11.140

PROCEDURE

Applications for sabbatical assignment shall be made by members

of the bargaining unit on forms available from the Provost’s office and
shall be submitted to the dean no later than October 30 of the academic

year prior to the year in which sabbatical assignment is desired.
The dean shall submit all applications with his/her comments and

recommendations

on

each

to

the

Committee

Sabbatical

on

Assignments no later than November 20, with a statement indicating the
effects each proposed sabbatical assignment would have on the

academic

functions

of

the

department,

as

well

as

financial

arrangements necessary to provide for the faculty member's absence.
The Committee on Sabbatical Assignments shall be composed of

six (6) faculty members, three (3) from the College of Arts and

Sciences, and three (3) from the schools, who have been awarded
sabbatical assignments by the University in prior years, serving
staggered terms of three (3) years. No faculty member shall serve more
than three years out of any six years. Each year, the Provost shall

appoint two (2) members, one from the College and one from the

schools, from a list of six (6) names provided by the Faculty Senate.
The Provost, or a designee, shall constitute the seventh (7th) member of
the Committee and will serve as its chairperson.
In evaluating proposals for sabbatical assignment, the Committee

on Sabbatical Assignments shall be guided by the following criteria in
order of priority:
1.

the merit of the proposed program—values both for the applicant

and for the University;

2.

the applicant's teaching and research performance (quality and

amount)—especially over the immediately preceding six (6) years
or twelve (12) semesters or an equivalent period of time comprised

of semesters;
3.

the anticipated value of completion of the proposed program to the

4.

the applicant's length of service with the University (with some

individual, to the department, and to the University;

weight given to longer service).
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The Committee on Sabbatical Assignments may require oral interviews

of any number of the applicants to facilitate evaluation and ranking of
the proposals. The chairperson of the Committee or his/her designee

should provide an applicant with at least ten (10) calendar days notice
of the time and place of the interview and shall determine the manner in
which the interview is conducted. If any interviews are held, the

Committee will afford all applicants the opportunity for an oral interview.
The Committee shall rank the proposals on the basis of the above

criteria and make recommendations to the Provost no later than
December 15. The Committee shall only consider proposed sabbatical

assignments which pertain to a single fiscal year.
Following discussions with the appropriate deans, the Provost will

submit recommendations based on the merit of the proposals and the
availability of funds to the President.

Final approval of all sabbatical

assignments must be obtained from the Board of Regents.

Decisions on sabbatical assignment awards may not be grieved.
11.150

FINAL REPORT

No later than the end of the first (1st) semester following the

completion of a sabbatical assignment, the faculty member shall submit
a report summarizing activities and results of the sabbatical assignment
project to the dean, the Provost, and the Committee on Sabbatical

Assignments which recommended the assignment.

The faculty

members shall forward reprints of work performed on sabbatical as they

become available.

The Committee shall review all reports on

assignments made under its tenure and submit comments on these

reports to the Provost for the record of the Committee.
12.000

FACULTY CONTRACT OBLIGATIONS

12.100

ACADEMIC YEAR CONTRACT OBLIGATIONS

The obligations of the faculty members on an academic year

contract shall start with the beginning day of fall orientation activities

and shall extend until the completion of commencement ceremonies. It
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is presumed that The University of Montana has priority on the working
time of a full-time faculty member. This does not imply a seven-day

week commitment for a faculty member.

Faculty members have an

obligation to perform assigned academic duties as well as fulfill the

responsibilities enumerated in Article 6.200, Academic Responsibilities.

Every day of the term of an academic or fiscal year contract is a
regular day of employment except those for which there is legislative,
regential, or employer authorization to be absent from University

employment (viz: holidays, leave with or without pay, annual leave,
sabbatical, sick leave, and weekends when not assigned or required for

performance of the regular employment obligation).

12.200

PROFESSIONAL ACTIVITIES IN ADDITION TO REGULAR
UNIVERSITY RESPONSIBILITIES

12.210

UNIVERSITY SPONSORED PROFESSIONAL SERVICES

Before consideration is given to extra compensation for individual
members of the bargaining unit for University sponsored services,
department chairpersons and deans are urged to provide released time

for the performance of these services. When this is not possible, it may

be necessary to permit extra compensation.
There are cases for which no extra compensation will be allowed.
No employee of The University of Montana may accept additional
compensation for providing to the same clientele the same services
which are part of his/her assigned University duties. In particular, no

faculty member may receive compensation for tutoring students of this
University. Also, consultation with other faculty members is considered

part of the normal activity of the faculty and should be done without
extra compensation.
Except for continuing education credit courses to a maximum of the

equivalent of four (4) credits per semester, no person on academic or

fiscal year contract may earn compensation from the University for
service in addition to regular salary during any day of regular

employment during the term of the contract unless there has been prior

written approval by the Vice President for Research and Development.
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The Vice President for Research and Development may not approve
compensation which is to be paid through the University in addition to

regular salary for more than one (1) day or equivalent of employment in
any week.

Prior to performance of any services for extra compensation to be
paid by or through the University, both the rate and the aggregate

amount thereof must be approved in writing by the Vice President for
Research and Development. No compensation for services in addition
to regular salary may be approved except on the recommendation of the
department chairperson and dean.

A project director or principal investigator has the responsibility to

perform the requirements and to remain within the approved budget for
any sponsored program. If a project director or principal investigator

fails to perform the requirements of a sponsored program or exceeds

the

approved

budget,

the

matter

shall

be

reviewed

by

the

Administration. If the Administration determines that the failure resulted

from the principal investigator's poor management or professional
practices or his/her failure to adhere to University policies, the

Administration may remove an individual as an authorized project

director or principal investigator on any sponsored program and may
refuse to permit any individual from serving in such a capacity on
proposed sponsored programs.

12.220

NON-UNIVERSITY

SPONSORED

PROFESSIONAL

SERVICES
The University and the faculty recognize the potential value of

making available to the community the professional competence and

technical knowledge of University faculty members through outside
employment. Some professional activity, which may be remunerated by

third parties, is essential to retaining and enhancing professional
competence. Some continuing professional activity, which may or may

not be compensated, is required by some external accrediting bodies.
Full-time employment by the University shall be considered the

primary, but not exclusive, employment of the individual, and he/she
shall limit other compensated professional activity, such as consulting,
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so as not to impair his/her educational effectiveness or otherwise
interfere with his/her professional responsibilities to the University.

Outside activities shall not involve a conflict of interest or possible
interference with objectivity in teaching or research. If the dean feels

that such outside activities may be interfering with the scope or quality

of the faculty member's performance or may constitute a conflict of

interest, the dean shall consult with the faculty member to try to resolve
the problem. Should the dean still believe the problem is unresolved he

may, with the concurrence of the UFA- Administration/Contract
Maintenance

Committee, require submission by the faculty member of

a report on outside compensated professional activities during the
previous year.

Submission of the report shall be considered the

responsibility of a faculty member under Article 6.200. Based upon the
provisions of the CBA, University Policy, and Regents Policy, the

Committee will make a determination if the activity constitutes a conflict

of interest or an interference in the objectivity of research or teaching. If
such a conflict or interference is found, the dean will request that the

faculty member cease the questioned activity. Failure to do so on the

part of the faculty member may be grounds for action under Article
18.300.

In all private consulting engagements, the client must be informed
in writing that the faculty member is acting as a private consultant; that
The University of Montana is in no way a party to the contract or liable

or responsible for the performance thereof; and that The University of
Montana is not liable in any way for property of the client utilized for

tests, observations, or otherwise in connection with the consulting
engagement, nor for consequent damages. The name of the University
shall not be used in advertising or in any other way without the express
consent of the appropriate dean.

No employee may use University supplies, facilities, personnel, or
services to earn compensation from non-University sources without

prior determination of appropriate reimbursement and written approval
by

the

Vice

President

for

Administration

and

Finance

upon

recommendations made by deans. Use of office, studio, or laboratory

space provided for a faculty member’s exclusive use for his/her
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professional activities as part of University employment to earn
compensation from non-University sources must similarly be approved.

In the case of externally funded research, these costs must be included
in the indirect cost calculations for the proposal.

No full-time member of the bargaining unit may offer or provide
services in competition with the University, or teach courses offered by
other institutions during the individual's contract period without written

consent of the dean.
Several types of

faculty activity, outside of regular University

duties, are considered consulting for the purposes of this contract. The

definition of consulting used by the Board of Regents is (all conditions
must be met):

1.

any additional activity beyond duties assigned by the institution;

2.

professional in nature;

3.

based in the appropriate discipline;

4.

the individual receives additional compensation.

Moreover, the University also has a Policy on Consulting (Policy
66.0) to which faculty members are referred.

Private citizen activities as described in section 6.100 of this
agreement are not considered consulting.

12.300

CONFLICT OF INTEREST

A conflict of interest is a conflict between public duty and private

interest. For the purpose of this section, conflict of interest is defined by
the Montana Legislature in Title 2, Chapter 2, Parts 1 and 2, MCA. This
statute recognizes that there are certain actions which are conflicts per

se and, as such, are prohibited.

Other actions which may give the

appearance of conflict or may raise legitimate questions concerning the
possibility of a conflict, should be brought to the attention of the

appropriate University official by the faculty member.

