must be
approved by the dean.

d. Large Online Learning (OL) sections - No more than the class maximum or
default limit of 28 students will be assigned to an OL or hybrid class without the
instructor’s consent and dean’s approval. If the instructor consents and dean
approves, the additional ILC loading would be:

i.

ii.

1il.

For Large OL or hybrid, Level 1: A differential of 0.25 ILC per course
ILC for 29 to 34 students (twenty-two percent (21%) over established
class maximum). A waiting list of five (5) will trigger student enrollment
and move the class to Large OL, Level 1.

For Large OL or hybrid, Level 2: A differential of 0.50 ILC per course
ILC for 35 to 39 students (thirty-nine percent (39%) over established class
maximum). Five (5) on waiting list from new Large OL, Level 1 limit will
trigger student enrollment and move the class to Large OL, Level 2.

When forty (40) students or more are enrolled (including those students on
a waiting list), the course will be split into two (2) sections.

(1) Confer with faculty member to confirm they agree to teaching two
(2) sections or that another qualified instructor is available.

(2) The first section will revert to the maximum pre-level enrollment
for that course and all students over that limit will be moved to the
new section along with all of the students on the waiting list.

Ma’f&g{" Pre- Level 1 Level 2 | New
Enrollment Section
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28 students 29-34 35-39 40-56
24 students 25-29 30-33 34-48
22 students 23-27 28-31 32-44
20 students 21-24 25-28 29-40
Per ILC Add 0.25 0.50 1.00

3 ILC course 3.75 4.50 6.00

4 ILC course 5.00 6.00 8.00

5 ILC course 6.25 7.50 10.00

b. Online Learning Faculty Certification and Dual Delivery Training

1.

ii.

iii.

1v.

Online Learning Faculty Certification: The professional development
certification opportunities as described in Article 14 is contingent upon
approval by the Dean, Director of Online Learning, and the availability of
financial resources.

Delivery Compensation for Online Learning

(1) The first time an instructor with no prior online teaching
experience teaches an MHCC online course, they will receive a
monetary stipend through project agreement equivalent to 0.25 per
ILC at Step 7 on the salary schedule.

(2) The second time an instructor teaches an MHCC online course
they will receive a monetary stipend through project agreement
equivalent to 0.125 per ILC at Step 7 on the salary schedule.

Dual Delivery Training Compensation: Faculty will receive a monetary
stipend through project agreement for 10 hours at the agreed upon rates in
Article 9 for completing the initial online learning dual delivery training.

For the first time a faculty member teaches a Dual Delivery class, they
will receive a stipend equivalent to three-quarters (.75) of an ILC.

C. Non-computed loads

1.

ii.

A service calendar for all non-computed loads shall be
established and be mutually agreed to between the faculty
member and the dean in preparation for the next academic
year, no later than May 15. Modifications to the service
calendar may occur with mutual agreement between the
faculty member and the dean.

Counselors and librarians will meet thirty-five (35) hours
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of professional duties per week.

1. Instructor contact hours per week may be reduced whenever safety, instructional
effectiveness, or other factors peculiar to a program require it.

Reassigned Time

A faculty member may be credited reassigned time to complete important duties related to
the success of the College, programs/disciplines, and/or students. Reassigned time can be
ongoing or temporary. Reassigned time may be used during any term, including summer
term.

1. Ongoing Reassigned Time

Total ILC

Loading

(over 3
Area Title terms)
Dental Hygiene Program Coordination 22.5
Dental Hygiene Clinical Coordination 6
Early Childhood Education Program Coordination 9
Engineering Technology Program Coordination 7
Engineering Transfer Discipline Coordination | 6
Fisheries Program Coordination 9
Forensics Club/Activity Advisor 9
Funeral Service Program Coordination 9
Integrated Media Program Coordination 9
Mechatronics Program Coordination 6
Medical Assistant Program Coordination 9
Medical Office Program Coordination 9
Mental Health Clinical Coordination 6
Mental Health Program Coordination 9
Music — Choir Performing Arts Director | 9
Music — Jazz Performing Arts Director | 9
Music — Orchestra Performing Arts Director | 12
Natural Resources Program Coordination 9
Technology
Nursing SimLab Coordination 9
Nursing Clinical Coordination 12
Nursing Program Coordination
Nursing Lab Coordination 1
Outdoor Ed Program Coordination 4.5
Physical Therapy Program Coordination 9
Physical Therapy Clinical Coordination 6
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Radio Station Club/Activity 6
Coordination

Respiratory Therapy Clinical Coordination 6
Respiratory Therapy Program Coordination 9
Rho Theta Club/Activity Advisor 6
Surgery Technology Clinical Coordination 6
Surgery Technology Program Coordination 9
Theatre Performance Performing Arts Director | 9
Theatre Technology Performing Arts Director | 12
Teaching Learning Center Coordinator 45
(TLO)

Welding Program Coordination 6

a. The above reassigned time may be increased or reduced with mutual agreement
between the Vice President of Instruction and the Association President in
consultation with the affected faculty.

b. The list above is not meant to limit reassigned time referenced elsewhere in the
contract.

c. Program Director Summer ILCS

1. Program Directors who received summer ILCs in the Summer of 2023 will
receive the same amount of ILCs in the summer of 2024. Program directors will
track their hours and amount of time spent on program director duties over the
summer. Faculty will use that information collected in the summer of 2024 to
inform mutual agreement with their dean regarding an appropriate amount of
ILCs for that work moving forward. To ensure equitable treatment, a Faculty
Association representative will be included in all discussions about ILC
allocation for Summer term. Those ILCs, once agreed, will continue indefinitely
for summer duties until either side requests a re-evaluation.

ii. Program directors who have summer responsibilities but have not received
summer [LCs will work with their dean to determine an appropriate amount of
ILCs for that work for Summer 2024. Those faculty will use the above process to
determine a fixed amount of ILCs for summer work moving forward. To ensure
equitable treatment, a Faculty Association representative will be included in all
discussions about ILC allocation for Summer term.

1. Temporary Reassigned Time
a. For situations where a faculty member is needed to complete work on a one-time
or short-term basis an agreement will be reached by mutual agreement between

the faculty member and the College.

b. The scope of work will be clearly laid out in the agreement.
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. All agreements will be sent to the Faculty Association President.
If it is decided that a Temporary Reassigned Time agreement should be

transitioned to Ongoing Reassigned Time, the College will inform the Association
President.

Article 11 - 10



ARTICLE 12

EXTRA TEACHING AND SUMMER TEACHING ASSIGNMENTS

A. Extra Teaching During Basic Work Year

1. A faculty member who teaches more than forty-five (45) ILCs during
their basic work year shall be paid for that extra teaching assignment at
the rate shown in the table below.

Extra Teach ILC Rate of Pay

Step 2022-2023 2023-2024 2024-2025 2025-2026

0 $1,372.87 $1,448.38 $1,589.02
1 $1,342.37 $1,416.20 $1,553.71
2 $1,312.47 $1,384.66 $1,519.11
3 $1,282.50 $1,353.04 $1,484.42
4 $1,252.55 $1,321.44 $1,449.75
5 $1,222.59 $1,289.84 $1,415.07
6 $1,192.63 $1,258.22 $1,380.30
7 $1,162.66 $1,226.61 $1,345.71
8 $1,132.72 $1,195.02 $1,311.06
9 $1,102.77 $1,163.42 $1,276.39
10 $1,072.79 $1,131.80 $1,241.69
11 $1,042.84 $1,100.19 $1,207.03

12 $1,012.87 $1,068.58 $1,172.34

For the year 2022-2023, the rates in the above table reflect the COLA
increase specified in Article 21B. For subsequent years of the contract,
the rates in the above table will be increased by the COLA specified in
Article 21B. For each of the years of this contract, Human Resources
will publish the extra teach schedule by March 31

All ILCs taught beyond forty-five (45) ILCs will be paid at the extra
teach ILC rate, with the exceptions described in Article 28.E.4.a. (Non-
Filled Attrited Positions Workload Impacts).

2. A faculty member shall be permitted to teach up to nine (9) ILCs of extra
teach in any basic work year. A fractional amount beyond nine (9) will be
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permitted. Extra teach beyond this limit can be mutually agreed by the
faculty member and dean.

Deans will invite the faculty to request an extra teaching assignment for an
upcoming term, with at least a ten-(10) day window for response. The
response window shall fall within the faculty member’s regular service
calendar. Each faculty member within the discipline will notify their dean
of their request for extra teaching prior to term scheduling deadlines. Each
faculty member outside of the discipline will notify the dean of the area in
which they wish to teach prior to term scheduling deadlines. Extra teach
assignments will be based on seniority except in special circumstances
where the College can show that the faculty member with less seniority
has unique qualifications which are required for the assignment.

After the basic contract assignment needs of the discipline have been met,
the remaining assignments will be offered first to faculty members who
have indicated desire for extra teaching and who are qualified to perform
such assignments independent of basic discipline assignment. Equitable
and fair distribution practices will prevail with regard to assignment of
class sections. In cases where two (2) or more people desire the same
available class section as an extra teaching assignment, the faculty member
with the most College seniority will be offered that assignment first. A
faculty member with the next highest seniority will be offered the second
assignment and so forth, until all faculty desiring extra teaching have
received an assignment. If any extra teaching assignments remain, the
process shall be repeated. When sections are added after assignments are
completed, qualified faculty with the most seniority shall have first right of
refusal.

Faculty counselors and librarians, and other faculty members on daily
contracts shall be eligible for extra teaching assignments, provided the
extra teach time is outside their basic workload contract hours. Flexible
schedules and/or split shifts to allow extra teach assignments are
permitted, as mutually agreed to by the dean and faculty member.

Payments for extra teaching during the basic work year will be made in

the June paychecks. If a faculty member terminates after one term, ILCs
in excess of fifteen (15) will be paid as extra teach. If a faculty member

terminates after two (2) terms, ILCs in excess of thirty (30) will be paid

as extra teach.

The provisions of Article 9 Sections O. (Evening and Non-Traditional
Work Schedules) and P. (Teaching Assignment Following Evening
Classes) do not apply to faculty members performing an extra teaching
assignment, with the exception that such faculty members are still
expected to teach at least one (1) evening class section per year if
required as part of their regular assignment.
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7. Sick leave is not earned by extra teach assignments.

Summer Session Teaching Assignments

1. The Board will determine whether or not there will be a Summer
session. Upon approval, assignments will be offered.

2. A faculty member who earns ILCs outside of their basic contract period
will be paid at the summer teach rate.

Summer Teach ILC Rate of Pay
Step 2022-2023  2023-2024  2024-2025  2025-2026

0 $1,607.07 $1,695.35 $1,859.97
1 $1,570.72 $1,657.11 $1,818.02
2 $1,537.50 $1,622.06 $1,779.56
3 $1,504.20 $1,586.93 $1,741.02
4 $1,470.91 $1,551.81 $1,702.49
5 $1,437.65 $1,516.72 $1,663.99
6 $1,404.35 $1,481.59 $1,625.45
7 $1,371.07 $1,446.48 $1,586.93
8 $1,337.78 $1,411.36 $1,548.40
9 $1,304.50 $1,376.25 $1,509.88
10 $1,271.21 $1,341.12 $1,471.35
11 $1,237.91 $1,306.00 $1,432.81
12 $1,204.62 $1,270.87 $1,394.27

For the year 2022-2023, the rates in the above table reflect the COLA
increase specified in Article 21B. For subsequent years of the contract,
the rates in the above table will be increased by the COLA specified in
Article 21B. For each of the years in this contract, Human Resources
will publish the summer teach schedule by March 31.

Faculty will observe office hours each week commensurate with their
instructional load, as part of their professional responsibilities. Faculty will
report to the dean, support staff, and include in their syllabus, the
mechanism for best contact considering the mode of instruction (e.g., posted
face-to-face or virtual office hours for web- based courses, email, and voice
mail. In addition to providing course-specific assistance, faculty will
directly serve as advisors to existing and incoming students. Faculty will
work collaboratively with division administration and support staff to
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develop a means to provide this service to students during the Summer
session for which they are employed.

The management shall determine which classes shall be offered.

If a class is canceled for the term after having already met, the faculty
member will be compensated at the hourly rate of twenty (20) dollars for
each class hour met.

Each faculty member will notify the area administrator of their desire
for a Summer session teaching assignment by the third Friday of
Winter term.

The College will publish the distribution of payments for summer
classes on the Human Resources website no later than May 15.

The assignments will be offered first to faculty members with
consideration of an equitable and fair distribution of summer loads.
Distribution will be to qualified full-time faculty, independent of their
basic contract discipline, who request Summer session teaching
assignments. Any qualified administrator shall have the last choice for
Summer teaching assignment after all full-time and retired faculty
schedules have been determined.

a. Summer assignments will be made in a meeting with all affected
full- time faculty members. When sections are added after
assignments are completed, qualified faculty with the most seniority
have first right of refusal. In cases where two (2) or more people
desire the same available class section as a Summer session
teaching assignment, the faculty member with the most College
seniority will be offered that assignment first. A faculty member
with the next highest seniority will be offered the second
assignment and so forth, until all faculty desiring Summer session
teaching have received an assignment. If any Summer session
teaching assignments remain, the process shall be repeated. Summer
teaching assignments will be based on College seniority except in
special circumstances where the College can show that the faculty
member with less seniority has unique qualifications which are
required for the assignment.

b. The maximum Summer session teaching assignment is eighteen
(18) ILCs in the total Summer Session. A fractional amount
beyond eighteen (18) will be permitted.

C. Any exceptions to the maximum Summer session teaching

assignments will be based upon special program consideration
and must have written approval of the Vice President of
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Instruction and notification to the Faculty Association.

Summer session teaching assignments will be made
according to the following priorities:

(1) Full-time faculty teaching Summer term as part of
their three (3) term contract.

) Any other full-time faculty members.
3) Retired bargaining unit faculty.

4) All non-bargaining unit personnel.
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ARTICLE 13

INDIVIDUAL CONTRACTS

The Board agrees that:

1.

Each faculty member shall receive an individual contract. The
College academic calendar and the current year's salary schedule
will be made available on the MHCC website.

Each individual contract must specify the dean and discipline or area(s)
to which the faculty member will be assigned during the length of the
contract.

The number of workdays in the regular work year for a faculty member
must be specified on the faculty member’s contract.

Each member assigned regular, reassigned, extracurricular and /or
co- curricular duties for which compensation is offered will receive
a job description from Human Resources of the duties to be
performed prior to beginning the assigned duties.

This Agreement and all addenda will be proofed by the College and the
Association within thirty (30) working days after signing. The Agreement
will then be made available on the MHCC website.

The Association agrees that:

1.

Each faculty member must have their signed contract in the Human

Resources Office by the date specified on the contract or twenty (20) days

after the date of mailing, whichever is later. Each faculty member is
responsible to have a current mailing address on file with the Human
Resources Office and, when necessary, to register a temporary mailing

address with the Human Resources Office for the purpose of receiving the

contract. Failure to comply with the above acceptance requirements could
be cause for termination of the faculty member’s contract.