A faculty member creates a potential conflict of interest when

he/she profits financially from a course requirement that students buy
either materials or a book that he/she has written, assembled, or edited.
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Because faculty members have the responsibility to uphold the highest
standards of professional integrity, each faculty member must avoid

conflicts of interest. To this end, each faculty member shall avoid even

the appearance of conflicts of interest by either (1) donating all financial
gain to some charitable entity, or (2) obtaining approval of the majority

of the faculty in his or her academic unit for the adoption of the materials
or book as a course requirement.
12.310

PROHIBITED ACTIVITIES

No employee may undertake consulting or professional practice

assignments which would result in a

conflict of interest with his/her

assigned University duties.

An employee may not assist any person for a fee or other
compensation in obtaining a contract, claim, license, or other economic

benefit from the Montana University System.

An employee may not perform an official act which directly and
substantially benefits a business or other undertaking in which he/she
either has a substantial financial interest or is engaged as counsel,
consultant, representative, agent, director, or officer.

Nothing in this section shall be deemed to forbid an employee from
proposing or participating in research programs appropriate to his/her

employment which may involve cooperation with other persons or

agencies and which may require the employer to seek and receive

private or governmental grants for the furtherance of such programs
provided the relationship of the employee to the University and to other

agencies and persons involved is fully disclosed to both the employer

and the granting agency.
12.320

ACTIVITIES REQUIRING DISCLOSURE

Any employee who recommends or approves a purchase and who

has any substantial financial interest in the firm involved in the purchase
shall make this fact known at the time. Any employee who recommends

or approves a personnel action and who has any financial interest or

business association with the person who is the object of the action
shall make this fact known at the time.
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This requirement does not

include text book adoption where the employee is clearly identified as

the author or editor of the book in question.
12.330

RESEARCH CONCLUSIONS

Research, if sponsored by agencies of federal, state, or local

government, or if unsponsored but supported by University funds for
released time, supplies, or service, is in fact supported by taxpayers.

The researcher must ensure that the findings from the University or

government sponsored research are made public before utilizing such

findings for personal gain on behalf of a private client as part of a
consulting engagement or otherwise giving advantage to a particular
party or firm. However, the above statement is not to be interpreted to

mean that the public has a right to the field notes, raw data, research
notebooks, or working papers of a researcher.

Neither is the above

statement to be interpreted as a waiver or denial of existing regulations

on the use and distribution of data, the premature release of which
would jeopardize the public interest.

12.400

REPORTING

At the beginning of each academic year, each bargaining unit

member will inform the appropriate dean of any outstanding contracts
wherein the unit member receives compensation for services, as

defined by Section 12.220. Within thirty (30) days of the end of each

academic year, bargaining unit members will report in writing to their
dean the number of hours of compensated consultation in which they
engaged during the previous academic year.

Members of the

bargaining unit who are less than full-time employees may request

exemption from the reporting provisions of the section for the duration of

their part-time employment with the University unless their reportable
activity changes.
13.000

COMPENSATION

The following contract provision on compensation is entered into

between the Board of Regents and The University of Montana Faculty
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Association (UFA) and sets forth the understandings of the parties in

reference to the issue of compensation.
13.100

INDIVIDUAL SALARY BASE

The salary base for determining the salary increase for members of

the bargaining unit currently employed shall be the unit member's
preceding

contract

amount

excluding

any

extra

compensation

increments. Upon initial hiring, the salary for the first contract period
shall be the salary specified in the initial employment contract. For

University employees not currently members of the bargaining unit who

subsequently become members, the initial base salary shall be
determined according to the contract conversion Section 13.410 of this
agreement.

In cases where the external funding sources allow, there shall be

two types of base salaries: those based on state-appropriated funds and
those based on external sources such as research grants and contracts.
Individuals may be hired into positions supported through external

sources at a rate higher than an appropriated base would support.
When such individuals enter into state-appropriated positions the

Provost will establish a new base salary. In cases where the state-

appropriated position is being held for the first time, the salary base will
be no less than the salary floors indicated in Section 13.300.

For

individuals returning to state-appropriated positions, the salary base will

be no less than that of the last state-appropriated position, plus the
compensation increases actually awarded to the faculty member and in

force for the bargaining unit since the individual last held a state-

appropriated position (reflecting percentage increases for normal

increases and permanent market adjustments, and fixed dollar amounts
for merits and promotions). Those members of the bargaining unit who

already have an established individual base salary based upon state
appropriations may be hired into externally funded positions at a base
higher than their state appropriated base, but will relinquish that higher

base upon conclusion of the grant or contract activity, as outlined

above.
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13.210

LESS-THAN-NORMAL INCREASE

The dean may recommend that faculty members receiving less-

than-satisfactory evaluations from the Faculty Evaluation Committee or
the Student Evaluation Committee be provided a less-than-normal
salary

increase.

The

dean

shall

submit

his/her

written

recommendations to the Provost and state the reasons for the

less-than-normal adjustment.

The faculty member affected shall be

provided a copy of the dean's recommendation to the Provost. The
Provost’s decision is final.
13.220

1.

NORMAL INCREASE

2003-2004

- The normal increase in salaries of all full-time

equivalent faculty for the 2003-2004 academic year shall be 0.00
percent. There will be no across-the-board salary increases during

this academic year.
2.

2004-2005 - The normal increase in salaries of all full-time
equivalent faculty for the 2004-2005 academic year shall be $500.

This increase will be added to faculty base salary effective
February 1,2005.

New hires will not be eligible for the normal increase in the year

their employment becomes effective.
13.230

1.

PROMOTION

2003-2004- Faculty members promoted during the 2003-2004

academic year to the rank of associate professor, consistent with
the promotion procedures of this contract, shall have an amount

equal to $2,500 added to their base salary effective November 1,
2003. Faculty members promoted during the 2003-2004 academic
year to the rank of professor, consistent with the promotion

procedures of the contract, shall have an amount equal to $5,000
added to their base salary effective November 1,2003.

2.

2004-2005- Faculty members promoted during the 2004-2005

academic year to the rank of associate professor, consistent with

the promotion procedures of this contract, shall have an amount
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equal to $2,500 added to their base salary effective November 1,
2004. Faculty members promoted during the 2004-2005 academic
year to the rank of professor, consistent with the promotion

procedures of this contract, shall have an amount equal to $5,000

added to their base salary effective November 1,2004.
13.240

MERIT

The following merit awards pool shall be allocated to compensate

outstanding faculty performance. Merit pay shall be in addition to other

salary increments provided in this contract. No faculty member may

earn a merit in the same year that a promotion is granted. The awarding
of merit pay shall be consistent with the unit standards of the faculty
evaluation procedures in this contract.

Faculty members receiving a merit award during the 2003-2004 or

2004-2005 academic years, consistent with the procedures of this

contract, shall have an amount equal to $2,000 added to their base
salary effective November 1, 2003 and November 1,2004 respectively.
Number of Merits

13.250

Value of Merits

2003- 2004

70

$2,000

2004- 2005

40

$2,000

MARKET ADJUSTMENTS

Market adjustments are authorized to offer additional compensation
to tenured and tenure-track faculty members of the bargaining unit. The

expenditure of such adjustments will occur at the discretion of the
Administration in accordance with the following conditions:

In cases

where faculty receive written offers of employment from other

institutions, the chair will seek the endorsement of the tenured and

tenure-track faculty in the academic unit before presenting a case for an

adjustment. In cases where faculty do not have an offer of employment
but who present compelling evidence of their marketability, the chair will

seek the endorsement of the tenured and tenure-track faculty in the
academic unit. Before granting a market adjustment to faculty who do
not have an offer of employment from another institution, the UFAAdministration Committee shall be consulted.
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A report of market

adjustment awards will be provided to the UFA Executive Board each

September for the previous fiscal year.
13.300

SALARY FLOORS

The minimum salary for instructors, assistant professors, associate

professors, and professors on academic and fiscal year contracts shall
be determined using the schedule of floors included in this section. The

schedule of salary floors applies to full-time academic year faculty.
Fiscal year faculty floors shall be 1.22 times the academic year salary

floor. Salary floors shall be prorated for appointments of .50 FTE and
above.

2003-2004 and 2004-2005

13.410

Professor

$47,175

Associate Professor

$37,503

Assistant Professor

$30,054

Instructor

$26,187

CONTRACT CONVERSION

The only conversions governed by this section include conversions
from and to the same type of base salary; i.e., state-appropriated to

state-appropriated, or externally funded to externally funded. In no case
shall these provisions be applicable to mixed conversions, such as
state-appropriated to externally funded, or externally funded to stateappropriated. Any employee within the bargaining unit who is changed

from an academic year appointment to a fiscal year appointment within

the bargaining unit shall thereafter receive at least 1.22 times the
academic year salary received at the time of the change and shall be
entitled to accrue vacation leave as provided by Regents' Policy. Any

employee within the bargaining unit who is changed from a fiscal year to
an academic year appointment and any employee who changes from a

fiscal year appointment outside the unit to an academic year
appointment within the unit shall be compensated at a salary

determined by dividing the fiscal year salary, less any

stipend for

administrator or other special duties, by 1.22 and shall cease to be
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entitled to take or accrue annual leave, but shall be entitled to payment
for any amount of annual leave previously accrued which is not in

excess of twice the amount annually accruable. Administrators who
cease to hold fiscal year contracts and enter the bargaining unit with an

academic year contract shall be governed by this section. When an
employee is hired initially into an externally funded position and moves
to a state-appropriated position, the Provost will establish a new base

salary.
13.420

SALARY PRORATION

Compensation for regular academic or fiscal year contract services

for part of a contract or pay period, and any compensation for services
other than those incident to regular academic or fiscal year service shall

be made on the basis of a daily rate determined by dividing the

academic year salary by 190 or the fiscal year salary by 260.

Any

reduction from regular salary shall be at the daily rate, except that a

faculty member working for one semester shall receive one half (1/2) of
his/her annual salary.

13.500

COMPENSATION OF DEPARTMENT CHAIRPERSONS

Contingent upon the performance of duties described in Section

16.220, extra compensation for department chairpersons shall be
provided according to the following general guidelines.

13.510

DEPARTMENTS OF FEWER THAN EIGHT PERSONNEL

For departments having fewer than eight (8) FTE personnel directly
supervise by the chairperson: a minimum of one-fifth (1/5) release time

and an academic year stipend of $2,667 for 2003-2005, effective
October 1,2003, and October 1,2004, respectively.

13.520

DEPARTMENTS FROM EIGHT TO SIXTEEN PERSONNEL

For departments having eight (8) to sixteen (16) FTE personnel
directly supervised by the chairperson: a minimum of one-fourth (1/4)
release time and an academic year stipend of $3,108 for 2003-2005,

effective October 1,2003, and October 1,2004, respectively.
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13.530

DEPARTMENTS

HAVING

MORE

THAN

SIXTEEN

PERSONNEL

For departments having more than sixteen (16) FTE personnel

directly supervised by the chairperson: a minimum of one-fourth (1/4)
release time and an academic year stipend of $3,477 for 2003-2005,

effective October 1,2003, and October 1,2004, respectively.
13. 540 ADDITIONAL COMPENSATION FOR CHAIRPERSONS

At the discretion of the appropriate dean the performance and
duties assigned to the department chairperson may be reviewed and

additions

to

the

general

compensation

guidelines

may

be

recommended. All additions are subject to the Provost’s approval.
13.600

SUMMER SESSION

The rate of pay for summer session instructional activity shall be at

the rate of two-ninths (2/9) of the prior academic year salary. The rate
of pay shall be varied proportionately for less than full-time teaching.
Full-time summer session teaching shall be defined as eight (8) credits.
13.710

GROUP INSURANCE

Employer contributions for eligible employees of the Montana
University System group insurance plan shall be equivalent to the

amount provided by state statutes for the years of this agreement.
13.720

UNEMPLOYMENT INSURANCE

The employer agrees that all employees covered under this

agreement shall be covered by unemployment insurance as provided by
the Employment Security Division of Montana, Sections 39-51-101, et

seq., MCA.
13.730

WORKERS'COMPENSATION

Workers' Compensation payments are for the purpose of offsetting
the loss of income suffered by a faculty member. An employee's pay
continues while on sick leave, and he/she is not entitled to both paid

sick leave and Workers' Compensation payments. An employee who is
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injured on the job has the option of taking either sick leave or Workers’
Compensation payments, and if sick leave runs out, may receive

Workers' Compensation payments.
13.740

RETIREMENT SYSTEMS

13.741

MONTANA TEACHERS’ RETIREMENT SYSTEM

Faculty who participate in the teachers’ retirement system are
subject to retirement provisions as outlined in Section 19-4-101, et seq.,
MCA.

As provided by state law, any bargaining unit member who has at
least five (5) full years of creditable service in the Teachers’ Retirement

System, whose last five (5) years of creditable service were in Montana,
and has attained the age of 60 or has been credited with full-time or

part-time service of 25 or more years may retire with full retirement
benefits.

In accordance with state law, a bargaining unit member may elect
early retirement (at reduced benefits) when the member has five (5)
years of creditable service, the last five (5) years of creditable service in

Montana, and has attained the age of 50.
13.742

UNIVERSITY SYSTEM OPTIONAL RETIREMENT
PROGRAM (TIAA-CREF)

Faculty who

participate

in the

University System

Optional

Retirement Program (TIAA-CREF) are subject to the retirement
provisions appropriate to their individual contracts and elected options.

Authority for participation in the Optional Retirement Program is found in
MCA 2001, Title 19, sec. 21.
13.743

POST-RETIREMENT AGREEMENTS

Post-retirement agreements are authorized under Regents’ Policy
(712.1) and administered via UM-M Policy 15.0 (5/1/94).

Retiring

faculty members may be offered post-retirement employment of up to
one-third (I/3) full-time employment with the University for up to three
years, after which, employment (for up to one-third [1/3] time) may be
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extended annually as negotiated between the retiree and the University.
Post-retirement agreements must be renewed annually and are subject
to the availability of funding, departmental and institutional needs and
priorities, and the positive evaluation recommendation of the dean. The

terms of any post-retirement employment guarantees shall be made in
writing and signed by the Provost, the dean, the academic chairperson,

and the individual faculty member.
The terms of such agreements shall be governed by state statutes
and be consistent with Board of Regents’ policies covering post

retirement employment.
13.750

EMPLOYMENT INDEMNITY

Employees

covered

by

this

agreement

are

entitled

to

indemnification in accordance with the provisions of Section 2-9-305,
MCA, for their actions taken within the course and scope of their
employment.

13.800

BUDGET RESCISSIONS

In the event The University of Montana has its appropriation
reduced by the legislature or the Governor during the term of this
agreement, those portions of this agreement which are contingent upon

the availability of resources may be opened for re negotiations by
mutual agreement of the parties.

13.900

CONTINGENCY PROVISIONS

In the event that general fund, millage revenue, and student
incidental fee

revenue is

insufficient,

in the judgment of the

Administration, to fund the compensation provisions of this contract, the

Administration retains full discretion to respond to the revenue shortfall
by terminating the employment of faculty pursuant to Section 18.500 et

seq., sections 9.200 and 9.230, and other applicable sections of the
CBA.
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14.000

COPYRIGHT, PATENT, AND COMPUTER POLICIES

14.100

COPYRIGHT POLICY

1.

Works which are produced by a faculty member in connection with

an approved and sponsored research project are treated in

accordance with the agreement negotiated with the sponsor. In the
absence of such agreement or to the extent such agreements do

not fully address ownership of works produced, such works shall be
treated in accordance with sections 2 and 3 of this article.

2.

When a faculty member is:

a.

assigned work or responsibilities for the specific purpose of

developing visual aids, manuals, public relations material, or

printed or recorded copyrightable works, or
b.

assigned work or responsibilities, or uses University facilities,
time,

equipment,

and/or assigned

developing

computer programs,

for the

electronically

purpose

of

deliverable

courses, or other electronic/digital copyrightable works,
then, the works produced pursuant thereto and all royalties

therefrom shall be the property of the University. Such assignment
shall be indicated either on the individual employment contract or in

a separate document countersigned by the employee. Should the
University and the employee agree to a division of royalties such
division must be included in the contract or in a separate document

countersigned by the employee. If the University does not wish to
copyright the work, the faculty member may obtain a written release

from the President and may then copyright the work in his/her own

name.

Upon written request for release by the author, the

University will respond within thirty (30) days.
3.

When a faculty member develops copyrightable works other than
those defined in paragraphs 1 or 2 above, he/she shall have sole
right or ownership and disposition of such works.

When such

works are produced, developed, or authored through the use or
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with the aid of University facilities, personnel, or other resources,

the University must be reimbursed for the fair market value of the
use of any such facilities, personnel, or resources, except those

considered part of the normal academic environment including
library facilities.

Manuscripts or works of art designed for

publication in media where no remuneration is given the author(s)

are exempt from this reimbursement requirement.

This section

applies to materials developed by members of the bargaining unit

for “distance” and “distributed” learning and other electronically
deliverable course materials.

Further, except to the extent

otherwise limited by applicable Board of Regents copyright policies

and this section above, the member of the bargaining unit who
develops such materials as the sole creator shall retain full editorial

control over and intellectual property rights to the content and shall
be the sole judge as to whether or not course materials over which

he/she has such control and rights shall be offered electronically.
In no case should it be understood or construed that individual

faculty members have intellectual property rights to individual
courses or to the curriculum as a whole, but only to the content.
4.

If a faculty member develops a copyrightable work as governed in
paragraph 3 (above), but the faculty member decides to assign the
copyright to the University, and the University accepts the

assignment, the royalties and other income from the copyright will

be distributed in the same manner as from patents, as described in
14.250 2 (a) and 14.260.

14.200

PATENT POLICY

All employees in the bargaining unit shall adhere to the following
procedures with respect to patentable inventions or discoveries. The

purpose of these procedures is to define the relationships among the
inventor, the University, and outside sponsors of research.
14.210

OWNERSHIP OF INVENTIONS OR DISCOVERIES

All patentable inventions made by employees in the bargaining unit
in connection with their assigned duties and/or by the use of the
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University's facilities shall be considered the property of the University

under the following circumstances:

1.

wholly the property of the University if the person or persons

responsible for the invention was employed by the University
specifically for that purpose. His/her contract of employment shall

so indicate.

2.

to the extent specified in the contract of employment or a separate

agreement between the University and employee relating to a
specific work assignment.

3.

to the extent recommended by the University Patent Officer and
approved by the President if research or endeavors directly

resulting in the discovery or development of the invention or

marketable product involved use of University time, materials,
property, or facilities.

For the purposes of this paragraph,

University time, materials, property, or facilities includes time,
material, property, or facilities paid for from funds administered by

the University.
4.

Under all other circumstances individual employees are free to

secure, under the patent laws of the United States, the exclusive
right to their inventions.