Faculty members may be transferred for the ensuing year to a different
division by the College administration if notice is given to the faculty
member by March 15. This provision excludes any reorganization
where job duties do not significantly change.

By mutual agreement between the faculty member and the College
management, faculty members may be assigned or may request classes
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in another division outside their assigned discipline for the purpose of
maintaining and meeting required basic contract workloads or for other
reasons. Faculty members will meet the College standards and
qualifications in accordance with Board Policy and Oregon
Administrative Rules. At the request of the faculty member,
qualifications for teaching assignments will be reviewed by the Human
Resources Office and, if necessary, the College President.

Mutual agreement must be obtained between the College administration
and faculty member if a major (greater than fifty percent (50%)) change
is made by reassignment between instructor, counselor, or librarian
duties. This provision does not prevent the College and faculty member
from agreeing that the faculty member will accept an assignment of
greater than fifty percent (50%) non- classroom instruction-related
activities, but such an assignment will not last longer than two (2)
years. In such cases, the faculty member will be considered to be on
leave of absence from the bargaining unit (not on reassigned time) and
will have the same rights outlined in Article 9 (Faculty on Management
Leave).
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ARTICLE 14

PROFESSIONAL DEVELOPMENT FUNDS

Faculty Resource Development Board (FRDB)

The College recognizes the desirability of a broad professional leave program that
benefits the College and the full-time faculty. To support that goal, the College
funds and supports multiple opportunities for professional development. The
Faculty Resource Development Board (FRDB) will recommend expenditures. The
FRDB program will operate under the guidelines and procedures established by
the FRDB committee after consultation with the Faculty Senate. Eligibility for
FRDB funds shall be limited to full- time faculty members.

1. FRDB Membership

a.

Members

The membership of the FRDB shall consist of three (3) members
from the administration appointed by the college president (one [1]
each from the Office of Instruction, Administrative Services, and
Student Development) and four (4) members from the Faculty
Association, appointed by the Faculty Senate, (two [2] from transfer
and two [2] from career -technical disciplines).

Term

Appointments shall be for three-(3) year terms. Appointments will
be staggered annually to provide continuity. The chairperson of the
FRDB shall be elected each year by the FRDB membership.

Operation
The Faculty Senate must approve any changes to guidelines or
procedures regarding the distribution of funds to faculty members.

2. FRDB Fund Increases

All FRDB funds will be increased in subsequent years by the cost of living
allowance (COLA).

3. FRDB Short-term Leave

The FRDB fund for short-term leave shall be increased each year by the
COLA specified in Article 21.B, starting with the2022-23 amount of
$96,707, and subsequently establishing a new base amount each year. A
short-term leave shall include coursework, workshops, seminars,
conferences, etc., that enhance and are applicable to the faculty member's
position.
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a. Coursework and Continuing Education Units

Each faculty member may apply for FRDB funds to cover
expenditures for their continuing coursework (limit of eight [8]
credits per fiscal year). The FRDB will annually establish a
maximum amount for reimbursement on a per-credit, continuing
education unit, or the actual rate, whichever is less.

b. Workshops, Seminars, Conferences, and Other Short-term Projects

(D) Faculty members will provide a completed FRDB
packet to include letter of request, MHCC travel
authorization form, class coverage form (if
applicable), and FRDB application form

) Advance payment will require advance notice
to the FRDB committee of at least one (1)
month

3) Upon completion, applicants will submit a written
report as outlined in the section in the FRDB packet
titled Responsibilities Upon Return for Report and
Training

“4) Attendance at conferences will be supported only if

(@)  content or professional experience is sufficient
to warrant expenditures, and

(b)  content or professional experience will contribute to
the mission of instructional excellence.

Q) Current per diem will not be funded unless an overnight
stay or out-of-metropolitan-area travel is necessitated by
the project. College travel regulations, available from the
Business Office, will apply.

(6) While costs of participating (e.g., tuition, fees and other
required conference materials) will be funded, costs for
educational materials that become the personal property
of the applicant will not be reimbursed.

4. Professional Credential, Faculty Exchange, or Study Abroad

a. The FRDB fund for this category shall be increased each year
by the COLA specified in Article21.B, starting with the 2023-
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24 amount of $15.173 and subsequently establishing a new
base amount each year.

b. The priority for these funds shall be Professional Credential
followed by Faculty Exchange and Study Abroad.

a. To support faculty credentials that are required, as determined by
the dean or accrediting or licensure body, the FRDB may elect to
use these funds not otherwise utilized for Faculty Exchange or
Study Abroad to reimburse faculty for required certifications, up
to an individual annual limit of $200 and in total will not exceed
those funds allocated for Faculty Exchange or Study Abroad.

b. Faculty who plan on applying for these funds for study abroad
or professional credentials need to turn their application into
the FRDB committee. Disbursement will begin after February
15. Applications received after this date will be funded if
monies are available.

. The College recognizes that both the College and the individual
member benefit from faculty exchange. Upon recommendation of
the FRDB, the College Board may provide support beyond the
faculty member’s salary for expenses incurred while this
exchange is in effect. Such items of support may include travel,
additional household expense, and incidental costs required to
complete the exchange.

d. If by May 1, there is a balance remaining in this fund, the
difference will be added to the amount budgeted for the
District Resource Development Board (DRDB) and/or to other
FRDB funds where requests exceed resources.

FRDB Application Approval for Short-term, Exchange, and Study Abroad Leaves

a. FRDB approval of any proposal is subject to current
College travel authorization procedures.

b. The Board of Education retains the right to review any and all leaves.
Sabbatical Leave

a. Starting with the2022-23 amount of $96,771, Sabbatical
funds will be increased each year by the COLA specified
in Article21.B, subsequently establishing a new base
amount each year. If there is a sufficient number of
qualified candidates, the FRDB and College President
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shall approve and recommend to the Board leaves
resulting in the expenditure of the full amount budgeted.
Deductions from the above amount shall be based on the
actual additional cost to the College of providing
substitutes for individual faculty members while on
sabbatical leave.

Faculty eligibility and general conditions of employment
during sabbatical leave:

(1) a full-time faculty member may be considered for
sabbatical leave for a maximum of three (3) academic
terms in any six(6) year period, provided the applicant
completes two (2) times the length of the sabbatical
granted in full-time service to the College upon return
from the requested leave

) sabbatical leave granted for one term may be split between two
(2) terms. The allocation of fifteen (15) ILCs for a one-
term sabbatical will be distributed between two (2)
consecutive terms as outlined in the sabbatical application

3) a faculty member on a one-(1) term sabbatical leave
shall be paid their regular full-time salary during that
term. With the exception of faculty distributing a one-
term leave over two (2) terms as described above, two-
(2) term leave faculty shall be paid at regular salary
during the term worked and seventy-five percent (75%)
of their salary during the leave. A member on a three-(3)
term leave shall receive sixty (60%) of their regular
salary

“4) employment benefits, including medical plans (as
allowed by the insurance carrier), salary increments, and
seniority, shall remain in force during sabbatical leave

(5) acceptance of a sabbatical leave shall not
prejudice the faculty member's right to be
considered for other forms of leave.

Faculty members will submit their sabbatical proposal to the
dean for approval no later than the eighth (8th) week of Fall

term for the preparation of a statement of support or denial from
the applicant's dean.

Applications must be received by the first Monday of December
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prior to the academic year in which the sabbatical is to be taken.
An additional application deadline may be established if all
sabbatical funds are not encumbered.

The purpose of sabbatical leave is to provide an opportunity for
faculty to improve their qualifications and skills, the quality of their
professional performance, the value of faculty service to the
College, and contribute to the mission of the College, thereby
improving and enriching its programs.

Sabbatical leave shall not be regarded as a vacation or rest period
occurring automatically at stated intervals.

Sabbatical leave will be granted only for the following purposes:

(1) to learn new methodologies related to the faculty
member's instructional area, program, or discipline

) to engage in planned travel directly related to
improvement of instructional abilities in the faculty
member's area, program, or discipline

3) to undertake a specific creative, research, or other project
related to the faculty member's area, program, or discipline

4) to prepare a new course for the College

S) to enroll in studies or training programs and/or to
complete the requirements for a degree or certificate.

Each member who has been granted a sabbatical under the terms of
this contract shall receive a separate sabbatical contract. The stated
purpose(s) of the sabbatical leave have been approved by the FRDB
and the College Board and are conditions of the contract. Any
material change in the stated sabbatical purposes by a faculty member
on a sabbatical leave must have approval of the FRDB, the Faculty
Association President, and the College President before any changes
can be implemented. If the material change results in an increase or
decrease of the salary amount, the FRDB must inform the faculty
member as to the salary adjustment prior to the change being
implemented. The awarding of faculty leave involves not only the
selection of a worthy project, but is also dependent upon internal
decisions involving class scheduling and replacement personnel, and
is subject to Article 25, Funding.

Evaluation of Sabbatical Application
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The FRDB will consider applications for leave with full or partial pay
in relation to requirements necessary to complete the project and
potential future contributions of the applicant. Proposals will be
evaluated according to their worth to the College based on the
following criteria, not listed in specific order of priority:

(1) date of last sabbatical

) time of service

3) evidence of support from the dean

4) ability of the applicants to achieve the goals of the project
or plan based on past experience and academic background

(5) need for additional knowledge in the applicant’s subject
area

(6) value of project or plan in relationship to professional
responsibilities and supporting the College mission of
instructional excellence

If a faculty member declines a sabbatical after it was awarded,
the next person on the prioritization list will be offered the
funding.

(1) The faculty member who declined the sabbatical will
maintain priority for one (1) year if they apply for a
sabbatical the following year. Following that year, the
faculty member’s application for sabbatical will follow
the usual prioritization.

Sabbatical Application Content

Applications to the FRDB for sabbatical leave should include
the following:

(D) general information including the name, date of initial
service with the institution, term(s) of leave desired, dates of
previous professional leaves, and percent of salary to be
awarded based on other grants and funding

) a full statement of expected benefits (e.g., for the
applicant's College assignment) and type of report
and/or in-service training commitment upon return to
the College
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)

(4)

©)

(6)

(7)

®)

©)

a detailed plan for utilizing the time requested. This
statement should include a time line for completion of
any project or plan

a list of foundations, institutions, or other organizations
with which the employee will be affiliated during the
faculty leave

a complete listing of grants, stipends, and/or wages
beyond those granted by the College during the time of
faculty leave

justification of travel during the leave in terms
of the proposed project or plan for study

information regarding previous professional or scholarly
work in the area of the proposed plan

a statement from the applicant's dean regarding the
proposed leave, including a cost analysis for
replacement faculty

In cases where the sabbatical leave results in the creation
of intellectual property, faculty are strongly encouraged
to enter into a formal Intellectual Property Agreement
with the College prior to beginning their sabbatical
leave. Letters of support from appropriate individuals
(not necessarily associated with the College) may be
submitted if desired by the applicant.

Responsibility to the College for Service or Repayment after Sabbatical

A service period equal to two (2) times the length of the leave period
will be required of the faculty member upon return. If the recipient
does not return from the sabbatical leave or does not remain with the
College for the specified length of time, compensation provided by
the College during the leave shall be returned according to the
following conditions:

1)

@)

if the recipient does not return, they must repay all
compensation received during the leave

if the recipient returns for less or equal to half the specified
time, they may be required to repay seventy-five percent
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(75%) of all compensation received during the leave

(3)  if the recipient returns for less than the full specified time
period but more than half the period, they may be required to
repay twenty-five percent (25%) of all compensation
received during the leave.

Sabbatical Restrictions

Faculty on paid leave should not engage in unapproved employment
outside the scope and purpose of the approved leave proposal. The
sum of the faculty leave salary and additional funds in the form of
grants, stipends, and/or wages shall not exceed the applicant’s
regular contracted salary for the period of the leave. Upon
completion of a sabbatical, if a faculty member received any
compensation other than their College salary and benefits, the
faculty member shall file a statement of total compensation and
additional funds received for the leave period with the Vice
President of Instruction.

7. Responsibilities Upon Return for Report and Training

a.

Short-term Leaves

Upon return to the College from a short-term leave, the recipient
will submit a written report to the supervising dean, Faculty
Association President, Teaching and Learning Center (TLC), and
FRDB summarizing the work completed during the leave and how
the new knowledge shall be applied to the faculty member’s
College assignment(s) and/or in-service training for other College
staff.

Sabbatical Leaves
(1) Report

Upon return to the College from a sabbatical leave, a
faculty member shall submit a written report summarizing
the work completed during the professional leave and how
that work applied to the faculty member’s College
assignment(s). Copies of the report will be sent to the
faculty member’s division, supervising dean, TLC, FRDB,
Vice President of Instruction, Faculty Association
President, and College President within one term of the
return from the sabbatical.
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) Presentation

The faculty member will share the knowledge gained
from the leave with other faculty, managers, and other
interested persons through workshop(s) or other
method(s) mutually deemed appropriate by the dean and
faculty member.

District Resource Development Board Fund (DRDB)

Quality instruction is the central objective of the College. To provide quality
instruction, full-time faculty must continuously process new information, change
instructional offerings to meet emerging needs, and learn new technical skills. The
College has found it necessary to add new courses and programs in response to
changes in society, business and industry, and academic thought.

The purpose of the DRDB is to assist in the professional development of faculty
members in relation to individual program and institutional needs. The Faculty or
College Administration may identify these needs. Therefore, in reviewing
requests for funding, DRDB will give special consideration to requests addressing
emerging programs and institutional needs.

1. DRDB Membership

The membership of the DRDB shall consist of the Vice President of
Instruction, College President or designee, and the Faculty Association
President and Vice- President.

2. DRDB Funds

Starting with the 2022-23 amount of $15,725, DRDB funds will be
increased each year by the COLA specified in Article 21.B for program
and resource development. Additional funds may be transferred from
exchange and grant- sponsored leave funds.

3. Procedures For Funding DRDB Requests

a. Requests for funds may be for course or program development,
educational training, and/or per diem expenses. DRDB is not
intended to fund attendance at workshops, conferences, or
seminars. These should be funded through the FRDB.

b. First consideration will be given to requests of one thousand five
hundred dollars ($1,500) or less. Consideration may be given
first to applicants that have not received DRDB funds in the
previous year. Funding over the one thousand five hundred
dollar ($1,500) limit will be considered on a case-by-case basis.
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C.

DRDB is not intended to fund the preparation or development of
mandated accreditation reports.

Application Process

To apply for DRDB funds, faculty members will do the following:

a.

Obtain and complete the Application for Support and Estimated
Costs form available in the Office of Instruction.

Submit and deliver a completed application to the supervising
dean(s), the Vice President of Instruction, and the Faculty
Association President by the Friday of the third week of that
Spring term.

DRDB Project Agreement/Evaluation

a.

The Vice President of Instruction or designee will prepare a
Special Project Agreement that includes a description of the
project, the full-time faculty member responsible for the
project, anticipated completion date, and budget/remuneration.

Recipients will notify the Vice President of Instruction and
Faculty Association President by the end of that Fall term if
they will not be able to complete the DRDB project by the
agreed upon completion date. Any unspent funds will revert to
the DRDB fund for distribution.

Upon completion of the DRDB-funded project, but no later than
June 15, the faculty member will submit a report or other evidence
of the completed work (e.g., syllabus/course outline developed for a
class, reports on progress of a project funded over several terms,
evidence of completion of specialized training or course work, etc.)
to the Vice President of Instruction and Faculty Association
President. This evidence will be evaluated by these persons prior to
the dissemination of contracted funds. Faculty may also be required
to share, demonstrate, or otherwise inform other faculty about the
outcomes of their DRDB project during in-service.

Online Learning, Online Learning Certification, and Online Faculty Certification Funds

It is recognized that the design, development, and delivery of courses which
integrate technology may require additional professional development. It is also
recognized that faculty already possessing this experience may require additional
professional development to aid in adapting to MHCC learning platforms. To meet
these development needs, the College will provide professional development
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opportunities through an Online Learning Faculty Certification offered through
Online Learning with leadership, advice, and input by the Online Learning
Advisory Committee (OLAC).

1. Online Learning Advisory Committee Membership

The OLAC will consist of three (3) full-time Online Learning (OL) faculty
(appointed by the Faculty Senate) and three (3) people assigned by
administration, and up to one (1) non-voting member from the OL staff,
and up to one (1) part-time faculty member who teaches through online
learning. The advisory committee will meet a minimum of once each term
to review and to advise on OL application process, delivery, assessment,
and OL training offered through Online Learning. This committee will
report to the Vice President of Instruction and the Faculty Senate.

2. Online Learning Faculty Certification

a. Online Learning will deliver the training for faculty certification. The training
structure and outcomes will be reviewed annually by the OLAC. Any
recommendations for changes to the training structure and outcomes will be
forwarded to the Director of Online Learning and the Faculty Senate for
approval. Certification participation will be reported annually to OLAC.

b. Upon completion of the Certification, faculty will demonstrate the ability to
incorporate appropriate technologies into existing courses or an OL course.

C. Faculty members already possessing technological skills acquired through
training and/or experience will receive customized versions of the training
required for Faculty Technology Certificates to reflect their proficiencies in
delivery and assessment.

3. Application Process

In applying for inclusion in the Certification, a faculty member will
complete an Online Learning Faculty Certification Application form which
will be reviewed and signed by the faculty member’s dean and the Director
of Online Learning.

4. Certification Compensation
Faculty will receive compensation of $1,500 for completing the online
faculty certification and meeting outcomes effective upon ratification of

this agreement.

D. Teaching and Learning Center (TLC)

1. Professional development is a crucial component to a vital and
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successful college. To support faculty professional development the
College will:

a.

Establish a monetary base that is no less than sixteen thousand
dollars ($16,000) for the academic year 2023-24. For additional
years, the previous year’s amount will be increased by the COLA
established in Article 21B when metrics as defined in Section 3
are achieved.

(I)  The funds may be used for, but not be limited to,
administrative support, programming/events,
supplies/materials, equipment and/or technology..

) Separate from the above funds, the reassigned time
referenced below shall be funded by the College.

Faculty Coordinators of the TLC will receive a total of 45
ILCs reassigned time annually to be shared amongst up to
four (4) faculty recommended by the TLC advisory
committee. The ILC distribution shall be determined by the
participating faculty subject to approval of the respective
dean(s). Faculty on reassigned time for the TLC report to the
Vice President of Instruction for the reassigned time
assignment.

Provide an identified on-campus location where
presentations and trainings can be held and professional
development materials can be stored.

2. The goals of the Teaching and Learning Center are to:

a.

d.

Investigate best practices for high engagement
teaching strategies designed to increase student
retention and completion.

Design and implement events, activities, seminars and other
associated learning opportunities to present information and
training to faculty in support of student success, retention and
completion.

Provide an environment where faculty can explore and learn
new technologies, techniques, and instructional methods to
provide learning opportunities where all students can
appropriately engage in the learning process.

Collaborate with the Office of Instruction and the Office of
Student Development in development of college-wide
strategies enhancing student learning assessment and data-
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driven practices and further the College mission of
instructional excellence.

To ensure that the TLC is meeting its goals, a TLC Advisory
Committee will be created.

a. The Advisory Committee will consist of one (1) full-time faculty
member from each division (appointed by Faculty Senate) and
equivalent number of administrators. Ad hoc members may be
added as agreed upon by all committee members. The College
president can choose to review the committee membership and
make recommendations to the Faculty Association President for

changes.
b. The Advisory Committee will meet a minimum of once per term.
C. The Advisory Committee will allocate and administer the TLC

budget, defined in Article 14.D.1.a. in accordance with college
regulations and procedures.

d. The Advisory Committee will create metrics of successful model
implementation that align with the College mission.

e. The Advisory Committee will present a year-end report to the
Learner’s Success Council and Faculty Senate each year.
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ARTICLE 15
FAIR DISMISSAL AND TERMINATION OF EMPLOYEE

The Board agrees that termination of employment of faculty members shall be
for just cause. Reduction of staff and layoff is described in Article 23 of this
Agreement and is not defined as dismissal or termination. Nonrenewal of a
tenure track faculty member is described in Article 16 of this Agreement and is
not defined as dismissal or termination.

Just cause shall be understood to include but not limited to

1. Physical or mental incapacity
2. Unprofessional conduct as evidenced by
a. an act or conduct that threatens or injures personnel or property
b. flagrant disregard of the terms of this Agreement
C. willful falsification or alteration of a college record
d. conviction of a felony
e. insubordination
f. harassment (sexual, racial, etc.) of College staff or students
g. inefficiency
h. neglect of duty
1. inadequate performance.

A faculty member whose performance for the College appears to be adversely
affected by chemical dependency shall be encouraged to seek rehabilitation. The
Board agrees to provide opportunity for rehabilitation under Article 9 (Sick
Leave for Rehabilitation). This provision does not exempt chemically-dependent
faculty members from appropriate discipline for just cause. Grounds for
discipline will be documented following the normal evaluation and corrective
action procedures. The College will follow normal professional guidelines if drug
or alcohol testing is indicated based on reasonable suspicion of abuse.

Dismissal Procedures

1. Preliminary proceedings concerning the ability of a faculty member

a. When reason arises to question the ability of a faculty
member to perform their assigned duties, the appropriate
supervisor should discuss the matter with them in a personal
conference. The matter may be terminated by mutual consent
at this point.

b. If an adjustment is required but does not happen, the college
will notify the faculty member in writing that they intend to
initiate dismissal proceedings. The Faculty Association
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President or designee will also be included in the notification.

C. After the initial notification, a standing or ad hoc committee
elected by the faculty shall convene to review all information
regarding the proposed dismissal. The faculty member in
question may opt out of the ad hoc committee step. The
committee will give confidential advice to the College
President and shall recommend whether or not formal
proceedings should be instituted. The College President and
Faculty Association president can review the committee
finding.

d. After the meeting with the ad hoc committee, the College
President will decide whether or not to begin formal
proceedings.

Commencement of formal proceedings

Formal proceedings begin with a written communication by the College
President addressed to the faculty member giving the specifics of the
proposed grounds for dismissal, and informing the faculty member that
they may request a hearing within ten (10) faculty working days of
notification. The hearing will be conducted by a faculty committee at a
specified time and place. The hearing will be to determine whether the
faculty member should be removed from their faculty position based on
the stated grounds. Failure to request a hearing will result in the College
President making a decision based on existing evidence.

Sufficient time should be allowed the faculty member to prepare their
response. The faculty member will be informed in detail or by reference
to published regulations of the procedural rights that will be accorded to
them. The faculty member should respond in writing to the specifics of
the proposed grounds for dismissal as stated in the letter from the College
President. The response should be received no less than one (1) week
before the hearing date.

Suspension of the faculty member

The faculty member may be suspended during the proceedings. Suspension
shall be with pay unless legal considerations forbid this.

Judicial committee formation

The faculty judicial committee who will conduct the hearing should be

either an elected standing committee not previously involved with the case
or a committee established as soon as possible after the President sends the
letter to the faculty member. Faculty members should be selected based on

Article 15-2



their objectivity, competence, and the regard in which they are held in the
academic community. The judicial committee should elect its own
chairperson.

Committee proceedings

Before the hearing, the judicial committee will consider the written
statement of proposed grounds for dismissal sent by the College President
to the faculty member and the response submitted by the faculty member.

The judicial committee in consultation with the College President and the
faculty member will decide whether the hearing will be public or private.
Testimony of witnesses and other evidence concerning the proposed
grounds for dismissal will be received regarding any facts that are in
dispute.

The College President has the option of attending the hearing. They may
designate an appropriate representative to assist in developing the case; but
the judicial committee determines the order of proof, conducts questioning
of witnesses, and, if necessary, secures the presentation of evidence
important to the case.

The faculty member has the option of counsel, whose functions are
similar to those of the representative chosen by the College President,
and has the aid of the committee in securing the attendance of witnesses.

The faculty member or their counsel and the representative designated by
the College President has the right, within reasonable limits, to question
all witnesses who present oral testimony. The faculty member will have
the opportunity to be confronted by all adverse witnesses. When unusual
and urgent reasons require the committee to withhold this right or when
the witness cannot appear, the identity of the witness as well as their
statement will be disclosed to the faculty member.

Subject to these safeguards, sworn statements may be taken outside the
hearing and reported to the committee. All of the evidence should be duly
recorded.

Unless special circumstances warrant, formal rules of court procedure will
not be followed.

Consideration by judicial committee

The judicial committee will reach a decision based on the information
given in the hearing. Oral arguments can be made by the faculty member
or their counsel and the representative designated by the College
President. The committee may request written briefs. The committee may
make a decision without having a transcript made of the hearing if the
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committee believes a just decision can be reached. A transcript will be
ordered if it is needed by the committee in order to make a just decision.
The committee will give specific findings with respect to each of the
proposed grounds for removal. A reasoned opinion may be given.
Publicity concerning the committee's decision will be withheld until the
Board reviews the decision. Statements to the public should be made
through the Office of the College President.

Consideration by the MHCC Board

The College President will present the full report and decision of the
judicial committee. Board review should be based on the transcript of the
hearing and opportunity for written and/or oral arguments by the parties or
their representative. The College Board may agree with the decision of the
judicial committee or return the issue to the committee for reconsideration.
The committee should reconsider the stated objections and receive new
evidence if necessary. After reconsideration, the committee will submit the
decision to the College President who will present the decision to the
College Board. The Board has the power to overrule the judicial
committee.

Publicity

Except for announcements concerning the time and place of the hearing,
public statements about the case by either the faculty member or
administrators will not be given until the proceedings are completed.
Announcement of the final decision will include a statement of the judicial
committee's original decision.
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ARTICLE 16

ACADEMIC FREEDOM, EVALUATION, PROBATION, AND TENURE

Academic Freedom

The purpose of this statement is to promote public understanding and support of
academic freedom and tenure as well as agreement upon procedures to assure
them. Institutions of higher education are conducted for the common good and not
to further the interests of either the individual faculty member or the institution
itself. The common good depends upon the free search for truth and its free
expression.

Academic freedom is essential to these purposes and applies to both teaching and
research. Freedom in research is fundamental to the advancement of truth.
Academic freedom is also vital to the protection of the rights of the faculty
member in teaching and students in learning. It carries with it duties correlative
with rights.

Tenure is a means to ensure freedom of teaching, research, extramural
activities, and a sufficient degree of economic security. Thus, tenure keeps the
profession attractive to quality faculty. Tenure is indispensable to the success
of our College in fulfilling its obligations to its students and community.

L. A faculty member is entitled to full freedom in research and
publication, subject to the adequate performance of the member’s other
academic duties. Faculty participating in research for profit will inform
the College Administration.

2. A faculty member is entitled to freedom in the classroom in
discussing their subject expertise. Controversial subject matter is
acceptable if it relates to the subject area or the Mission of the
College.

3. The faculty member is a citizen, a member of a learned profession, and
an officer of an educational institution. They may speak or write free of
institutional censorship or discipline, while at the same time keeping in
mind that the public might judge the profession and the College by their
words. Therefore, the faculty should at all times be accurate, exercise
appropriate restraint, show respect for the opinions of others, and make
every effort to indicate that he/she is not a College spokesperson.

4. If the administration decides that a faculty member has not followed
Section A. 3., Academic Freedom, above, and that the extramural
utterances of the faculty member have raised grave doubts concerning
fitness for their position, the College may proceed to file charges under
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the faculty dismissal procedure (Article 15) in accord with the
faculty’s individual rights as a citizen.

Faculty Evaluation Oversight Committee (FEOC)

1.

The FEOC is charged with maintaining a process for faculty
evaluation and tenure. This process will be applied equally across
departments and will not impose an undue burden on faculty and
administrators.

FEOC membership will be three (3) faculty members appointed
by the Faculty Association, three (3) administrators appointed by
the College President, an ex- officio representative from the Office
of Research and Planning, and others as agreed among all FEOC
members.

The FEOC will meet at least once each Fall, Winter, and Spring
term to review and update the documents and forms of the
evaluation and tenure processes. No changes to these documents or
forms may be made without the final approval of the Faculty Senate
and President’s Council.

The FEOC will conduct a biannual assessment of the evaluation process
described in the Faculty Evaluation Manual and the tenure review process
described in the Tenure Process Manual. FEOC will make
recommendations for any changes to the Faculty Senate and President’s
Council. The Faculty Association and the College President may request
more frequent assessment.

Recommended changes approved by the Faculty Senate and President’s
Council will be incorporated into the Manuals and this Agreement, and
changes will become effective with the beginning of the next academic
year.

Tenure-track Period

New full-time faculty formally appointed by the Board will serve in a
tenure- track status for a period of four (4) years at MHCC prior to being
recommended for tenure. A full-time faculty member formally appointed
by the Board during the academic year will begin their tenure-track period
the following Fall. If the tenure-track period is interrupted by a leave of
absence for one (1) year or less, that year will not be counted as part of the
tenure-track period. Service prior to the leave will be counted as part of
the tenure-track period. If the tenure-track period is interrupted for more
than one (1) year, the faculty member will begin a new four-(4) year
tenure-track period upon their return.
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2. Terminal, Special, or Grant-funded Contracts and Evaluation

a. Special contract or grant-funded faculty are defined as those
faculty whose salaries are paid in full or in part from federal,
state, or other non-College grants or aid funds; they are not
eligible for tenure while in such a position.

b. Terminal contract, special contract, or grant-funded faculty
members hired as described in Article 1, B. 2. will be evaluated
following the tenure process for the first three (3) academic years.
Following the first three (3) years, the mentoring committee will
reconvene and repeat the third (3') year mentoring committee
process every third year (i.e., year 6, 9, etc.). The faculty member
has the responsibility throughout these subsequent years to stay
apprised of the current tenure process and expectations and to
ensure that their tenure portfolio continues to meet the current
expectations.

C. If a terminal contract, special contract, or grant-funded faculty
member is subsequently hired into a district funded position,
he/she will proceed in the tenure process as follows:

(1)  If the faculty member has not completed at least three
(3) full academic years of service, he/she will continue
through the remaining years of the tenure process.