14.220

LIMITATIONS

1.

This Policy shall not include copyrights.

2.

Provision of normal academic environment, including library

facilities, does not constitute grounds for equity by the University in

a discovery or invention.
14.230

INVENTORS' RIGHTS AND DUTIES

Employees in the bargaining unit retain the right and responsibility

for recognizing in their work inventions that may reasonably be

marketable; and in every case, complete freedom of publication in both
time and scope shall be maintained, unless agreements with outside

sponsors provide otherwise as indicated below.
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Investigators will

participate in work under such outside agreements only after they have

informed themselves of such provisions and have accepted these
provisions.

Any employee to whom the conditions are set forth in

Section 14.210, 1, 2, and 3 above applies, who either alone or in

association with others makes an invention shall promptly disclose in
writing to the University Patent Officer in a format acceptable to the
University such invention, and as to any such invention shall, upon

request, promptly execute all contracts, agreements, waivers, or other

legal documents necessary to invest the University or, if applicable, the

federal government, other outside sponsors, or the University's
assignees and any and all rights to the invention, including complete
assignment or any patent applications for the invention.

With

the

exception

of those

inventions

developed

under

agreements with outside sponsors, the Patent Officer shall inform the
inventor(s) in writing whether the University plans to secure the patent
or release the discovery to the inventor(s). In the case of the release of

the discovery, or in the case of failure by the Patent Officer to

communicate in writing within sixty (60) days, the inventor(s) is free to
secure the patent, pay all fees, and receive all benefits therefrom. If a
dispute arises concerning the origin of an invention or patentable

discovery or any aspect of patent Policy, the dispute shall be presented

to the System Invention Committee for final disposition.
14.240

SUBMISSION

OF

PATENTABLE

INVENTIONS

OR

DISCOVERIES TO PATENT OFFICERS

1.

Invention Outside the University: If an invention is made and/or

developed without University support of a significant degree, all
rights remain with the inventor. Such inventions may be voluntarily

submitted for consideration by the University, but the inventor is
under no obligation to do so. Provision of a salary or desk to an
inventor by the University does not, in itself, constitute significant
support.

However, any invention by an employee related to an

area in which he/she participates in research under University
auspices must be reported to the University so that the question of
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whether the University has provided significant support can be

decided by the University Patent Officer. This decision may be

appealed to the System Invention Committee.
2.

Invention With University Support:

If an invention is made

and/or developed with University support of a significant degree in

the time, money, materials, or facilities, the inventor must submit a
full disclosure of the invention to the University Patent Officer.

Additionally, a copy of any manuscript submitted for publication
shall simultaneously be submitted to the University Patent Officer if

the author considers that it may contain marketable inventions.
The University Patent Officer may advise, but not require, deferral

of publication in order to protect the patent rights of the University

and the inventor.
14.250
1.

PROSECUTION OF PATENTS

Time Limits: In the event that the University deems that a patent
should be prosecuted, the prosecution shall be carried out diligently

and without expense of any kind to the inventor. The parties to this
agreement recognize the need to file the patent application and
develop the patent as fast as possible. The time limits expressed

herein represent the maximum time allowed, but every effort should

be made to complete the process faster than the time limits
specified. The inventor must assign to the University any interest in

the patent equivalent to the property interest which the Patent

Officer determines to belong to the University or which is required
by Section 14.210, 1 and 2. The preliminary patent search must be

started within sixty (60) days from the date the matter is presented
to the University or the University forfeits all rights to the invention.
If no patent application is filed within a total elapsed time of eight
(8) months following disclosure, all patent rights revert to the
inventor(s).
2.

Options Available to the University:

The inventor has an

obligation to offer the University the opportunity to develop the
invention for commercial use if the invention was made with
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University support as defined in Section 14.210, 1, 2, or 3. The

President, following recommendation by the University Patent
Officer may:
a.

Elect to acquire title to the invention by assignment and in this
case will undertake (unless inappropriate) the timely filing of

patent application, patent prosecution, development, and

marketing of the invention and shall bear all related costs. If
the University desires to accept such an assignment the

inventor shall be obligated to make such an assignment. The
inventor shall, in this instance, receive on an annual basis fifty

percent (50%) of all net income, defined as gross royalties or
other payments, including any recovery of damages obtained

by the University, but less external costs incurred by the
University in obtaining and protecting the patent rights and less
any direct costs of development; or

b.

Cause the

invention

to

be

assigned to some patent

management organization, such as Research Corporation or
the University's Foundation.

The domestic patent rights,

foreign patent rights, or both, may be assigned to a patent

management organization. The inventor shall receive on an
annual basis fifty percent (50%) of all net royalties and other
income

received

by

the

University

from

said

patent

management organization; or
c.

Decline to accept any rights to the invention by assignment or
otherwise, in which case all rights revert to the inventor.

3.

Invention Developed Under Agreement With Outside Sponsor:

If the invention was made or developed under an agreement with
an outside sponsor, the rights with respect to the invention shall be

governed by provisions of that agreement.

If not provided

otherwise by the sponsoring agreement, the inventor's share of

royalty or other income received from an outside sponsor shall be
limited to the share he/she would have received had the University
supported the research entirely.
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If the sponsor determines that

invention rights are left with the University, the University may elect

to pursue one (1) of the three (3) options listed in Section 14.250,2.
14.260

DISTRIBUTION OF UNIVERSITY RELATED INVENTION
AND COPYRIGHT RELATED INCOME

In order to provide invention and copyright incentive and capability
to University personnel, the University’s share of invention and copyright

income will be distributed as follows. Of the University's retained share
of net royalty or other income for any given invention, defined as gross

receipts, less external expenditures for that invention and less the
inventor's personal share, two-thirds (2/3) for the first $30,000 per year,

one-half (1/2) of the next $30,000 per year, and one-third (1/3) of the

remainder will be designated through the University's budget or financial
office to support the work of the inventor while employed by the

University and/or to promote discoveries at the University. The rest will
be distributed to a designated fund and will be used to support patent
development and expand research at the University. Such distribution
to support the inventor's work, derived from any given invention, will

terminate after eight (8) years from the first sale of products embodying
that invention, and any earned monies after this date will go to a
designated fund.
14.270

DEVELOPMENT OF INVENTIONS

If the inventor becomes dissatisfied with the development of the
invention as carried out by the University, or with the University's delay

in reaching a decision, an appeal may be made to the System Invention

Committee, in which the inventor may urge that specific changes in the
proposed course of action be undertaken by the University or if the unit

has been assigned rights to the invention, may ask that the invention
rights be reassigned to a patent management organization such as
Research Corporation or all rights be reserved to the inventor.
If after a period of three (3) years from the acquisition of the issued
patent by the University the invention has not been marketed, all rights

revert to the inventor, unless an agreement with any outside sponsor

precludes such reversion.
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14.280

1.

DEFINITIONS

University Patent Officer: The University Patent Officer shall be the

person designated by the President to serve in that capacity.
2.

System Invention Committee: The System Invention Committee

will be selected by the Commissioner of Higher Education in
accordance

with

procedures

for

appointments

of inter-unit

committees.

14.300

COMPUTER AND NETWORK USAGE

The use of computing and networking resources at the University of
Montana is for purposes related to the administration of the University
system and the institution’s mission of teaching, research, creative

activity, and service.
14.310

SECURITY AND PRIVACY

The union and faculty recognize that the Administration has a legal

responsibility to ensure that the computers and networks it operates are

used appropriately and consistent with BOR Policy 1303.1 (effective
May 24, 2002). In order to meet its obligations, the Administration may
monitor activity on its computers and network consistent with BOR
Policy 1302 (effective May 24, 2002). The Administration recognizes

that faculty have an expectation for a reasonable degree of privacy in

the use of the employer’s computers and network.
identification,

investigation,

and

prevention

of

Except for the

misconduct,

the

Administration will not divulge personally identifiable information or other
personal information obtained through monitoring.

14.320

DISCIPLINE

Faculty may be disciplined for violations of the Board of Regents’

computer usage policies.

The employer will be required to provide

substantial documentation for any such discipline.
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14.330

OWNERSHIP

In accordance with Regents’ Policy, information contained on the
employer’s computers and transmitted on networks maintained by the
employer are presumed to be the employer’s property unless otherwise

limited by law or contract, but the employer does not thereby gain
intellectual property rights to the stored information.
14.340

MAINTENANCE AND MONITORING

The UFA recognizes that maintenance and monitoring of the

computer system must be performed. In the process of maintaining and
monitoring the system all areas of the system may have to be accessed.

15.000

LEAVE OF ABSENCE AND FACULTY EXCHANGE

15.100

COMPENSATED LEAVES

15.110

MAINTENANCE OF RIGHTS

A tenurable (tenured or tenure-line) faculty member returning from
compensated leave shall return to the same position, and compensated
leave time shall be regarded as regular employment time.

15.120

PROFESSIONAL LEAVE AND TRAVEL

Tenurable (tenured or tenure-line) faculty members may be
permitted sufficient time away from their regular assignments to attend

scheduled professional meetings or conferences or otherwise to further
their research or professional interests through a short term period of

travel upon recommendation by the unit chairperson and approval by

the dean.