(@)  If the faculty member has completed three (3) full academic
years or more of the mentoring process, the faculty member
shall meet with their mentoring committee and shall
subsequently choose between continuing the tenure process
with the fourth (4"™) year or to start at year one of the tenure
process.

Faculty Evaluation

Both parties recognize the importance and value of a process for assisting
and evaluating progress and success of tenure track, terminal, special
contract, grant funded, and tenured faculty.

All evaluations of faculty members will follow the process and procedures
established in the Full-time Faculty Evaluation Manual, the Full-time Faculty
Evaluation Manual Appendix, the Tenure Process Manual, the Tenure Process
Manual Appendix, and approved forms dated November 2013. These manuals,
appendices, and forms may only be revised, updated, or in any manner changed
by mutual consent between the Faculty Association and the College. All dates
and deadlines stated in these manuals are binding absent written agreement to
modify them signed by the faculty member and the Faculty Association.
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Evaluation Process and Components

a. Evaluation of faculty members is the primary responsibility of their dean.

b. All evaluations of faculty members will include a dean’s
classroom observation, tenure-track committee or mentoring
committee report, reviews of course materials, self-report,
and may include optional peer observation report(s).The
sole purpose of student evaluations are for faculty use to
inform instructional practice.

D Student ratings for all courses will be collected and stored
through a College provided system. The student
evaluations can only be accessed and used by the faculty
member.

() The faculty member may use relevant student
feedback for the purposes of modifying and
improving courses. The faculty member can choose
to include the data collected in their self- report.

C. The relative weight of the Professional Service,
College/Community Service, and Professional Development
and Affiliation will be determined on each individual faculty
member’s evaluation matrix. This matrix must be developed
between the faculty member and the dean and will only include
known duties and responsibilities of the position to be evaluated
and/or as stipulated in the evaluation matrix.

d. No person other than a designated evaluator(s) as provided above
will be permitted to evaluate the work performance of any faculty
member within the bargaining unit.

e. Student complaints if applicable and processed
according to Article 17 may be utilized in the
evaluation process.

f. Faculty members who work on Faculty Association committees
(e.g., Faculty Senate, Academic Senate) may claim credit for such
activities as part of the faculty evaluation process under the
category of College service. Faculty members who attend
conferences or trainings sponsored by the Faculty Association,
Oregon Education Association, or the National Education
Association may claim credit under the category of professional
development if the focus of those conferences or trainings is
directly related to the faculty member’s professional duties.
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Evaluation Cycle

As described in the Full-Time Faculty Evaluation Manual, the
evaluation components will be defined on the individual faculty
member’s Evaluation Matrix. During Fall term of each academic year,
the faculty member will complete and/or review the Evaluation Matrix,
choose colleagues for colleague reviews of course materials and peer
observations in consultation with their dean and complete a self report.
It is recommended that the Matrix should be completed on an annual
basis as an informal evaluation.

a.  Tenured Faculty

Tenured faculty members will be evaluated at least once every five
(5) years of employment. Evaluations will be completed by the end
of Spring term covering the five (5) preceding years.

b.  Tenure-track and Terminal Contract Faculty

Tenure-track and terminal contract faculty will be evaluated once
per year in accordance with the full-time faculty evaluation process
administered by the dean. They will also be evaluated and mentored
by the assigned members of the designated Tenure-track Committee
utilizing the process outlined in the Tenure Process Manual.

c.  Special Contract or Grant-Funded Faculty Positions

Special contract or grant-funded faculty will be evaluated as
described above in Section C. 2.

Documentation of Evaluations

All evaluations will be discussed with the faculty member prior to the
evaluation being placed in the personnel file in the Human Resources
Office. The faculty member is entitled to have their written response
included with the evaluation. The faculty member will sign the evaluation
indicating that he/she has read it. The signed evaluation will be placed in
the personnel file in the Human Resources Office.

Placement on Notice
No tenured faculty member will be dismissed if the basis for dismissal
or discharge action is performance-related without the opportunity to

complete a Plan of Assistance as outlined in this article.

Plan of Assistance
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If a significant performance deficiency is identified through the
evaluation process of a tenured faculty member, the instructor's
dean will write a Plan of Assistance that is subject to approval by
the Vice President of Instruction and with a copy for review to the
Faculty Association President. The purpose of a Plan of
Assistance is to assist a faculty member to improve.

A plan of assistance written by the dean will include

(I) alist of performance deficiencies to be addressed by
thefaculty member, measurable expected improvement to
be demonstrated for each deficiency,

(2) assistance/resources available to the faculty member,
(3 beginning and ending dates of the plan,
@  aschedule of meetings to review progress on the plan, and

(5) provisions for date and signatures of dean and faculty member
including the option of the faculty member to indicate
objections to the plan and their ability to respond separately
with those objections.

If, in the judgment of the College, the faculty member is not
satisfactorily completing the plan, he/she will be told this finding
prior to the completion of the plan. Notification will be given to
the faculty member of the consequences of failure to
satisfactorily complete the plan.

A faculty member placed on a Plan of Assistance may have
Association representation at meetings with their dean when
the progress toward completion of the plan is discussed.

The faculty member's dean will prepare a summary of
performance and a recommendation regarding retention which
will be placed in the faculty member's personnel file in the
Human Resources Office.

E. Tenured Status

1.

Definition

Tenure is defined as a continuous appointment contract between a faculty
member and the College for mutually agreed upon services. It is regarded
as favorable to both College and faculty in its promotion of competence,
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interest in the development of long-range goals and programs, academic
freedom, and economic security.

2. Roles and Responsibilities of Tenured Faculty
Assessing the performance of tenure-track faculty and making

recommendation on tenure is one of the most important professional
responsibilities of the tenured faculty. These responsibilities include

a. serving on Tenure-track Committees and Mentoring
Committees when called upon.

b. participating in the confidential, face-to-face meetings
called for the purpose of review of application for tenure.

C. serving on Tenure Appeal Committees when called upon.

d. mentoring and providing feedback through peer
observation of classroom performance and discussion
with faculty on job performance in terms of both

strengths and weaknesses.

Criteria and Procedures for Granting Tenure

The following rules on tenure are established (a) to ensure the quality of instruction
for students, (b) to protect faculty employment rights and faculty involvement in
the establishment and protection of these rights in the Mt. Hood Community
College District, and (c) to define a reasonable and orderly process for the
appointment of faculty to tenure status or for non-renewal.

1. The criteria for tenure is derived from and benchmarked against the
faculty evaluation system outlined in the Full-Time Faculty Evaluation
Manual and the Tenure Process Manual. The granting of tenure will
require an overall professional level performance score 3.0 on
Professional Service and on College/ Community Service and
Professional Development/ Scholarship/ Affiliation by the end of the third
year.

2. The standards (scoring scale) from the Faculty Evaluation System are as
follows:
4 -Exemplary Performance
3 - Professional Level

Performance
2 - Improvement Required
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1 - Unsatisfactory Performance

Through the developmental process outlined in the manuals and with the
support of their Tenure-track Committee, the tenured faculty peer group
and the applicant’s dean, a faculty member seeking tenure will be given
every opportunity to make a performance-based case for the granting of
tenure. The applicant must achieve professional level performance score
from the dean and the members of the Committee by the end of the third
(3") year as scored on the evaluation matrix. This process requires each
faculty member of the Tenure-track Committee to conduct a review of
course materials and classroom observations.

Tenure-track Committee — Purpose and Selection of
Membership Each applicant will have a five (5) member
Tenure-track Committee established by the end of the sixth

(6™) week of the first term of employment.

Applicants appointed at some time other than the beginning of the Fall
term will have a committee assigned within six (6) weeks of the date of
appointment.

The tenure clock does not begin until the first full year of service defined as three
(1) consecutive terms of employment in an academic year, Summer
through Spring. However, a faculty member whose start date falls within
the first five

(5) weeks of Fall term will, for the purposes of the tenure clock, be treated
as having served a full year. In the case of other than Fall appointments,
the Tenure-track Committee will carry on with normal activities but is not
required to submit any reports until normal dates as prescribed below.
Tenure-track or Mentoring Committees will serve as standing committees
until such time as the applicant is either granted tenure or the faculty
appointment is terminated.

Duties and Responsibilities of the Tenure-track Committee

The general duties and responsibilities of the Tenure-track Committee will be to
(a) mentor the applicant, (b) observe the applicant in the performance of

their professional duties, (c) advise him/her of strengths and weaknesses in
performance, (d) develop improvement programs to overcome any

weaknesses that he or she may have, and (e) report and discuss the findings

in a face-to-face meeting with the tenured faculty in the tenure-track faculty
member’s identified peer group. The mentoring process will place primary
importance upon the applicant’s effectiveness in his or her appointment.

After consultation with the committee, the dean will be responsible for an
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annual written report for review by the tenured faculty peer group and for
inclusion in the Tenure Application portfolio.

Each committee, as a result of its ongoing mentoring of the applicant and
face- to- face discussions with the identified tenured faculty peer group,
will complete an Annual Tenure-track/Mentor Committee Report. This
report is due by February 15 of each year.

The mentoring process employed by the committee will include the following:

a. Establish, in consultation with the applicant, the procedures
to be followed in mentoring the applicant in order to
improve their performance,

b. Implement criteria for tenure that will be limited to the
elements of the annual faculty evaluation process and the
applicant’s job description,

C. Mentor, which will require firsthand observation and discussion
about the applicant’s performance in their position. The mentoring
process will focus on appropriate elements from the Faculty
Evaluation Manual.

d. In areas where classroom visits are not applicable, the committee
and applicant are free to devise and employ alternative mentoring
techniques and procedures.

When the committee has noted deficiencies or weaknesses in the
performance of an applicant, the committee will take the following
steps:

(1) areas of deficiency or weakness will be discussed at a
conference with the applicant as soon as these deficiencies are
recognized; (2) the committee will develop with the applicant a
written plan to improve these areas; and (3) sufficient conferences
will be held to help the applicant improve. The purpose of the
written plan is to mentor and improve the tenure-track faculty
member’s performance and is not tobe considered a “plan of

assistance.”
G. Final Tenure Review, Recommendation Procedure, and Appeal Process
L. The steps for recommendation of tenure are as follows.
a. By the first day of instruction of Fall term, the applicant

submits a completed Tenure Application Portfolio to the
Dean and Tenure- track Committee.

Article 16 -9



b. By October 31, the Tenure-track Committee issues a summary
report and recommendation on tenure.

c. By November 15, the Dean, Tenure-track Committee members,
and tenured faculty peer group meet in a face-to-face
confidential meeting with regard to the recommendation of
tenure. If the dean and tenured faculty peer group agree, then the
dean will compile this information in the form of a letter of
recommendation for tenure.

d. By December 1, the completed Annual Tenure-track/Mentoring
Committee Report, and Annual Tenure Recommendation Signature
Form with letter of recommendation for tenure will be submitted to
the Vice President of Instruction, the applicant, Faculty Association
President, and Human Resources Office.

€. By January 10, the Vice President of Instruction will compile
and submit the Vice President of Instruction’s applicant file,
which will include the tenure recommendation, and
applicant’s Tenure Application Portfolio, if requested, to the
College President.

f By February 1, the College President will provide the Vice
President of Instruction, applicant, dean, tenured faculty peer
group, Faculty Association President, and Human Resources a
copy of their recommendation to be submitted to the Board.
This will include any recommendation from the Tenure Appeal
Committee if it has been convened at the request of the College
President.

g. By the first Board meeting in March, formal Board action
regarding tenured status will be made. Only the Board has the
power to grant tenure.

h. By April 1, written notice of the Board’s action will be given
by the College President to the applicant. If the Board
approves a recommendation for tenure, the faculty member
becomes tenured upon commencing work in the following
academic year.

The steps for tenure recommendation review due to disagreement
between the dean and tenured faculty peer group are as follows.

a. By the first day of instruction of Fall term, the applicant will

submit a completed Tenure Application Portfolio to the dean
and Tenure-track Committee.
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By October 31, the Tenure-track Committee will issue a
summary report and recommendation on tenure.

By November 15, the dean, Tenure-track Committee members, and
tenured faculty peer group will meet in a face-to-face confidential
meeting with regard to the recommendation of tenure. If the dean
and a simple majority of the tenured faculty peer group disagree on
the tenure recommendation, each will be responsible for placing its
recommendation in writing.

By December 1, the written documentation will be forwarded to the
Vice President of Instruction, the applicant, Faculty Association
President, and Human Resources Office.

By December 8, the College President and the Faculty
Association President will constitute the Tenure Appeal
Committee (TAC). (See Letter A*) The President will forward
the recommendations and the faculty member’s portfolio to the
TAC by December 8.

By January 10, the TAC will meet, review the case, and make
a recommendation in accordance with the provisions of
Section 3.g. below. The TAC will submit its recommendation
to the College President. This recommendation will be
forwarded to the applicant, dean, and applicant’s tenured
faculty peer group, and the Faculty Association President.

By February 1, the College President will notify the Vice President
of Instruction, applicant, dean, tenured faculty peer group, Faculty
Association President, and Human Resources Office of their
recommendation to be submitted to the Board, including the
recommendation received from the TAC.

February 10 is the deadline for the applicant to request a review by
the TAC.

By the first Board meeting in March, formal Board action
regarding tenured status will be made. Only the Board has the
power to grant tenure.

By April 1, written notice of the Board’s action will be given by
the College President to the applicant. If the Board approves a
recommendation for tenure, the faculty member becomes tenured
upon commencing work in the following academic year.
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The steps for a department’s non-recommendation of tenure are as follows.

a. By the first day of instruction of Fall term, the applicant will
submit a completed Tenure Application Portfolio to the Dean
and Tenure-track Committee.

b. By October 31, the Tenure-track Committee will issue a summary
report and recommendation on tenure.

C. By November 15, the dean, Tenure-track Committee members, and
tenured faculty peer group will meet in a face-to-face confidential
meeting with regard to the recommendation of tenure. If the dean
and a simple majority of the tenured faculty peer group agree on a
non- recommendation of tenure, then the dean will compile this
information in the form of a letter.

d. By December 1, the faculty member who has not been
recommended for tenure will be notified of the reasons in writing
by the dean. A copy of this notice will be sent to the Vice Preside
of Instruction, Faculty Association President, and Human
Resources Office.

€. By January 10, the Vice President of Instruction will compile
and submit the Vice President of Instruction's applicant file,
which will include the tenure non- recommendations and
applicant's Tenure Application Portfolio (by request) to the
College President.

f. By February 1, the College President will notify the Vice
President of Instruction, applicant, dean, tenured faculty peer
group, Faculty Association President, and Human Resources
Office of their recommendation to be submitted, including the
recommendation received from the TAC.

g. A faculty member who is not recommended for tenure may
request review by the Tenure Appeal Committee. A request for
review must be made in writing within ten (10) days of receipt of
the notification that tenure is not being recommended. February
10" is the deadline for the applicant to request a review by the
TAC.

(I)  The review will occur promptly and the committee will
notify the faculty member, the member’s dean, College
President, Human Resources Office, and the Faculty
Association President when an appeal may be heard (See
Letter A*). Appeals must be heard by March 1.
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(2 The TAC will apply the established criteria for tenure. The
committee will check the procedures followed for tenure
recommendation to be sure they were in accordance with due
process as required by the regulations of the College and as
outlined in the Tenure Process Manual. The committee will
review the basis for and the evidence related to the
withholding of tenure.