Subject to the availability of funds for travel in the unit,

college or school such faculty member shall be entitled to apply in
advance for reimbursement for travel and other authorized expenses

incurred in attendance of such meeting or trips for other professional

purposes.
Travel funds may be granted for the following appropriate purposes:

1.

delivery of a research paper at a national or regional meeting;
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2.

a brief research trip to collect data, test proposals, confer with
experts in the field, etc.;

3.

serving as a program chairperson at a national or regional meeting;

4.

serving as a critic on a scholarly paper at a national or regional
meeting or serving as a panel discussant at such meeting;

5.

participation in state meetings of University System committees,
research organizations, Commissioner's Office business, etc.;

6.

other similar interests determined by the dean to be appropriate.

15.130

1.

SICK LEAVE - DEFINITIONS AND REGULATIONS

Sick leave is the necessary absence from duty caused when a

faculty member or a member of his/her immediate family has
suffered illness, injury, pregnancy, or pregnancy-related illness,

exposure to contagious disease which requires quarantine or the
necessary absence from duty to receive medical or dental

examination or treatment.
2.

Sick leave credits shall be earned at the rate of one (1) working
day for each month of service.

Prorated leave benefits will be

granted those employees .50 FTE or more. The contract year for

the teaching faculty at The University of Montana shall be a period
of nine (9) months; four (4) hours credit for August, eight (8) hours
credit for September through April, and four (4) credit hours in May.
3.

Faculty are entitled to take sick leave after they have been

continuously employed for ninety (90) days. Upon completion of

the qualifying period, the employee is entitled to total sick leave
credits earned.
4.

Sick leave credits may not be accrued during a continuous leave of

absence without pay which exceeds fifteen (15) calendar days,
except while serving on jury duty.
5.

Sick leave credits earned at the University shall remain credited to

the faculty member's sick leave account.

Sick leave charges in

excess of earned sick leave credits may be charged to leave
without pay. Sick leave charges and credits shall be charged to the

nearest full hour.
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6.

It is the responsibility of the faculty member to assure proper

reporting of the use of sick leave for record keeping purposes. Any
illness, medical appointment, or emergency which necessitates use

of sick leave shall be reported by the faculty member to the dean as

soon as possible. The dean reports the sick leave to the Human
Resource Office each month.
7.

A physician's certificate or other evidence to substantiate a sick
leave charge may be required by the dean in case of a lengthy
absence or if a question of abuse exists.

8.

Disabilities caused by or attributed to pregnancy, miscarriage,
abortion, childbirth, and recovery therefrom, for all job-related
purposes, are temporary disabilities and should be treated as such

under any health or temporary disability insurance or sick leave
plan available in connection with employment.

9.

Abuse of sick leave is cause for dismissal. Abuse occurs when
there is misrepresentation of the actual reason for charging an

absence to sick leave, when an employee uses sick leave for

unauthorized purposes or when an employee neglects to report

sick leave.
10. Any statutory holidays that fall during a period that an employee is

on sick leave will be charged as a holiday and not taken off the total
accumulated sick leave.
11. Advancing sick leave credits after an employee's earned sick leave

credits have been expended is expressly prohibited.
12. A faculty member who terminates employment with the University

is entitled to a lump-sum payment equal to one-fourth (1/4) of the

pay attributed to the accumulated sick leave. The pay attributed to
the accumulated sick leave shall be computed on the basis of the

faculty member’s salary at the time he/she terminates employment
with the University. Accrual of sick leave credits for calculating the
lump sum payment begins July I, 1971.

However, no faculty

member forfeits any sick leave rights accrued prior to July 1, 1971.
13. A faculty member who is selected for employment by another

institution of the Montana University System and who accepts such

employment without a break in service will be credited by the hiring
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15.180

FACULTY EXCHANGE

Faculty members participating in a Faculty Exchange program shall
continue to be considered faculty of The University of Montana and shall

continue to receive and accrue all rights and benefits.

15.190

FAMILY LEAVE

Faculty members may use accumulated sick, personal, and annual

leave for the care of newly born or adopted children or for the care of
members of the employee's immediate family with serious health
conditions, consistent with sections 15.130, 15.150, and 15.170.

addition,

faculty

members

may

request and

shall

In

be granted

extraordinary uncompensated leave to care for members of the
employee's immediate family with serious health conditions, consistent

with Sections 15.210 and 15.220,2.

Immediate family is defined in

Section 15.140.

15.200

UNCOMPENSATED LEAVES

15.210

APPLICATION FOR LEAVE AND APPROVAL

The faculty member shall submit the request for leave to the
department chairperson, where available, and the dean in writing,

stating the reasons for the leave, the proposed period of absence, and

the date of return. The department chairperson, dean, and the Provost

must approve the leave before it will be granted and forwarded to the
Board.
15.220

1.

REASONS FOR UNCOMPENSATED LEAVES

Professional Uncompensated Leave: Leaves of absence without
pay may be granted for a period normally not to exceed one (1)

academic year. However, tenurable (tenured or tenure-track-line)
faculty members, with the approval of the chairperson, dean, and
Provost, may take uncompensated professional leave for a period

of up to two (2) academic years.

While on leave, the faculty

member shall be subject to the provisions of the regular faculty
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evaluation procedures (in Section 10.000 of this contract) for
purposes of salary and promotion.

Upon return, the faculty

member shall assume the rank and salary as determined by the
regular evaluation procedure.

A faculty member cannot be

evaluated for tenure while on leave without pay from UM-M.

A

faculty member shall provide the chairperson of the department or

dean of the unit with two (2) months notice of his/her intent to take
such leave.

Subject to availability of funds and institutional

priorities, the Administration shall, for the duration of the leave,
replace the services of the faculty member on leave.
2.

Extraordinary Uncompensated Leaves: Leaves may be granted for
such reasons as continuing poor health or disability, maternity and

child care, accepting public office for limited time, or other personal

reasons.

Extraordinary leaves shall not be counted toward the

years of service (probationary or tenured) of the faculty member or

for

purposes

of

salary

or

promotion.

No

extraordinary

uncompensated leave may exceed one (1) calendar year.

3.

Public Service Leave:

Faculty members elected or appointed to

public office may request and the University shall provide
uncompensated leaves for periods of one semester per year.
4.

Leave for Jury Duty and Subpoena:

Any faculty member

summoned as a juror or subpoenaed as a witness may elect to take
uncompensated leave and retain all fees and allowances paid for

such services, or not to take leave and forward all fees paid for
such services to the Business Services Office of the University to
be applied toward the salary due from the University for the period

of service.
A faculty member is not required to remit to the Business

Services Office any expense or mileage allowances paid by the
court.
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16.000

DEANS AND CHAIRPERSONS

16.100

DEANS

The responsibilities of the dean are established by the Provost and

President of the University, to whom they report. The responsibilities

listed here are only those which relate to the Administration of the CBA

and should not be understood as exhaustive.
Deans are responsible for assigning faculty teaching workload,
subject to the approval of the Provost, giving consideration to the

recommendations of the department chair (Section 6.210). The dean
shall take an active role in faculty evaluation, as outlined in Section

10.000, in faculty development, and other areas as stipulated.
In the dean's position as a faculty member in a unit, an application

for

promotion

or tenure

shall

be

initiated by him/her.

The

recommendations of the unit Faculty Evaluation Committee shall be
based on the standards and procedures developed by the unit
applicable to other faculty members. These recommendations shall be

transmitted to the Provost. The procedure for further recommendation

and appeal shall be the same as that prescribed for other faculty.
In the process of the Provost’s evaluation of deans in their
administrative roles, he/she shall consult with a representative group of

the faculty members affected by the dean's performance.
16.200

DEPARTMENT CHAIRPERSONS

16.210

APPOINTMENTS

The department chairperson is appointed by the President of the

University upon recommendation of the Provost and dean. The dean

and Provost shall consult with the appropriate unit faculty prior to

making a recommendation. The chairperson may hold academic tenure
as a faculty member but not as a chairperson.
16.220

DUTIES OF CHAIRPERSONS

A chairperson shall represent the interests of individual faculty
members and the unit to the dean as well as accurately present the
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positions and requirements of the Administration to the faculty within the
unit. Subject to the authority of the dean, the chairperson shall have the
responsibility to schedule classes, arrange teaching hours and

assignments, meet student needs in graduate and undergraduate
programs within University policies and procedures as well as standards

of the unit, serve as the first line of appeal for complaints or disputes

concerning the department, submit budget proposals, administer the
approved

budget,

make

recommendations

regarding

curricula,

programs, personnel matters, and departmental concerns, administer
operation of the unit office, and handle routine business of the
department, and perform other responsibilities as assigned by the dean.

16.230

COMPENSATION

The department chairperson carrying out the responsibilities listed
above shall be granted a stipend and the reassigned time as designated

in Section 13.500

16.240
1.

EVALUATION OF DEPARTMENT CHAIRPERSONS

The evaluation of the departmental chairperson as a faculty

member will occur in accordance with Section 10.000. Either the

unit faculty or the unit chair may initiate the request for promotion,

merit or tenure for the unit chair, based on the standards developed
by the units, and forwarded to the deans. The procedure for further
recommendations and appeal will be the same as that prescribed

for other faculty.
2.

The administrative performance of departmental chairpersons is
subject to review at any time by the dean. The results of any such

evaluation of the administrative role of each chairperson will be

included in the next normal faculty evaluation according to the

procedures of Section 10.000.