(3) The committee will provide the candidate an opportunity to
present orally and/or in writing other evidence that may affect
its final recommendation.

@  Decisions will be made on the basis of a secret majority vote
of all members of the committee.

The TAC will make its final recommendation to the College
President indicating its findings and its recommendations as to
whether tenure should or should not be granted. These statements
will be in writing and signed by the chair of the TAC and given
to the College President by March 1. Copies will be sent to the
faculty member, the dean, the applicant’s tenured faculty peer
group, the Faculty Association President, and the Human
Resources Office.

Upon presenting its recommendation to the College President, the
TAC will send letter B** to the faculty member.

By the first Board meeting in March, formal Board action
regarding tenured status will be made. Only the Board has the
power to grant tenure.

By April 1, written notice of the Board’s action will be given to
the applicant by the College President.

Tenure Appeal Committee

The Tenure Appeal Committee will be constituted by the College President and
Faculty Association President when a simple majority of tenured faculty and dean
disagree regarding the tenure recommendation or at the request of a probationary
faculty member who has received a notice of non-recommendation for tenure
either from the department or the College President.

The Tenure Appeal Committee will consist of six (6) tenured faculty members
with three (3) appointed by the College President and three (3) by the Faculty
Senate. The Vice President of Instruction is chair of the TAC and is a voting
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member. Members serve for the duration of the review process.

*Letter A

The Tenure Appeal Committee (TAC) has received a copy of the notice of non-
recommendation for tenure. The TAC has been charged with the responsibility of
reviewing all tenure matters and materials derived from the Faculty Evaluation
system related to your tenure process. In reviewing any appeals to a non-
recommendation, the TAC has the authority to (a) request reconsideration by the
dean or (b) request reconsideration by the tenured faculty peer group, or

(c) request reconsideration by the department or forward the recommendation of the
dean, tenured faculty, or department and the TAC to the College President even
though they differ.

Should you wish to appeal the decision of your dean, tenured faculty peer group, or
department to the TAC, the chair of the Tenure Appeal Committee must receive
written notice from you of such intent by February 15.

The present chair of the TAC is [Name, Address, college phone, college email address]

Your rights in this appeal are: (1) to appear alone or with a person of your choice to advise or
assist you; (2) to refuse to testify or to answer any questions if such testimony or answers
would tend to incriminate you; (3) to be confronted with the evidence against you; and (4) to
present evidence in your behalf.

After the Tenure Appeal Committee receives your letter of intent to appeal, the chair must
notify you within seven (7) faculty working days of such times when an appeal may be heard.
Such appeal must be heard prior to the end of February.

**[etter B

The Tenure Appeal Committee (TAC) has sent the following recommendations to the
College President. The TAC recommends: [A summary of the committee
recommendation. ]

At this point it is necessary to understand several procedural matters: (1) The major
function of the Tenure Appeal Committee is to supply the College President with
additional information and its recommendation in accordance with Article 16; (2) The
College President will submit their recommendation along with the TAC’s
recommendation and the dean’s recommendation to the College Board; and (3) The
College Board makes the final decision.

[Signed by ]
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ARTICLE 17

PROBLEM RESOLUTION PROCESS

The Problem Resolution Process provides both an informal and a formal process to investigate a
concern made about a faculty member and to determine a fair resolution. This process will be used
except: (1) in cases where a complaint is processed under Article 24 or (2) in a situation where an
outside agency (e.g. police, state agency, federal agency) may investigate.

Faculty have right to representation if they believe the situation could lead to discipline. Any resulting
discipline issued to faculty will be in accordance to the Collective Bargaining Agreement and subject
to a just cause standard as outlined in Article 6. Results of meetings/investigations will remain
confidential to the extent allowed by law.

Student/Staff/Faculty confidentiality will be maintained to the extent that is practical to reach resolution
to complaints and as allowed by law.

A. Definitions

L.

Ombudsperson: a neutral intake person who evaluates the complaints received and funnels
them to the correct process. This person is the contact for the student throughout the process.
Due to the need for neutrality of this position, the Ombudsperson will not take on the role of
Support Person for either the student or the faculty. The Faculty Association will have the
right to provide input into the selection of the Ombudsperson. The position will have strict
expectations regarding confidentiality.

Problem Resolution Form (Maxient Form): an online form for students to fill out with
concerns. The contents of the form will be mutually agreed to between the College and
Faculty Association.

Facilitator: an unbiased third party who may facilitate the informal meeting between a
student and faculty member. Their job is to facilitate communication — not take sides — and to
maintain a neutral position. These individuals will be trained in mediation skills (examples:
staff who have completed OEA training, Counselors) and will be mutually agreed to between
the College and Faculty Association. A facilitator can be used for any informal meeting
related to Article 17, but could also be used in meetings related to Article 24 if mutually
agreed upon with the student, Human Resources and the Faculty.

a. A list will be created by Human Resources during the 2021-2022 academic year.
b. The list will be maintained by Human Resources and available to faculty.

Support Person: A person who can be present during a meeting in any path to provide
additional support to one of the parties involved in the meeting. Both parties have the right to
a Support Person of their choosing. The role of the Support Person is solely to ask clarifying
questions of any parties at the meeting, but the student and faculty member must speak on
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their own behalf. If the Support Person is an employee of the College, they must attend a
College or OEA provided training on conflict-resolution prior to attending the meeting. A
support person from outside of the College will be provided expectations of their role at the
beginning of the meeting. Prior to any meeting, the Support Person will be required to sign a
confidentiality agreement.

The student also has the right to request a translator, provided by the College, in any
meeting and may access accommodations through Accessible Educational Services. The
translator will not be considered a Support Person.

B. Cooperation

L.

The faculty, administration, and students will cooperate in finding an acceptable resolution
and will abide by the resolution.

Changes to the documents or forms used for the Problem Resolution Process may be made
with the approval of the Faculty Senate and the College. Recommended changes approved by
the Faculty Senate and the College will be incorporated into the Student Complaint Procedures
Handbook, associated forms, and this Agreement. Changes will become effective with the
beginning of the next academic term.

Any reproduction, modification, distribution of this Problem Resolution Process, or portion
thereof, in any other format or document must be by mutual consent with the Faculty
Association and the College.

C. Step 1: Informal Resolution Process

1.

2.

Students are encouraged to reach resolution to their concern by talking to their faculty directly.

The informal process is student initiated within sixty (60) calendar days of the end of the
term in which the alleged concern occurred. The goal of the informal process is to provide
answers to the student’s questions and concerns and/or to come to a resolution agreeable to
those involved. Students are encouraged to reach resolution to their concern by talking to
their faculty directly. If either party would like a facilitator, they can request a college
counselor or outside professional mediator.

It is the student and faculty member’s responsibility to arrange a mutually agreeable time
when faculty are on contract for a confidential conversation.

If the informal process fails to resolve the issue, or the student does not wish to pursue the
informal process, the student may pursue the Formal Resolution Process

D. Step 2: Formal Resolution Process

L.

Students who wish to pursue the Formal Resolution Process can complete the Problem
Resolution form online. If a student needs assistance completing the form, a support person
may assist. The Problem Resolution form must be submitted online within sixty (60)
calendar days of the end of the term in which the alleged concern occurred. Due process
rights will be protected in the formal resolution process.
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2. The Ombudsperson will review the written complaint and reach out to the student to
address potential solutions via one of the following appropriate pathways.

a. Path 1: Student Guidance

The Ombudsperson recognizes the student needs other MHCC resources and refers the
student accordingly.

b. Path 2: Supervisory Intervention

The Ombudsperson forwards the student concern to the faculty member and the faculty
member’s dean. The Ombudsperson informs the student that their concern has been
forwarded to the dean for review. The dean and faculty member will discuss the matter
with the intent to resolve the issue.

1. The dean will schedule a meeting with the faculty member within ten (10)
working days of the dean’s receipt of the Problem Resolution form.

i1. If additional information is needed, the dean may contact the student to gain a
better understanding of the concern.

1. The dean will follow up with the student at the conclusion of the process.

However, any findings and/or resulting discipline will remain confidential to
the student to the extent allowed to by law

iv. A faculty member can request a support person by contacting the
Association President.

c. Path 3: Grading Disputes and other classroom or curricular issues

The Ombudsperson refers the student to the dean. The dean will forward the student
concern to the faculty member within ten (10) working days and schedule a mediated
conversation between the student and faculty with the dean facilitating the
conversation. In cases where the faculty member or student are unwilling,
uncomfortable, or unable to attend a face-to-face meeting, the dean will facilitate a
remote conversation (e.g. via Zoom) including all three parties.

1. If a Support Person will be attending the meeting, confidentiality documents
will be signed and turned into the dean.

a. If the student informs the Dean that a Support Person will be attending, this
information will be provided to the Faculty in advance of any Path 3
meeting. If either party has concerns, the Association President and
Ombudsperson will meet to discuss and decide the best path forward. In
most situations, a new support person will be provided.

i1. After the completion of the meeting, the dean will write a summary and
submit to the student and faculty member. The dean will provide this report
within ten (10) working days from the meeting.

d. Path 4: Human Resources Intervention

If it is determined that the complaint is regarding allegation(s) of a violation of law, as
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defined in Article 24.E, the Ombudsperson will immediately refer the complaint to
Human Resources. Per Article 24.H.5 and 24.H.6, a faculty member will be notified and
presented with the student concern intake form within five (5) working days of the
receipt of the complaint. Any reporting requirements under State and Federal Law will
be followed.

1. Any complaint processed using Path 4 will not subsequently be reviewed
through the Article 17 process. Any specific complaint cannot be processed
more than once.

In situations where a student concern has both Path 2 and Path 3 issues, the concern will
be forwarded to the faculty member and the dean will schedule a meeting within ten (10)
days to discuss the Path 2 issue. After the conclusion of the Path 2 issue, a meeting for
Path 3 will be scheduled by the dean unless the faculty and dean agree it is unnecessary.

Situations involving a student believing they have been bullied are considered to be a Path 2,
except where discrimination or harassment are involved. In these situations the
Ombudsperson will forward the concern to be processed through Path 4 (Article 24).
Notification of Path 4 issues will be provided to Association President.

If the faculty member has concerns about the path chosen, they may contact the Association
President. The Association President or designee will review the decision with the Associate
Vice President of Human Resources or designee to make a final determination.

All Path 2 and Path 3 concerns will be resolved within a thirty (30) working day timeline.
If the situation cannot be resolved by the thirty (30) working days, the faculty member will
be notified and provided a estimated date for conclusion.

a. If a student does not respond to a request for information or request to meet within thirty
(30) working days, and the College does not have enough information to continue the
investigation, issue will be closed.

. Collaboration

1. The Ombudsperson, Vice President of Student Development, Associate Vice
President of Human Resources, and Vice President of Instruction will meet with the
Association President and three additional faculty members annually to assess the
process, discuss scenarios and path placement.

2. The Faculty Association President, or designee, and the Ombudsperson, or designee,
will provide a joint training for the Instructional Administrators and Faculty Senate
in 2021- 2022 academic year.
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ARTICLE 18

GRIEVANCE PROCEDURE

Intent and Scope

1. The purpose of this procedure is to provide an orderly method of
resolving grievances. A determined effort will be made to settle any
such differences at the lowest possible level in the grievance procedure.
Meetings and discussion involving grievances and grievance procedures
will be scheduled so as not to interfere with the faculty member’s duties.

2. The resolution of grievances arising out of misrepresentation or
improper application of specific terms and conditions of this
Agreement will be submitted for solution in accordance with the
provisions of the grievance procedures.

Definition

1. Grievance: a grievance means a dispute about the interpretation or
application of a specific provision of this Agreement.

2. Grievance procedure: grievance procedure refers to the settlement
process of the grievance.

3. Grievant: any faculty member, members of the Faculty Association
or the Faculty Association who believes that rights granted under this
Agreement have been violated can initiate the grievance procedure.

4, Parties directly involved: the phrase “parties directly involved” refers to
the grievant, the administrator who made the decision or took the action
which is being grieved, and any administrator who has given a decision
in the grievance procedure.

5. Days: the term “days” when used in this Article will, except where
otherwise indicated, mean College working days of the grievant.
Weekends, holidays, or management non-service days are excluded.

Time Limit for Filing

A grievance must be submitted within twenty (20) College working days of the date
the employee knew of or had reasonable cause to know of the alleged violation of the
Agreement that gives rise to the grievance.

Notification

If a grievance is filed without the involvement of the Faculty Association, the
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Faculty Association President will be notified by the grievant within a reasonable
time of the filing.

Procedure Guidelines

1. The grievant has the right to request assistance and representation of the
Faculty Association by notifying the Association President of their intent
to file a grievance.

2. A Faculty Association representative has the right to be present and to
assist in the resolution of the grievance at each step of the procedure. The
administrator is entitled to have the assistance of another administrator in
the grievance process.

3. The grievant and the other parties directly involved (hereinafter called
the “parties”) will be paid their regular rate of pay for time scheduled by
management during their regularly scheduled working hours for
resolving the grievance.

4, The parties will notify their supervisors for approval when it is
necessary for them to be away from their work in connection with any
processing of the grievance.

5. Time limits may be reduced or extended by mutual agreement.

6. The power, function, and content of Board prerogatives, policies
and College regulations will not be subject to grievance and/or
arbitration, except for those delegated, granted, or modified in
this Agreement.

7. The Association may file a formal grievance on behalf of its
membership at any time.

Informal Procedure

L. The grievant(s) will discuss the grievance with the administrator(s) who
made the decision or took the action being grieved (hereinafter called
the administrator) within twenty (20) working days as prescribed in
Section C. Every effort will be made by all parties to resolve the issue(s)
in the informal steps.

2. The steps for the informal grievance procedure are as follows.

a. The grievant should identify the grievance as a grievance. The
topic for discussion will be included in the notification.

b. The grievant shall meet with the administrator and identify the
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meeting as the first step in resolving a grievance through the
informal process. This meeting will focus on solving the
identified problem and finding solutions if appropriate. If a
solution cannot be agreed upon in the meeting, the meeting may
include a non-binding discussion to identify potential articles in
dispute.

C. Upon notification, the administrator will respond within a
reasonable time, not to exceed ten (10) working days.
Within the first five (5) days of this timeline, the
administrator may request a follow-up meeting. That meeting
must be scheduled based upon the faculty member’s
availability within this ten-day timeline.

d. If the grievant is not satisfied with the resolution of the
grievance provided by the administrator(s), the grievance will
proceed to the appropriate Vice President within a reasonable
time, not to exceed ten (10) working days. The notification to
the Vice President shall state the alleged contract violation with
article citations. Citations of the alleged violations shall be
non-binding in the informal process.

e. Upon notification, the Vice President will meet with the
grievant within five (5) working days and following the
meeting, respond within a reasonable time, not to exceed ten
(10) working days.

f If the grievant is not satisfied with the resolution of the
grievance provided by the Vice President, they may proceed to
utilize the formal grievance procedures within a reasonable
time, not to exceed five (5) working days.

G. Formal Procedure

1. Step 1 - Human Resources

The grievant shall prepare a written statement of the acts including the
clause(s) of the Agreement alleged to be violated and the remedy sought
(hereinafter referred to as the grievance statement). The grievance
statement will be the basis for any further formal consideration of the
grievance and will not be materially altered when presented for
consideration at the various steps in the grievance procedure. The
grievant will submit the written statement to the Associate Vice President
of Human Resources within ten (10) days following the response of the
Vice President in the informal process. A meeting between the grievant
and the Associate Vice President of Human Resources will occur within
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five (5) days of the submission of the written statement. The Associate
Vice President of Human Resources shall answer in writing within ten
(10) days after such meeting.

Step 2 - College President (Optional Step)

If there is no resolution to the grievance in Step 1, the College President
may review the grievance at the request of either party or on their own
volition. To do so, the President notifies the Association President and the
grievant(s) in writing that he/she has the grievance under review. The
College President has ten (10) working days to achieve a resolution after
the Association President receives written notice.

Step 3 — Arbitrator

a. The formal grievance responses from Step 1 and from Step 2 (if
Step 2 was used) will be reviewed by the Association. If the
Association determines that the grievance will be appealed to
arbitration, the Association will file a written notice of a
request for arbitration with the College President within ten
(10) working days.

b. Within five (5) working days after such written notice of
submission to arbitration, the College President or designee and
the Association President or designee will agree upon a
mutually acceptable arbitrator and will obtain a commitment
from the arbitrator to serve. If the parties are unable to agree
upon an arbitrator or to obtain a commitment within five (5)
working days, a request may be made to the Oregon
Employment Relations Board by either party for a list of five
(5) arbitrators on the ERB and the AAA list who reside in
Oregon or Washington. Upon receipt of the list and by lot, the
parties will alternately strike names until one remains.

C. The arbitrator selected will hold hearings on the matter as promptly
as possible and give a decision within thirty (30) calendar days of
the close of the hearings or thirty (30) calendar days of receipt of
post-hearing briefs if such have been submitted.

d. The hearing and all other proceedings will be conducted
according to the Voluntary Labor Arbitration Rules of the
American Arbitration Association.

e. The arbitrator(s) have no right to amend, modify, nullify, ignore,
add to, or subtract from any provision of this Agreement. They
will consider and decide only the grievance statement submitted in
writing by the Board’s representative and the Association. They
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will have no authority to make decisions on any other matters. The
arbitrator(s) will be without power to make decisions contrary to,
inconsistent with, nor modifying or varying in any way the
applicable laws and rules and regulations having the force and
effect of the law. The decision will be based solely upon
interpretation or application of the terms of this Agreement to the
facts of the grievance. The decision of the arbitrator shall be final
and binding.

The parties will equally share the cost of the fees and
expenses of the arbitrator(s) and of a written transcript.
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ARTICLE 19

FRINGE BENEFITS

The College will provide medical, pharmacy, vision, and dental insurance.
Faculty may select any plan level for which they qualify (i.e. single vs.

family).

1. Health insurance plan coverage will begin on the first day of the month
following the first day of employment for a faculty member. If the first
working day for a faculty member falls between the 1st and the 14th of
the month, the College will provide a stipend equivalent to half of the
insurance premium for the plan the faculty member selects, payable in
the first paycheck after that selection is made.

2. Medical Coverage

a

For any faculty member who selects Kaiser 1, their contribution
will be 13% of the premium for medical and pharmacy. A Kaiser 1
enrolled faculty member’s maximum annual contribution to all
health, pharmacy, vision, and dental insurance premiums shall be
no more than 10% of the salary stated for Step 0 of the Salary
Schedule listed in Article 21.

For any faculty member selecting a Moda plan or Kaiser 3, the
College will contribute an amount equivalent to 100% of Moda Plan
6 or closest equivalent plan available from OEBB premium and
80% of the maximum health savings account (HSA) contribution
allowed by federal law, excluding the “catch-up” for faculty over
the age of 55. This amount can be used for paying premiums and/or
contributions to HSAs. In the situation where a plan equivalent to
Moda Plan 6 is no longer available, the College will contribute no
less than the previous year’s total premiums and HSA amounts
increased by the average OEBB percentage increase for that year.

3. Health Savings Accounts (HSA)

a

Health savings account contributions will be available in two
payments. Twenty-five percent (25%) of the contribution stated in
2.b will be submitted to the HSA provider no later than the 15™ day
of the month in which the medical plan year begins and seventy-five
percent (75%) of the contribution stated in 2.b will be submitted to
the HSA provider no later than the 15" day of January. New HSA
participants will have their plans open in compliance with IRS
regulations on the Ist day of the plan year. New hires who begin
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employment outside of the benefit plan year will have the HSA
contributions prorated.

b. The college will provide, at no cost, an HSA account for active
employees and covered retirees and for any other OEBB covered
family member who does not qualify as an IRS dependent.

4. A faculty member’s contributions toward dental insurance premium
costs will be 13% of the premium.

5. The college will pay the full vision premium costs for Moda Quartz and
Kaiser Vision. Moda Opal will be offered for faculty and the College
will contribute the same amount to the premium for Moda Opal as it
does for Moda Quartz. (Faculty will be responsible for any additional
premium costs.)

6. The College will continue to support FSA accounts and/or FSA-
limited accounts for faculty.

7. Neither party intends that any confidential health information be
disclosed for the purpose of meeting these contractual obligations.

The Association and College agree that during the hiatus between
contracts, benefits levels will be maintained.

The College will provide group life insurance amounting to two (2)
times the basic contract salary (rounded to the nearest $1,000) of the
faculty member.

The College will provide group accidental death and dismemberment
insurance amounting to two (2) times the basic contract salary (rounded to the
nearest $1,000) of the faculty member.

The College will provide long-term disability insurance, for approved
benefit claims beginning after the 90-day elimination period, at a level equal
to what was provided during the 2007-2008 academic year.

A faculty member who receives a benefit under Workers” Compensation
Insurance or Paid Family and Medical Leave Insurance may elect to use
accrued sick leave to make up the difference between their benefits and
their normal pay. Upon receiving written notice of such an election, the
College shall deduct and apply the number of accrued sick leave hours
necessary to ensure that the employee receives their normal pay.

Effective academic year 2024-25, the salary schedule shall be increased by

6% to reflect that the College shall no longer pay the six percent (6%)
employee contribution toward PERS.
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The College will maintain the current tuition waiver plan for faculty members,
their spouses/domestic partners and their eligible dependents eligible through
age 23. Faculty members and their spouses/domestic partners will pay only
course specific fees.

The College will provide a swim pass for faculty members, their
spouses/domestic partners and their dependents through age 23.

The College will maintain voluntary payroll deductions for tax-sheltered
annuities, supplemental life insurance, United Way, and other mutually agreed
upon voluntary

deductions. The Association grants the right and authority to the Board and its
representatives, upon notification, to automatically make individual
membership adjustments for cost increases in voluntary premium deductions
whenever they occur. The Association will further hold the district harmless
for any cost increases in these voluntary premium deductions.

For all faculty-initiated deposits (College approved vendors for HSA, FSA, TSAs,
403b/457, etc) the College will deposit the monies no more than 20 working days
from the date the pay was requested to be withheld. Faculty are required to submit
all necessary forms to Payroll by the monthly payroll deadline.

The parties agree to review, if requested, the carrier and benefits listed in this
Article of any fringe benefit program. By mutual agreement, changes in the fringe
benefit programs may be made for each of the years in this contract.

A district health benefits committee serves as a common information source to
the Association membership and all other groups for all represented and non-
represented district-funded staff. The Association will participate in and appoint
two of its members to serve on the committee. The committee will function to
create a consensus of all members on a recommendation of health insurance
coverage. The committee cannot make changes to benefits, but is for
information dissemination and collection and consideration of plan/benefits
options. All recommendations by the committee will be considered following
Section K.

Faculty benefits committee members who are needed during the

summer for meetings will be compensated through a project agreement
for each meeting.
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ARTICLE 20

PLACEMENT AND ADVANCEMENTS

Placement

1. The initial placement for each faculty employee will be based
on the following criteria:

a. Without Master’s Degree Step 12

b. Master’s Degree Step 11

c. Doctoral Candidacy/ABD (All But Dissertation) status Step 10

d. Earned Doctorate degree Step 9
2. One (1) step for each year of full-time College teaching experience.

3. One-half (1/2) step for each year of full-time public or private school teaching.

4. One-half (1/2) step for each year of full-time commercial and
industrial work experience where directly applicable to subject
field.

5. Initial placement shall not exceed more than four (4) steps for

teaching and/or work experience.

6. Initial placement under 1.c. and 1.d. above will occur only if the
advanced degree is related to the faculty member’s assigned duties.

7. The College reserves the right to make exceptions above this
maximum initial placement at the College President’s discretion
for unusual situations.

8. Faculty will receive the College “pickup” of PERS once they
have met their eligibility based on Oregon statutes.

9. Faculty hired in a non-tenure track position who are subsequently hired
into a tenure track position will receive any step increase earned by their
service in the non-tenure track position.

Advancement

1. The dean for each division will recommend to Vice President of
Instruction any faculty member’s salary schedule advancement or
non-advancement.

2. The Vice President of Instruction will recommend to the College
President salary schedule advancements and non-advancements. The
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College President will make their recommendations to the Board who
will make the final decision on the recommendation.

3. The Faculty Association may recommend guidelines, standards, and criteria for
advancement to the College management, but such recommendation is advisory
only.

4, Professional-level performance includes, but is not necessarily

limited to, the following minimum criteria:

professional knowledge of one’s subject area

substantial compliance with course outlines and outcomes

preparation of relevant lesson presentations

adequate attendance at classes

reasonable retention of class sizes from start of term to end of term
satisfying relevant instructional needs of the students

adequate learning rapport between the instructor and students

adequate student involvement in the learning process

adequate classroom order and control

satisfaction with the duties stated in the faculty member’s job description

TISER he a0 o

5. Faculty members who have not met the minimum criteria for
professional- level performance will be subject to non-advancement
and/or dismissal.

6. A one-step advancement for completion of doctoral candidacy/ABD or
for earning a Master’s or doctorate degree will occur only if the
advanced degree is related to the faculty member’s assigned duties.

Definition of Doctoral Candidacy/ABD

Doctoral candidacy/ABD is defined as the step in the completion of a Ph.D.,
Ed.D., D.M.A., or other doctoral degree program where all course work has been
completed except for the dissertation (ABD). The individual has passed any
candidacy examination(s) required by their graduate school. Verifiable
documentation of candidacy may include a letter from the institution conferring
candidacy status or official transcripts indicating candidacy status has been
achieved.
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ARTICLE 21
SALARY PACKAGE

A. Salary Schedule Index

The salary schedule below shall be the official salary schedule for all employees in the
bargaining unit effective upon ratification of this Agreement and limited to the duration of this
Agreement, except by mutual written consent of the parties. The yearly salary schedule index
will be posted on the web and include Daily, ILC, Summer Teach and Extra Teach rates.

Full-time Faculty Salary Schedule

Step 2022-2023 2023-2024 2024-2025
0 § 105,186 § 110,974 $ 121,747
1 § 100,656 |$ 106,195 $§ 116,504
2 $ 96322 § 101,622 |§ 111,487
3 $ 92,174 |$ 97,246 $ 106,686
4 $ 88,205 |$ 93,058 $ 102,092
5 $ 84,407 |$ 89,051 $ 97,696
6 $ 80,772 |$ 85,216 $ 93,489
7 $ 77,294 |$ 81,546 $ 89,463
8 $ 7396 $§ 78,034 |§ 85611
9 $ 70,781 |$ 74,674 § 81,924
10 $ 67,733 |$ 71,458 $ 78,396
11 $ 64,816 |$ 68,381 $ 75,020
12 $ 62025 $ 65436 $ 71,790
B. Schedule Adjustments & Step Advancements
I. The four and one-half percent (4.5%) increase between steps will be maintained.

2. The amount of COLA for fiscal year 2022-2023 will be increased by six percent (6%),
as shown above. The amount of COLA for fiscal year 2023-2024 will be increased by
five and a half percent (5.5%). The amount of COLA for fiscal year 2024-2025 will be
increased by three and a half percent (3.5%). The amount of COLA for 2025-2026 will
be increased by the average of the Consumer Price Index-U for Seattle and San
Francisco, published February, but shall be neither less than two percent (2%) nor
greater than five percent (5%). Human Resources will publish the upcoming salary
schedule by March 31 of each year.
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During the term of this agreement, cost of living adjustments will occur at the start of a
faculty member’s service calendar. Faculty shall move to the next step of the Salary
Schedule effective the first term of their employment in the fiscal year.

The Salary Schedule for 2024-2025 above reflects an additional 6% increase consistent
with Article 19.G. employee PERS contributions.

A lump sum payment of 6% of all amounts earned in 2022-2023 not specifically
excluded as non-retroactive by this contract will be made in the paycheck following
ratification for all active employees, full-time and retired.

Longevity Pay

At the start of the fiscal year, faculty who have served five (5) or more years at Step
0 will receive a longevity pay. Longevity for 2022-2023 and 2023-2024 is $2,750,
and for 2024-2025, this amount is $3,374.

At the start of each fiscal year, faculty who have served two (2) to four (4) years at Step
0 will receive a longevity pay. Longevity for 2022-2023 and 2023-2024 is $1,750, and
for 2024-2025, this amount is $2,147.

Amounts in C.1 and C.2 above will be increased annually by the COLA from Section
B.2 beginning in 2025-2026.
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ARTICLE 22

RETIRED FACULTY

A. Written Notice of Retirement

1. To receive incentive pay or fringe benefit payments under this Article,
faculty must give the College written notice of retirement on or before the
Friday of the first week of instruction in the academic term in which the
retirement will occur. The faculty member must work, either as an active
employee or a working retiree, through the end of an academic term at
their daily rate of pay on the salary schedule.

2. At the age of 55 or older, faculty may retire from the college without filing
retirement paperwork with PERS and still receive the benefits and rights in
Article 22.

B.  All tenured retiring faculty members will be entitled to the benefits listed below:

1. Tuition Waivers

Retired faculty members and their spouses or domestic partners and
eligible dependents through age 23 shall receive tuition waivers as
granted to regular full-time faculty members. Faculty members and
their spouses/domestic partners will pay only course specific fees.

2. Teaching Assignment

The parties acknowledge benefits to tenured retired faculty providing additional
services and instruction after separation of employment and post retirement.

a. A retired faculty member shall be paid at a rate prorated at the base
rate for their educational level and will receive support assistance
equivalent to that of part-time instructors. Administrative support,
college services, and access to office space shall be no less than what
is afforded to part-time faculty. Specifically, retired faculty shall be
provided appropriate space for confidential student interactions.

b. By mutual consent of the College and the retired faculty member, a
retired faculty member may teach up to the maximum allowed by
PERS, but no more than forty-five (45) ILCs, or the equivalent for
non-ILC loaded instructors.