The evaluation will focus on the

chairperson’s leadership in meeting the goals of the unit and
fulfilling the duties outlined in the CBA Section 16.220.
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17.000

REVIEW OF TENURED FACULTY

Tenure review will be initiated when a tenured faculty member has
received a less-than-normal salary increment for three (3) successive

years.
17.100

PROCEDURES

Tenure reviews shall be a special responsibility of the Faculty

Evaluation Committee in each unit. The committee shall evaluate the
continuing performance record of the faculty member in the areas of

teaching, research/creative activity and service against the criteria for

excellence and continued growth established for original award of
tenure-both University-wide and in the standards for that unit.

The

committee shall recommend to the unit one (1) of two (2) courses of

action:
1.

Continuation of tenure for a year with re-evaluation at the end of

that year with an accompanying letter stating the reasons for the
probationary period, or

2,

discontinuation of tenure for a minimum period of one (1) year with

re-evaluation each year until tenure is reinstated or until the faculty
member's employment is terminated.

The reasons for each recommendation shall accompany same.

The entire faculty of the unit shall vote on each committee

recommendation and the results of this vote, together with the report of
the committee and the appropriate documentation of the faculty
member's performance record, shall be forwarded to the dean. The

dean shall review each case and shall make a decision. This decision
shall be sent in writing to the faculty member concerned, to the unit

chairperson, and to the Provost. In the event of lack of concurrence
between the recommendation of the unit and the dean's decision, the

dean shall append to his/her decision the reasons for such lack of
concurrence and for his/her decision.
The decision of the dean may be appealed by the faculty member

to the Provost. The UFA may grieve omissions or abuses of procedures
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by the employer. The remedy for any procedural defect grieved shall be
limited to a curing of the procedural defect.
18.000

SANCTIONS, SUSPENSIONS, AND TERMINATIONS

18.100

SANCTIONS

Any employee in the bargaining unit may be subject to disciplinary

sanctions. Disciplinary sanctions shall be limited to warning letters and

formal reprimands. Warning letters and formal reprimands may become

part of the faculty member's

personnel file and may be used in

conjunction with subsequent personnel considerations for a period of
three (3) years following the date of the sanction.

18.200

SUSPENSION

Any employee may be reassigned or suspended with pay when, in
the judgment of the Provost, it would be in the best interest of the

employee, the students, or the University.

Any employee may be

suspended without pay upon conviction of a felony or when the
employee is absent without authorization or justification for a period in

excess of five (5) class or regular work days.
18.300

CAUSES FOR DISCIPLINE OR DISCHARGE

The employer may discipline or discharge employees for the

following causes:
1.

conviction of a felony or of a crime involving moral turpitude during

the

period

of employment at the institution or the willful

concealment of such crime in making application for employment;
2.

conviction of theft of University property or property in the custody

3.

fraud or deliberate misrepresentation of professional preparation,

of the University;
accomplishment or experience in connection with initial hiring or in
the submission of materials for evaluation for promotion, tenure or
salary adjustment purposes;

85

4.

plagiarism

in

professional papers or reports, or deliberate

falsification of University records;
5.

deliberate failure by the faculty member engaged in private
consulting to inform his/her client that the faculty member is acting

as a private

consultant and not as a representative of The

University of Montana;

6.

violation of the conflict of interest provisions of this contract;

7.

exploiting or abusing students or employees, including sexual

harassment as defined by University Policy in effect at the time of

this agreement (Personnel Policy 235);

8.

failure to carry out the responsibilities of a faculty member as

9.

violation of University policies "Drug-Free Workplace’’ (Personnel

defined in Article 6.200;
Policy 58, adopted 7/1/89), or "Scientific Misconduct" (Personnel
Policy 238.0, adopted 08/30/99), required by federal law as a

condition of receiving federal funding.
Faculty members accused of violating sections 3, 4, 5, 6, and 8, but

not subject to any prior judicial or other legally conclusive adverse
finding, shall be accorded a presumption of innocence and receive due
process provided below in section 18.400 and the full protection of the

terms of this contract prior to being

discharged for the alleged

violations.

Faculty members accused of violating sections 7 or 9 shall be
accorded a presumption of innocence and receive due process as

afforded by the policies stated in these sections, in addition to the due
process provided below in section 18.400 and the full protection of the

terms of this contract prior to being discharged for the alleged violations.
Faculty members who hold tenure and return rights to an academic

department, but are serving the University in an administrative capacity
outside the bargaining unit, shall automatically forfeit their tenure and

return rights if terminated from the Administration for causes 1 through 7
or 9 listed in this article.
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18.400

DISCIPLINE OR DISCHARGE FOR CAUSE PROCEDURE

The following procedures will be observed in all cases of discipline

or discharge of nontenurable, probationary or tenured appointees for
cause:

1.

Determination to Discipline:

If the dean determines that

disciplinary action for cause should occur, the dean shall prepare a

formal statement of the charges which shall be served on the
employee. The employee will be accorded an opportunity to rebut

the charges. Both a copy of the charges and of the rebuttal shall be

placed in the employee’s personnel file and may be used according
to the guidelines in section 18.100. If the faculty member believes

that this action was in violation of the terms of this contract, the
faculty member has the right to grieve this action in accordance
with Section 19.000.
2.

Determination to Bring Charges: If the dean is informed of any
information regarding grounds for cause or any request that
charges be brought, the dean or the dean's designee(s) shall

conduct an investigation and determine the action to be taken. If
the dean determines that termination for cause proceedings should
be initiated, he/she shall prepare a formal statement of charges

which shall be served on the employee.

3.

Request for Hearing: Within twenty (20) days of the service of the
statement of charges, the employee shall indicate to the Provost in

writing whether a formal hearing is desired.
4.

If no response is

received within the time specified, the right to a hearing is waived.
Committee on Service: If a formal hearing is requested, it shall be

scheduled and conducted by the

Committee on Service.

The

Committee on Service will consist of one (1) faculty member on

continuous tenure appointed by the Board of Regents, one (1)

faculty member on continuous tenure appointed by the President,

and one (1) faculty member on continuous tenure elected by the
Faculty

Senate.

The

committee

members

shall

serve a

twelve-month (12) term, to commence on September 1. Whenever
a vacancy occurs, a successor shall be appointed by the
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remedial action, but may not reverse a substantive decision or

academic judgment.
18.500

RETRENCHMENT

Retrenchment is the termination of tenured faculty members for

financial or programmatic reasons.
The necessity for retrenchment shall be determined by the Board of

Regents, based upon recommendations by the President of the
University, a Review

Committee, and the Commissioner of Higher

Education in accordance with the procedures detailed in this section.

In determining whether retrenchment is necessary and in selecting

the areas where the terminations will occur, consideration shall be given
to the University's responsibility to offer an appropriate range of courses
and programs and to maintain a balanced institutional effort that is

responsive to the needs of the students and the state.

18.510

CURTAILMENT

The necessity for retrenchment may be determined to exist in any

one or any combination of the following instances:

1.

When the total number of faculty FTE employed and funded from
the current unrestricted operating budget for personal services
exceeds the number of faculty FTE positions generated by the

formula within the appropriation for the next period by at least
twenty (20) faculty FTE. The number of tenured faculty terminated

under this provision shall not exceed the number specified. Before
the terminations of tenured faculty can occur, a serious effort must
be made to achieve these reductions through attrition.
2.

When the student/faculty ratio in any discipline, program or
department of instruction has a sustained decline to an aggregate

of at least twenty percent (20%) within the previous six (6) years
beginning in 1975-76 and the student/faculty ratio is less than 19:1.
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3.

Upon recommendation of the President of the University, the

Review Committee, and the Commissioner of Higher Education in
accordance with the procedures detailed in Section 18.530.

18.520

DISCONTINUANCE

The Board of Regents may initiate discontinuance through the

Commissioner of Higher Education consistent with the procedures of

this section.
The necessity for retrenchment in the form of discontinuance of any

discipline,

program,

degree,

option,

area

of concentration,

or

department of instruction may be determined to exist in any one or any

combination of the following instances:

1.

When the total number of the faculty FTE employed and funded
from the current unrestricted operating budget for personal services
exceeds the number of faculty FTE positions generated by the

formula within the appropriation for the next period by at least

fifteen (15) faculty FTE.
2.

When the Commissioner of Higher Education recommends

discontinuance based upon findings and conclusions resulting from
the process of system-wide review of the particular discipline,

program, degree, option, or department of instruction. In this
instance, the Commissioner, in lieu of the President, will take the

initiative and responsibility of drafting the plan.

Retrenchment

would then proceed in accordance with the procedures detailed

below in Section 18.530.

3.

Upon recommendation of the President of the University, the review

committee,

and the

Commissioner of Higher Education

in

accordance with the procedures in 18.530.

18.530

RETRENCHMENT PROCEDURES

The President shall draft a retrenchment plan which documents the

need for retrenchment, the number of faculty members to be terminated
by department,

discipline,

program, degree, option or area of

concentration, and any relevant supporting information. Documentation
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will include, but not be limited to, references to duplication, quality and

productivity.
The President shall submit the retrenchment plan to a Review

Committee at least two (2) months before the matter is taken to the

Board.

The Review Committee shall consist of three (3) faculty

members selected by the Executive Committee of the Faculty Senate,

three (3) faculty members selected by the UFA, three (3) faculty
members selected by the President, and three (3) students appointed

by the President of ASUM. No member shall be from any unit affected
by the President’s retrenchment plan.

Within forty-five (45) days after receiving the retrenchment plan
from the President the Review Committee shall prepare a report, with

supporting documents and rationale, concurring or disagreeing with the
President's recommendation. The President and the committee shall

attempt to agree upon a single recommendation for the Commissioner

of Higher Education.

If they cannot agree, the President and the

committee shall present separate reports to the Commissioner. The

Commissioner shall formulate his/her own recommendation and shall
submit it along with the recommendations of the President and

committee to the Board of Regents.
The Board shall make the final decision on whether retrenchment is

necessary and the number of faculty members to be terminated by
department,

discipline,

program,

degree,

option

or

concentration, and any relevant supporting information.

area

of

After the

Board’s decision, the President shall report to the Faculty Senate on the

implementation of the retrenchment plan for each of the three (3) years
after the retrenchment plan has been adopted.

In all cases of retrenchment, faculty members will have the
following rights:
1.

Terminations shall be in reverse order of seniority by the

department,

discipline,

program, degree,

option or area of

concentration which has been identified for retrenchment, unless an

exception to the order of seniority is necessary to assure that the

qualifications of the remaining appointees meet the requirements of
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the programs to be retained or to take into account the Affirmative
Action Plan.

Seniority is measured by the faculty member's full

time equivalent service at the institution. Between faculty members

of equal length of service, the member with the higher rank shall
have retention priority. The academic year shall be deemed to be a

year of service and no additional seniority shall be accrued for any

assignment beyond the academic year.
2.

No tenured faculty member shall be terminated if non-tenured

faculty members are retained in the same discipline to teach
courses the tenured faculty member is qualified and capable of
teaching.

3.

A faculty member may apply for reassignment rather than be
terminated if the faculty member satisfies the qualifications for a

position in a unit (department, school, program) in which there is an
approved available position opening for which recruitment has been

authorized. The faculty member shall retain his/her former salary,
rank and tenure status.
4.

Any tenured faculty member selected for termination shall have the

right to apply for any existing open non-academic positions at the
institution, and in the absence of a candidate with clearly superior

qualifications, the faculty member shall be given employment
preference. In this situation the faculty member shall receive the
salary established for the new position and shall lose academic

rank and tenure.
5.

The position of any tenured faculty member terminated because of

retrenchment shall not be filled for a period of two (2) years unless

the terminated faculty member has been offered reinstatement at
previous rank, tenure and salary level. The faculty member shall

have thirty (30) days in which to accept or decline.
6.

Each tenured faculty member selected for termination shall be so

informed a minimum of twelve (12) months prior to the date of

termination.
The UFA may institute a grievance on behalf of a faculty member

selected for termination only on the basis that the procedure outlined in
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this section was not followed. The Board's decision that retrenchment is
necessary is not grievable.
18.600

DISABILITY

In the event that an employee becomes incapable of performing the
regular responsibilities incident to employment and sick leave, annual

leave, and a maximum of one (1) year of leave without pay have been
exhausted without correction of the disability, then the employer will

discontinue the employment permanently and recruit a permanent
replacement for the position. The employer shall assist the employee in

pursuit of rights under workers' compensation or long-term disability
insurance and, where feasible, shall seek to re-employ the employee in

any other position for which the employee is qualified and capable of
performing.
18.700

RESIGNATIONS

A member of the bargaining unit who wishes to resign from the
University normally shall give notice thirty (30) days after receiving
notice of terms of appointment for the succeeding academic year, or

April 15, whichever is later. Resignations should be dated, signed, the
reasons stated for resigning, the date upon which the resignation is to

be effective, and should be given to the dean.
18.800

RETIREMENT

Retirement shall be governed by applicable state and federal
statutes.
Retirement benefits shall be granted in accordance with the

provisions of Chapter 4, Title 19, Montana Code Annotated.
18.900

NON-RENEWAL

Employment may be discontinued in the event the employer elects
not to renew a probationary appointment for an additional term

consistent with the provisions of this agreement.
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19.000

GRIEVANCE PROCEDURE AND ARBITRATION

19.100

PURPOSE

The parties agree that all problems should be resolved, whenever

possible, before the filing of a grievance, and they encourage open

communication between administrators and members of the bargaining
unit so that resorting to the formal grievance procedure will not normally

be necessary. There is an expectation that the parties will meet
informally in an attempt to resolve the issue(s) before the filing of a
formal grievance. The faculty member may wish to involve the UFA

grievance officer in these attempts. The purpose of this Article is to
promote prompt and efficient procedures for investigating and resolving
grievances. These procedures shall be the only means for resolving

grievances.

19.200

RESORTING TO OTHER PROCEDURES

If a bargaining unit member seeks formal resolution of a grievance

matter in any forum or set of procedures other than those established in

this Article, whether administrative or judicial, the employer shall have

no obligation to entertain or proceed further with the matter.
19.300

REPRESENTATION

UFA shall have the exclusive right to represent any bargaining unit
member who files a grievance.
19.400

DEFINITION

A grievance is defined as any dispute which arises regarding the

misapplication and/or misrepresentation or other violation of a provision
of this

agreement

by

the

Administration

including

department

chairpersons acting in a managerial capacity as alleged by the UFA on

behalf of a bargaining unit member and/or group of bargaining unit
members and/or by the UFA on its own behalf.
The grievance and arbitration procedures provided for herein will

not include (1) any complaints relating to or arising out of the faculty
evaluation process except as provided in Section 10.330 of this
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agreement and (2) any other matter specifically excluded elsewhere in

this agreement from the grievance and arbitration procedures.
19.500

GRIEVANCE REPRESENTATIVES

Designated UFA representatives shall have the right to investigate,
consult, and prepare grievance presentations and attend grievance
hearings and meetings.

Should any hearings or meetings with the

President, Board, or their representatives necessitate rescheduling of
assigned duties, the representatives may, with the approval of the

appropriate administrator, arrange for having duties rescheduled or
covered by colleagues.

Such approval shall not be unreasonably

withheld.

19.600

SUBMISSION OF THE GRIEVANCE

Grievances must be submitted to the President or his/her designee

on the grievance form as set forth in 19.610.

19.610

GRIEVANCE FORM

1.

Name of employee grievant:

2.

Date(s) alleged grievance occurred:

3.

Name(s) of administrator(s) involved in violation of contract on
which grievance is based:

4.

Sections of contract which were violated (quote specific language):

5.

Summary and explanation of grievance:

6.

Witnesses:

7.

Documents (identify here and attach):

8.

Remedy requested:

Dated this

day of, 20

Signature of Employee Grievant
Signature of UFA Representative
19.700

FORMAL GRIEVANCE PROCEDURE

Filing. All grievances must be filed within twenty-five (25) working

days following the act or omission giving rise thereto or within
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twenty-five (25) working days after the grievant knew or should have

reasonably known of the act or omission giving rise to the grievance.
When the written grievance is filed, the UFA or the Administration may
request the postponement of any action in processing the grievance

formally for a period of up to twenty (20) working days, during which

period efforts to resolve the grievance informally should be made. The
initial extension and additional fifteen (15) working day extensions will

be subject to mutual agreement. No award shall be increased and no
additional rights shall be acquired as a result of granting an extension.

Either the UFA or the Administration may at any time terminate the
postponement period by giving written notice to the President or his/her

designee, in the case of the UFA, or to the UFA Grievance Officer, in
the case of the Administration, that the other party wishes to proceed
with the Step 1 meeting provided below. If the postponement period, or
any extension thereof expires, the grievance will automatically proceed

to Step 1 (below).
Step 1.

The President or his/her designee shall conduct a closed

conference with the grievant, the UFA Grievance Officer and the

defendant designated by the UFA as most centrally involved.

This

conference shall occur no later than ten (10) working days following: (I)

receipt of the grievance if no postponement is granted; or (2) expiration

of any postponement or extension.

If the designated defendant or

grievant is on University leave or travel status on University business, a
ten (10) working day extension will be granted for this conference. If

either is still on leave or such travel status at the end of this first

extension, two additional ten (10) working day extensions may be
granted. At the conference, the UFA shall present witnesses and other

evidence

and

arguments

in

support

of

the

grievance

and

representatives of the Administration shall present evidence and

arguments in response. The President or his/her designee shall issue a

written decision within ten (10) working days following the conclusion of
the conference.
If the grievance is based on an action by the Commissioner or

Board, then the Step 1 conference will take place between the
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Commissioner, the grievant, and the UFA representative, in accordance

with the above procedures except the Commissioner shall issue a
decision within twenty (20) days.
Step 2. In the event the grievance has not been resolved at Step I, the
UFA may proceed to arbitration by filing a written notice of intent to do
so.

Notice of intent to proceed to arbitration must be filed with the

President and the Commissioner within ten (10) working days after

receipt of the Step I decision and shall be signed by the President of
UFA or representative. Only those acts or omissions and sections of

the agreement identified at Step I may be considered at arbitration. The

grievance may be withdrawn by the grievant or by the UFA at any point
prior to the scheduling of the arbitration hearing.

19.800

ARBITRATION

19.810

SELECTION OF AN ARBITRATOR

When the UFA submits a timely written notice for arbitration of an
unresolved grievance, within ten (10) working days the UFA and

Administration

shall jointly

request the

Federal

Mediation

and

Conciliation Service (FMCS) to furnish a list of seven (7) arbitrators from

which the arbitrator shall be selected. Such selection shall be

accomplished within (10) working days of receipt of the list, UFA and the
employer each striking one (1) name from the list alternately until only
one (1) name remains.