C. With satisfactory review, as identified in sub-paragraph B.3 of this
article, retired faculty members will be guaranteed the opportunity to
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teach up to three (3) or four (4) ILCs per term and up to nine (9) to
twelve (12) ILCs per year with the exception of regular faculty who
teach laboratory classes. Loading for laboratory classes will be 6.25
ILC’s per term or 18.75 ILC’s per year at the same rate of pay listed
above. A request by a retired faculty member to teach up to the limits
cited above will be honored unless program needs cannot be
adequately met by such assigned teaching.

Retired faculty members have the responsibility to notify the
appropriate dean in a timely manner of their availability to teach.
Timely notice is the same time that the full-time faculty members
decide their schedules. Retired faculty will be notified by the
College of available courses in a timely manner. Retired faculty will
also be notified if no classes are available.

College email addresses of retired faculty will be maintained by the
College. The email account will remain active for 14 months after
the last teaching assignment unless a faculty member notifies the
dean sooner that they are no longer interested in teaching. If after 14
months, the faculty member has not notified a dean of the desire to
teach, the email account may be removed. Should a faculty member
notify a dean at a later time that they would like to teach, the email
address will be provided and remain active per the parameters
outlined above. These email addresses are to be used only for
College business and are subject to the College’s appropriate use
policy. Retired faculty will be notified via their College email
account of available courses and all employment related
communication.

Retired faculty will provide office hours each week
commensurate with their instructional load, but not less than one
hour per week, as part of their professional responsibilities.
Retired faculty shall define the hours and mode of availability
(face-to-face, web conferencing, etc.). The method will be
communicated in the course syllabus and provided to the area
support staff.

A retired faculty member shall receive one hour per term of paid
sick leave per ILC. Unused sick leave will accumulate up to a
maximum of 80 hours and be available for use in subsequent
academic terms. Sick leave allocation will be reviewed annually by
HR to make sure it meets the minimum allocation required by law
and if the law requires greater benefits, those shall be provided and
the Association President will be notified of the change.

When a retired faculty member substitutes for another instructor

who is absent because of jury duty, illness, bereavement, or
emergency leave of short duration (one (1) to five (5) days), he/she
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will be paid per hour by dividing Step 0 of the daily rate by seven
(7) hours. Duration of six (6) or more days or more than ten (10)
percent of the class load will be ILC loaded at the retired faculty
rate.

1. A retired faculty member and another faculty member may mutually
agree to exchange instructional class time to provide coverage for a
planned absence of short duration (one (1) to five (5) days).

3. Evaluation of Retiree Teaching

a. Retired faculty who continue to teach for the College will have a
formal evaluation conducted by their dean once every forty-five
(45) ILCs or three (3) years, whichever comes first. The evaluation
will include a self-report. A classroom observation will be
conducted by the dean or another full-time faculty member within
the discipline, as mutually agreed between the faculty member and
retiree.

b. When concerns related to a retiree’s performance arise the
appropriate dean will discuss the matter with the retiree in a
personal conference. If the concern is addressed no further action
is necessary.

If the concern is not addressed the retiree will be provided due
process. Article 16 provisions for the evaluation process will be
followed, up to and including a plan of assistance.

C. No retiree can be terminated without just cause (Article 15).
C. Faculty members who have served the College for a minimum of ten (10) years
continuous district service immediately prior to retirement from the College and

who are at the top two steps will be entitled to the following benefits:

1. Fringe Benefits

a. Faculty who are not yet Medicare-eligible and retire will choose between:

(I)  Any employee-only medical insurance benefits plan offered
(with 100% of the premium paid by the College), with
coverage up to the age of Medicare eligibility. In addition to
the premium, faculty choosing Moda Plan 6 or Kaiser 3 or
closest equivalent plan available from OEBB will receive
eighty percent (80%) of the maximum health saving account
(HSA) contribution allowed by federal law, excluding the
“catch-up” for faculty over the age of 55.

(@) A subsidy equal to the two-party Moda Plan 6 or closest
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equivalent plan available from OEBB premium and eighty
(80%) of the maximum health savings account (HSA)
contribution allowed by federal law, excluding the “catch-up”
for faculty over the age of 55. This subsidy will be in effect
for a maximum of four (4) years from the date of retirement
for the faculty member, but not beyond the age of Medicare
eligibility. Faculty members are eligible for this option only if
this faculty member qualifies for two-party coverage. This
subsidy may be allocated in whole or in part for any College
medical, dental, vision, and/or life insurance benefit plans for
the faculty member, the faculty member’s spouse, IRS
dependent(s), and/or domestic partners. Any premium costs
not covered by the subsidy will be borne by the retired faculty
member. A retiree who becomes ineligible for two-party
coverage reverts to the provision in la.1 above.

Faculty members will have those retiree fringe benefits stated
in the collective bargaining agreement in effect on the date of
retirement.

Retired faculty members, spouses, eligible dependents, and/or
domestic partners will have the right to participate in the College's
medical, dental, vision, and life insurance plans on a self-pay basis
with the same age restrictions that full-time faculty have.

Early Retirement Incentive

Faculty hired after January 1, 2000, are ineligible for incentive pay
under this Article.

() Retirement before age fifty-five (55) with thirty (30) years
creditable service under PERS - receive incentive pay of
$25,363

() Retirement at age fifty-five (55) through fifty-eight
(55-58)- receive incentive pay of $25,363

)] Retirement at age fifty-nine (59) - receive incentive pay of$19,032

@ Retirement at age sixty (60) - receive incentive pay of $12,681

®) Retirement at age sixty-one (61) - receive incentive pay of $6,341

©) Retirement at age sixty-two through sixty-four (62-64) -
receive incentive pay of $2,700.

) Retirement at the age of sixty-five (65) or older will
receive no incentive pay.
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The incentive pay listed above will be subject to prorating for
faculty members who have a reduced contract during the last ten
(10) years prior to early retirement. Pro-ration of early retirement
incentive is equal to the total ILCs for the prior ten (10) years, not to
exceed forty-five (45) ILCs for any given year, divided by four
hundred fifty (450) ILCs.
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ARTICLE 23

REDUCTION IN STAFF

Need for Reduction in Staff

In the event of financial exigency and/or budget reduction or course reductions,
program changes, program or course eliminations, or decreased student
enrollment as the College Board determines and in accordance with Article
1,(Recognition), the Board will determine the number of faculty members to be
eliminated and will implement such reductions in staff after the process described
in this Article has been accomplished.

Determining Procedures

The position(s) to be eliminated will be based upon seniority in the bargaining
unit providing the remaining faculty are qualified to teach the courses to be
offered including requisite accreditation, industrial certification and third-party
contractual obligations.

Procedural Conditions

1. In the implementation of a reduction in staff, no faculty member will be laid
off as long as part-time instruction equivalent to one FTE instructor exists,
the full-time instructor is qualified to teach each of the courses, and the
faculty member is able and willing to teach the combination of courses at the
days and times that the courses have been scheduled (if the schedule is fixed)
or at the days and times that the courses reasonably can be scheduled (if the
schedule is not yet fixed).

2. Any classes beyond a full load for full-time faculty will be first
offered to qualified faculty on layoff status at pro rata pay, based
upon the faculty member’s salary at the date of termination.

3. In developing a list for reduction in staff, the College Board
recognizes that instruction is a most vital function of the College, and
reduction in staff should reflect this dedication to preserve the
instructional mission and goals of the College.

a Prior to any public announcement, the President will notify the
affected faculty member in writing stating the reasons and
effective date of the reduction in force. The only exception to
this condition would be if a conversation with the Board of
Education is legally required to be in public session. The Faculty
Association president will be copied.

4. In the event of an actual reduction in staff, no management employee,
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regardless of prior faculty bargaining unit service, will be assigned any
faculty bargaining unit work in excess of previous standards if such
assignment results in layoff of a faculty member.

Seniority

When more than one faculty member in the bargaining unit is qualified to occupy
a position which is not being eliminated or reduced, seniority will be the
determining factor in all actions regarding reduction in staff. Seniority will be the
total length of unbroken full-time service (fifty percent (50%) or greater) within
the full-time faculty bargaining unit with the College. For the purpose of
determining seniority, all authorized leaves will be considered as time worked.

The length of continuous service will be determined by applying the following
criteria in descending order:

1. first date of full-time contracted employment
2. date of Board presentation
3. first date of acceptance signature on employment contract agreement
4. first date of acceptance on a letter of intent to accept
full-time employment with the College District or its
predecessors
5. by drawing lots.

Reassignment

When a faculty member accepts a reassignment because of staff reduction, their
seniority benefits, including faculty tenure, are maintained.

Lavyoff Rights and Status

1. Faculty members who are unemployed because of reduction in staff will
have their medical insurance benefits paid by the College for a period
not to exceed three (3) months, provided they are (a) not employed
elsewhere, (b) not covered by a spouse or domestic partner, or (¢) not
covered by any other source.

2. The College will provide a layoff letter indicating the reason for the
layoff.
3. Faculty members whose contracts have not been renewed due to

reduction in staff may elect to go on layoff status. Faculty members on
lay off status may maintain their seniority (bumping) rights for one year.
This time may be used to complete a professional development plan
agreed upon by the College President and the faculty members that
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would qualify or update their qualifications to teach in the following

year.

4. Faculty members on layoff status will be placed on a re-employment list for three
(3) years.

5. Faculty members on lay-off status will maintain their tuition waiver plan provided in

Article 19.H (Benefits: Tuition Waiver) for two full academic calendar years from the
effective date of layoff.

6. A faculty member on layoff status must register availability with the
Human Resources Office by the last working day of each quarter,
including summer. Failure to register or to respond to a job offer within
ten (10) working days will terminate their layoff status and all
employment rights for that quarter.

7. Full written explanation of all obligations and rights pertaining to layoff
will be provided by the Associate Vice President of Human Resources of
the College to members electing to go on layoff status.

8. Faculty members shall be notified of re-employment opportunities by
certified mail with return receipt requested sent to their last known
address. Faculty are responsible for maintaining a current address on
file with the Human Resources Office.

9. Faculty members on the re-employment list will be able to continue at
their own expense fringe benefit coverage available to them while on
layoff status. Faculty members on the re-employment list will be sent
announcements of staff openings.

10. The Faculty Association will be provided with a re-employment list as
well as announcements of staff openings and copies of all
communications to faculty related to layoff status.

Timely Notice

Notice of layoff to affected individuals because of a reduction in staff will be
given in sufficient time to allow at least one additional full term to be completed
before layoff is implemented. In such cases where a full instructional load is not
available during this one (1) additional full term, reassignment to other areas of
the College may be used to provide a load equivalent to a full-time load until that
individual begins layoff status.

Right to Recall

1. A full-time faculty member whose contract is not renewed as a result of
this reduction in staff procedure will have the right to be recalled to any
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open district- funded position in the bargaining unit provided that the
individual is determined to be qualified for the position. The right to
recall shall extend three (3) years from the date of layoff.

If a position not funded by College general funds becomes available during
the recall period, the College will offer the position to the laid-off faculty
member if they are qualified for the position, satisfies any applicable
requirements of the grant or contract or of the granting or contracting
agency, and agrees to a minimum time period for the assignment (if one is
specified) in order to ensure continuity. The faculty member may accept
the position but retain the right to be recalled to a district-funded position.
That recall right can be exercised during the three-(3) year recall period,
after completing any agreed-upon minimum service period in the grant or
contract-funded position. The faculty member may reject the grant or
contract-funded position and remain on the recall list.

Grievance

Decisions made by the College Board under the provisions of this Article shall be
subject to the grievance procedure of this Agreement provided that:

In order for such a grievance to be filed in a timely manner, the
affected faculty member may not initiate their grievance until the
provisions of G. have been followed by the College.

For the purposes of this Article, the grievant has the burden of proof to
demonstrate that the College Board’s decision(s) under a reduction in
staff should be overturned or modified only because the procedures of
this Article were not properly applied.

Non-District-Funded Positions

L.

If the grant or special contract terminates and if the faculty member has
four (4) years of service in the faculty bargaining unit with satisfactory
evaluations, the faculty member will be offered, if available, and without
utilization of the normal recruitment and selection process, an open
position in the same instructional area. If a District-funded position is
offered, the first year in the new position may be used as the last year of
probationary status as described in Article 16.C.2.c (Tenure Process for
Faculty Changing to a District-Funded Position). The faculty member
cannot bump into a position that is not vacant. If the faculty member
meeting the criteria of this section is not offered or does not accept another
position, they will be laid off.

If the faculty member is laid off, they will have the right to recall to the

position held before layoff, if the grant or special contract is restored. If the
faculty member is determined qualified under section H.1 of this article
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(Right to Recall), the faculty member will also have recall rights (a) to an
open position in the same instructional area or (b) if no such position
exists, to another open position. The right of recall shall extend three (3)
years from the date of layoff.

If fewer than all faculty positions in the program are being eliminated,
seniority among faculty in the program who are qualified to do the
remaining work will determine the order of layoff.

The non-District-funded faculty member will be given the same
length of notice as described above for faculty in District-funded
positions provided that the College has received sufficient advance
notice of the reduction or elimination of the special funds or program.

The laid-off non-District-funded faculty member who is unemployed is
entitled to the same medical insurance continuation as a laid-off faculty
member in a District-funded position.

These provisions regarding reduction in staff do not apply to
the normal, scheduled conclusion of a non-District funded,
temporary program.

These provisions do apply if a faculty member in a non-District-funded
position is bumped by a faculty member who is being laid off from a
District-funded position.
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ARTICLE 24

EQUAL EMPLOYMENT OPPORTUNITY, NON-DISCRIMINATION,
AND DISCRIMINATION/HARASSMENT COMPLAINT
PROCEDURE

The College and the Association are in agreement with the policy and practice of
providing equal opportunity and consideration to all candidates for employment
and to all employees irrespective of age, gender, race, color, religion, physical or
mental disability, national origin, marital status, sexual orientation, pregnancy,
veteran’s status, familial relationship, expunged juvenile record or other status or
characteristic protected by law, or association with individuals in such protected
status or characteristic.

The College and the Association are committed to maintaining a respectful
working and learning environment with a zero tolerance policy regarding all
forms of discrimination or harassment. It shall be the responsibility of all
college members to maintain a work and educational environment that is free
from such harms.

The College and Association will cooperate in making reasonable
accommodations to applicants and employees with disabilities.

No part of this article is meant to limit an individual’s right to access
legal processes regarding discrimination.

The following definitions will be used when addressing complaints under this article.

1. Discrimination is a legal term referring to conduct that
treats an individual unfairly or differently based on a
protected class as described in A.

2. Harassment is a form of discrimination based on a protected class as
described in A, including any conduct that has the purpose or effect of
creating an intimidating, hostile, or offensive work environment or of
unreasonably interfering with an individual’s performance as an
employee, student, College visitor, or member of the College
community.

3. Sexual harassment is a legal term referring to any unwelcome sexual
advances, requests for sexual favors, and other unwelcome verbal or

physical conduct of a sexual nature.

Academic Freedom

The academic environment is one where the exploration of ideas and material is
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expected and encouraged. Not all of these ideas and materials, or the discussion
engendered by them, will be, or should be, agreeable and acceptable to every
individual. In fact, the search for knowledge has always created disagreement
and controversy. It is one of the most basic tenets of the academic environment
that the free discussion of ideas, no matter how unpopular the ideas are or how
uncomfortable individuals may be made by the ideas, is essential to achieve the
purposes of postsecondary education. Discomfort, no matter how real or intense,
within the content of academic discourse, should not be the basis of a charge of
discrimination.

Faculty Members Subjected to Discrimination or Harassment

1.

Any faculty member who believes himself/herself to be subjected to
discrimination is not required to, but may discuss the matter with the
alleged harasser. If the concern is not resolved informally, the faculty
member may make a formal complaint either orally or in writing with the
Associate Vice President of Human Resources or Affirmative Action
Officer.

At the request of the faculty member, an Association representative will
be included to support the faculty member through the process.

Complaints shall follow the process in section I.

Faculty Members Accused of Discrimination or Harassment

1.

If a student files a complaint of discrimination by a faculty member and
the initial investigation determines that no discrimination or harassment
was involved, the complaint shall immediately revert to the Article 17,
informal procedure. If the discrimination process is used beyond the
initial investigation step, the complaint cannot be refiled under Article 17,
which means a specific complaint cannot be processed more than once.

The just cause and discipline processes contained in this agreement will
apply to the complaint investigation and resolution process. The Vice
President of Instruction will be responsible for corrective action if
deemed necessary. In the event such corrective action includes discipline
and/or becomes part of the faculty member's permanent personnel file, the
faculty member shall have recourse to appeal the action through the
grievance procedure.

Faculty members accused of discrimination may have an Association
representative to support the member throughout the process.

A faculty member acting within the scope of their duties will be
represented by the College’s legal counsel in any legal proceeding
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9.

arising out of a complaint of discrimination.

A faculty member accused of discrimination will be notified and
presented with the complaint within five (5) working days of receipt of
the complaint. The Affirmative Action Officer or Director of Human
Resources may request a five (5) day extension through the Faculty
Association President.

A faculty member whose actions are the subject of a complaint will an
opportunity to learn the identity of their accuser , review relevant
documentation, review any evidence used in the investigation or
subsequent actions, review all charges against him/her, and to respond to
the allegations prior to any final determination.

A faculty member who is accused of discrimination will be treated
with courtesy and respect. The accused will be considered innocent
until a final determination can be made regarding the allegations.

If an investigation is begun and dropped, the Associate Vice President of
Human Resources and/or Affirmative Action Officer will notify the

faculty member of the decision to terminate the investigation.

Complaints shall follow the process in Section L.

Formal Procedure for Filing a Complaint

The Associate Vice President of Human Resources and Affirmative Action
Officer will see that complaints are investigated in a fair and unbiased manner,
that attempts are made to resolve complaints informally with all parties, that
advisors and legal counsel are consulted, and that a final determination is made.

1.

Anyone who believes himself/ herself to be subjected to discrimination
must make the complaint within one (1) year of discovering the alleged
action. However, it is most effective if the complaint is made as close
to the time of the incident as possible.

The Associate Vice President of Human Resources or the
Affirmative Action Officer will be notified immediately by any
faculty member who receives a complaint of discrimination or
retaliation.

The Affirmative Action Officer or Director of Human Resources (or
designee) will complete an investigation within thirty (30) working days
after receipt of the written statement of concern. The investigator will
investigate the complaint using a variety of means including, but not
limited to, meeting with the complainant, the alleged harasser and others
involved in the disputed incident and collect supporting documentation.
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4. Upon completion of the investigation, the investigator will prepare a
preliminary report including interview summaries, supporting
documentation, recommended solution, and/or corrective actions to be
taken.

5. Within fifteen (15) working days of the preliminary report, the
investigator will attempt to meet with the concerned parties to work
toward resolution of the issue(s). The faculty member will have the
opportunity to participate in the input process.

6. After the preliminary report has been discussed with the parties, a final
version of the report will be sent within fifteen (15) working days to the
complainant, the alleged harasser, and appropriate administrator(s), as
determined by the investigator. The final report will contain a decision
and an outline of actions proposed to remedy the situation.

7. If the parties accept the solution and/or findings, the matter ends. If a
solution is not accepted or the findings are not satisfactory, either party
may submit a rebuttal for the files within fifteen (15) working days of the
date of the final report.

No Retaliation for Filing Complaint in Good Faith

No faculty member, will be fired, disciplined or in any other way retaliated
against for having filed a complaint in good faith about possible violations of
law and/or College policy, for requesting information, for cooperating in an
investigation or otherwise participating in the procedure outlined in Section I,
whether or not the charges were sustained. An accusation of retaliation shall
follow the procedures for discrimination described in this article.

However, false allegations of discrimination are as serious a matter as
discrimination and anyone filing a willfully false, misleading or retaliatory

complaint is subject to discipline.

Confidentiality

Any investigative procedure is intended to be as confidential as possible.
However, complete confidentiality is not possible in the context of a complaint
because discussion of allegations is necessary during the investigation process,
and these matters may become subject to possible future legal action.

Records
The complaint and all investigatory documentation, as well as a report of any

findings and/or actions taken will be filed separately in the Human Resources
Office in a secured filing cabinet. Access to and disclosure of these records will
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be strictly limited to the faculty member and their Association representative, the
Vice President of Instruction, Affirmative Action Officer, and Associate Vice
President of Human Resources when the investigatory findings result in
disciplinary action against the faculty member. If the investigatory findings do
not result in disciplinary action, all records will be shredded within three (3)
months of the final report. The faculty member will be notified. These records
will not be released to anyone else except with prior written notice of at least
five (5) days to the affected parties unless otherwise required by state or federal
law or court order. All individuals given access to the records will be logged on
the record jacket by name and date. If disciplinary action is taken and a record of
the action is in the personnel file, regular rules governing personnel files will
apply. Records will be kept in accordance with state and federal laws.

Article 24 - 5



ARTICLE 25

FUNDING

The parties recognize that revenue needed to fund the monetary benefits in
this Agreement must be approved by established budget procedures and,
in certain circumstances, by vote of the citizens.

Employment and compensation is contingent upon revenue. The Board agrees to
include, in its budget request, amounts sufficient to fund the employment and
compensation provided by this Agreement. The Board has no intention of
reducing the employment or compensation specified in the Agreement because of
budgetary limitation, but cannot and does not guarantee any level of employment
or compensation in the bargaining unit.

If the College is closed for lack of funds or if a closure results in a loss of
funds, no member of the bargaining unit shall be entitled to any of the
monetary benefits provided in this Agreement for the period of time the
College is closed.
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ARTICLE 26
NO STRIKE - NO LOCKOUT
Both parties agree to abide faithfully by the provisions of this Agreement. The Faculty

Association agrees not to engage in a strike during the term of this Agreement. The
College agrees not to engage in a lockout during the term of this Agreement.
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ARTICLE 27

SAVINGS CLAUSE

If any provision of this Agreement is held to be invalid by operation of law or by any tribunal
of competent jurisdiction, compliance with the remainder of the agreement shall not be
affected thereby, and upon the request of either the Board or the Association, the parties

shall enter into negotiations for the purpose of attempting to arrive at a mutually

satisfactory replacement for such provision; provided, however, that the provision of the

no strike - no lockout article shall continue in full force and effect even though a

satisfactory replacement is not achieved.
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ARTICLE 28

FACULTY STAFFING RATIOS

The College will maintain a fiscal year instructional ratio of at least sixty percent
(60%) full-time (FT) to forty percent (40%) part-time (PT) faculty. This ratio can
be accomplished through means currently available to the College such as non-
filling of attrited positions or hiring full-time faculty or altering total instruction
offerings.

Each year by October 1 the college will provide to the Association a report
detailing the number of district-funded, full-time faculty positions, the full-
time/part-time instructional ratio, student full-time equivalency, and the data used
to calculate that report. The Association will have until November 1 to notify the
college of an error or omission in the report. When the Association gives such
notice a representative of the College and a representative of the Faculty
Association will meet to reconcile the differences. If the parties are unable to
reconcile their differences, then either party may submit such differences to the
grievance procedure. If the October 1 report shows the full-time percentage to be
less than sixty percent (60%) (without rounding), the College will request input
from the Association and will develop a plan to achieve the minimum ratio no
later than November 15. In no instances will a Reduction in Force (RIF) result
from the ratio alone.

The FT/PT ratio is calculated by dividing the ILC’s taught by full-time
faculty by the total ILC’s taught by full-time and part-time combined. To
clarify, only the following ILC’s are counted:

1. Includes all instructional and reassigned ILC’s for full-time basic contracts.

2. Non-ILC loaded faculty on daily contracts are converted to base
ILC’s for the purposes of computing the ratio. The conversion is
calculated by dividing the days worked by 176 and multiplying by

45.
3. Includes sabbatical and other approved leaves.
4, Includes retirees, in full-time.
5. Includes extra teach in full-time.
6. Includes hourly part-time work, converted to ILC’s in part-time.
7. Excludes ILC’s from administrators teaching.
8. Excludes “summer” term.
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D. If the ratio falls below 60/40, the Faculty Association will grant the College
time to accomplish the ratio. If the College is below sixty percent (60%) full
time, the College must achieve an annual improvement of at least one percent
(1%) in order to reach this 60/40 ratio within a maximum of three (3) years.
At no time may the ratio drop below fifty-seven percent (57%).

E. This provision applies to positions vacated due to retirement, resignation, or dismissal.

1. The College and Faculty Association agree filling vacated positions is
healthy for programs and the institution.

a. When reviewing the need to fill a vacated position, the following
criteria will be considered.

1. Single person programs: The position is the only
full-time faculty position in the area.

il. Accreditation: The accrediting body of the area
requires a replacement with a full-time faculty
member.

iii. Available load: Measured by the number of ILCs
taught by non-bargaining unit members (excluding
ILCs taught to back fill for Full-Time faculty on an
approved absence) in the three academic terms of the
faculty member’s base contract prior to the date of
separation.

iv. Enrollment: Enrollment in the area is stable or
growing over the past three years.

2. These positions may be hired without review by the Hiring Priorities
Committee.
3. All currently vacant positions (as of January 2024) shall be evaluated

based on the above criteria.

4, Following conversation with the affected faculty, the College may decide
not to hire a position.

a. In the event that a position is vacated after ratification of this
agreement and not hired by winter term of the following academic
year:

1. Remaining faculty members in the program/area will
be permitted, but may not be compelled, to teach
beyond extra teach and summer limits.
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il. Faculty in the program/area will be paid full ILCs
(not summer or extra teach) for all work done
beyond standard extra and summer teach limits.

iii.  This provision shall expire five (5) years after the
position was vacated.

iv. The increased pay in this section begins the term
following ratification of this agreement.

A Hiring Priorities Committee will be formed no later than November 1. An
increase in faculty will follow the hiring process that begins with discipline
faculty making recommendations to the Hiring Priorities Committee for review
and setting priorities. This committee will make its recommendations to the
College President only after a period of review, hearings, and discussion. New
positions created by an increase in the base will be the only positions included for
consideration in this hiring process.

The College will report the number of filled full-time faculty positions and the
number of vacant full-time faculty positions quarterly to the Faculty Association.

A position vacated by attrition will not be the sole determinant used as the
rationale for program elimination.

If an instructional program is eliminated or substantially altered the faculty
member in that program must be qualified to teach an instructional load within
the college for continued employment. If a qualifying load is not available, rights
under Article 23 will be afforded the faculty member.
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ARTICLE 29

TERM OF AGREEMENT

A.  This Agreement shall be binding upon the MHCC District College Board and the
MHCC Faculty Association and its members. The Agreement shall remain
in full force and effect from September 1, 2022 through August 31, 2026.

B. The parties acknowledge that during the negotiation which resulted in this
Agreement, each had the unlimited right and opportunity to make demands
and proposals with respect to any subject or matter appropriate for
collective bargaining, and that the understandings and agreements arrived
at by the parties after the exercise of that right and opportunity are set forth
in this Agreement. Therefore, the College Board and the Faculty
Association, for the life of this agreement, each voluntarily and without
qualification agrees that the other shall not be obligated to bargain
collectively unless mutually agreed. This shall be so even though subjects
or matters may not have been within the knowledge or contemplation of
either or both of the parties at the time that they negotiated or signed this
agreement. All terms and conditions of employment not covered by this
agreement shall continue to be subject to the Board’s direction and control.

C.  Faculty members whose basic contract includes Summer term will
receive pay based on the subsequent academic year salary schedule.

D.  After January 10 of the year in which this Agreement expires, the parties
agree to begin negotiations for a successor agreement upon written notice
by either party. Bargaining and the bargaining clock will be suspended
during non- service periods (e.g. winter break, spring break, summer
term, etc.).

IN WITNESS WHEREQF, this agreement has been duly executed by the parties this 20" day of
March 2024.

/ \‘h‘,_/
Dr. Lisa Skari, College President Sara Williams, Bargaining Chair
Mt. Hood Community College MHCC Faculty Association
Andrew Speer, College Board Chair Jéﬁsegawa, President
MHCCD Board of Education MHCC Faculty Association
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Appendix A

DUAL DELIVERY

A workgroup of three (3) faculty members and three (3) administrators will
investigate the workload associated with creating a dual delivery class and
with teaching a dual delivery class. The workgroup will commence work
following the first round of training after ratification of this contract and will
provide their recommendations to CMC no later than 1 year later.

Dual Delivery Training Compensation: Faculty will receive a monetary
stipend through a project agreement of 10 hours at the agreed upon rates in
Article 9 for completing the initial online Learning Dual Delivery course
training. Faculty can only receive Dual Delivery Training Compensation once.

For the first time a faculty member teaches a Dual Delivery class, they will
receive a stipend equivalent to three-quarters (.75) ILC. This stipend will be

retroactive to the inaugural dual delivery faculty members.

This appendix shall expire upon ratification of a new successor agreement.
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MEMORANDUM OF UNDERSTANDING
BETWEEN MT. HOOD COMMUNITY COLLEGE

AND THE MT. HOOD COMMUNITY COLLEGE FULL-TIME FACULTY

Per Article 16.B, the current Article 16 requires that changes be recommended by FEOC to Faculty
Senate and President’s Council. Those changes which are approved by the Faculty Senate and
President’s Council will be incorporated into the Manuals and this Agreement, and changes will
become effective with the beginning of the next academic year. The MHCC Faculty Association and
College agree that these edits to Article 16 will occur in an MOU Committee.

1.

A committee of three faculty, approved by Senate, and three
administrators or unrepresented employees, appointed by the College, will
be formed.

All discussions about Article 16 will focus on aligning Article 16 with the
already completed FEOC Manuals.

The committee’s work will commence within one month of ratification of
the new contract and will occur during regular service time or by
September 20, 2023, whichever is later.

The committee will present their work to the Faculty Senate and
President's Cabinet for review no later than seven (7) months from the
commencement of the committee. This deadline may be extended by
mutual agreement between the Faculty Association and the College.

After review and approval by Senate and President's Cabinet, the revised
Article 16 will be incorporated into the contract.

The contract shall be revised to include that self-reports shall include the
faculty member’s reflection to student feedback.
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