Except as modified by this agreement, arbitration proceedings shall
be conducted in accordance with applicable rules and procedures of the

Federal Mediation and Conciliation Service (FMCS).
19.820

AUTHORITY OF THE ARBITRATOR

The arbitrator shall neither add to, delete from, or modify the terms

of this agreement or of any individual contract of employment. Either
party may appeal to an appropriate court of law a decision that was

rendered by the arbitrator acting outside of or beyond the arbitrator's
jurisdiction.

The arbitrator shall not have any authority to order any
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remedy which directly or indirectly grants tenure nor may the arbitrator
order promotion as a remedy in any case except where the
recommendation of the dean and the Faculty Evaluation Committee or

the ad hoc committee (see: 10.280) was for promotion. The remedy for
any procedural defect resulting from actions of department chairpersons

or other administrators outside the bargaining unit shall be limited to
curing the procedural defect and/or awarding compensatory damages.

Within twenty (20) working days of receipt of the arbitrator's written
award either the UFA or employer shall have the right to initiate an
action in the District Court of the Fourth Judicial District for a declaratory

judgment precluding enforcement of any arbitration award in the event

of the existence of any of the following circumstances:
1.

The arbitrator has exceeded his/her authority as circumscribed by

2.

The arbitrator has assumed jurisdiction of matters not arbitrable.

3.

The award is contrary to the substantive law, or the terms of this

this contract.

agreement.

19.830

ARBITRABILITY

In any proceeding, the first matter to be decided is the arbitrator’s

jurisdiction to act, which decision the arbitrator shall announce. Upon

concluding that he/she has no such power, the arbitrator shall make no
decision or recommendation as to the merits of the grievance. Upon
concluding that the issue is arbitrable, the arbitrator shall normally

proceed with the hearing at that time. Either party may seek judicial

review of the arbitrator's decision as to jurisdiction and have the hearing
on the merits of the grievance delayed until such review is completed.

19.840

CONDUCT OF HEARING

The arbitrator shall hold the hearing in the city where the grievant is

employed, unless otherwise agreed by the parties. The hearing shall
commence within twenty-one (21) workings days of the arbitrator’s
acceptance of being selected, or as soon thereafter as is practicable.
The arbitrator shall issue the decision within thirty (30) working days of
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the close of the hearing, unless additional time is agreed to by the
parties. The decision shall be in writing and shall set forth findings of
fact, reasoning, and conclusions of the issues submitted, including a
statement of the specific issue or issues decided and the specific

contract sections, if any, found to be violated and state the remedy

ordered.
19.850

EFFECT OF DECISION

The decision or award of the arbitrator shall be final and binding

upon the employer, the UFA and the grievant, provided that either party
may appeal to an appropriate court of law a decision that was rendered

by the arbitrator acting outside of or beyond the arbitrator's jurisdiction.
19.860

FEES AND EXPENSES

All fees and expenses of the arbitrator shall be divided equally
between the parties. Each party shall bear the cost of preparing and
presenting its own case. The cost of any transcripts required by the

arbitrator shall be divided equally between the parties. If either party

orders a transcript it shall allow the other party to copy the transcript by

paying half of the cost of the transcript plus copying costs.
19.870

TIMELIMITS

All time limits contained in this Section may be extended by mutual
agreement of the parties.

Upon failure of the employer or its

representatives to provide a decision within the time limits provided in
this Section, the grievant through the UFA may appeal to the next stage.
Upon failure of the grievant or UFA to file an appeal within the time

limits provided in this Section, the grievance shall be deemed to have

been resolved by the decision of the prior stage.
19.880

NOTIFICATION

All grievance requests for review, notices, and decisions shall be

transmitted in person or by certified or registered mail, restricted mail,
restricted delivery, return receipt requested. The date of receipt shall be
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the official date in the event of a question as to the timeliness of any

grievance, request for review, notice, or decision.
19.890

RETROACTIVITY

An arbitrator's award may or may not be retroactive as the equities
of each case may demand, but in no case shall an award be retroactive
to a date earlier than thirty (30) days before the date the grievance was
initially filed in accordance with this Section or the date on which the act

or omission occurred, whichever is later.
19.895

REPRISAL

No reprisal of any kind will be made by either party against any
grievant, any witness, any UFA representative, or any other participant

in the grievance procedure by reason of such participation.
19.900

PRECEDENT

No complaint informally resolved or grievance resolved at Stage 1
shall constitute a precedent for any purpose, unless agreed to in writing

by the President or representative or Commissioner and the UFA acting
through its President or representative.
19.950

RECORDS

All written materials pertinent to a grievance shall be filed
separately from the personnel file of the grievant or witnesses.

20.000

STUDENT PARTICIPATION

The Board and the UFA recognize the necessity and desirability of
student participation at all levels of academic decision making in
accordance with the following guidelines:

1.

All parties shall support and work cooperatively with the elected
student government of the Associated Students of The University of
Montana (ASUM).

2.

Students shall have the right and responsibility of participation in
all academic unit meetings and in all unit committees in accordance
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with the terms of this agreement.

Student representation on

committees, including search committees, in academic units, shall
consist of at least one (1) student member unless the committee is

larger than five (5), in which case there must be at least two (2)
students. Student representatives shall have full participatory rights
except as otherwise provided in this agreement.

Student

representatives may be excluded from any unit decision which

directly affects academic evaluation and standing of individual
students. Unit chairpersons or deans shall meet and confer with

ASUM to determine the appropriate process for the selection of
student representatives.
3.

Students shall have the right and responsibility of participation in all
faculty and/or Administration committees, both standing and

ad

hoc. The number of faculty representatives on any committee shall
not be reduced to achieve the specified level of student
representation.

representation

Student

on

faculty

and/or

administrative committees, both standing and ad hoc, shall be as
follows:
a.

Students shall not participate in the Executive Committee of

the Senate, the Service Committee, the Appeals Committee,

the University Grievance Committee, the Institutional Review

Board, or the Animal Research Committee.
b.

Student participation in the Faculty Senate, the Graduate
Council and the

University Research Committee shall be

determined by the Senate but (1) the Senate shall include at

least two students as non-voting members and (2) both the
Graduate Council and the University Research

Committee

shall include at least three graduate students.

c.

Student participation in

search committees for campus

administrative positions shall consist of at least two (2)

members.
d.

Student participation on the following standing committees

shall be as follows:
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Committee for Campus and Facilities
Campus Recreation and Sports Committee
Library and Archives Committee
University Athletic Committee
Building Fee Advisory Committee
Information Technology Advisory Committee
Pantzer Award Committee
University Court
University Discrimination Grievance Committee
Academic Standards and Curriculum
Review Committee
• Student Complaint Committees

3 members
4 members
3 members
2 members
2 members
2 members
1 member
3 members
2 members

•
•
•
•
•
•
•
•
•
•

6 members
3 members

For any committees not listed above, student representation shall
be at least two (2) members. Except as otherwise specifically provided

in this contract (i.e., appointment to academic unit committees, the

Retrenchment

Review

Committee

and

the

Student

Complaint

Committee), student representatives shall be appointed as follows:

prior to appointment, the President of ASUM or his/her designee shall
consult informally with the President of the University or his/her

designee as to potential appointees. Where agreement is achieved as

a result of this informal consultation, the President of ASUM or his/her

designee shall proceed to make the appointment. Where no agreement
is achieved the remaining student representatives to committees shall

be appointed by the President of the University from a slate of nominees
submitted by the President of ASUM or his/her designee. A slate shall
consist of twice the number of positions to be filled. In case of student

representation on a Presidential Search Committee, the appointment
shall be by the Board of Regents from a slate of nominees forwarded to

the Commissioner of Higher Education by the ASUM President or
his/her designee.

Students and the Vice President for ASUM shall be given the same
notice of meetings as other committee members. In the event ASUM
elects to refrain from participation or fails to exercise their prerogative to

participate within a reasonable time, the meeting or committee may

proceed without student participation and the process shall not be
flawed by the absence of student participation.
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21.000

STUDENT COMPLAINT PROCEDURE

21.100

PURPOSE

The purpose of this section is to promote the just, prompt, and

efficient resolution of student complaints concerning academic judgment
by members of the bargaining unit based upon the criteria in 21.300.
Student complaints about employment relations or other campus

activities or policies extending beyond the immediate teaching/learning

context are subject to other University policies and procedures including
but not limited to conduct constituting a violation of the University

Conflict of Interest and Scientific Misconduct policies.

Student

complaints alleging unlawful discrimination not intrinsically related to the
academic process should be filed with the University EEO/AA Officer.
Any complaint about academic judgment that accompanies alleged non

academic misconduct by a member of the bargaining unit may be

addressed under the procedures of this action. This complaint
procedure is intended io be used when specific actions of a faculty

member had a specific adverse effect on the academic performance or
academic record of a student. Complaints regarding the general quality

of a faculty member's teaching are to be addressed through the faculty
evaluation process (see 10.000, especially 10.220, regarding the
Student Evaluation Committee). The parties shall make every effort to

resolve problems that might ultimately become grounds for a complaint

whenever possible prior to resorting to this procedure. NOTE: All time

sequences in this section will exclude weekends and holidays
21.200

RESORTING TO OTHER PROCEDURES

If the student complainant(s) seeks resolution of a complaint in any
non-University forum, whether administrative or judicial, the parties to a

complaint under this section shall have no obligation to proceed further

under the provisions of this section. It is understood, however, that the

procedure under this section is the only appropriate University
procedure for a student to dispute a decision solely involving academic
assessment by a faculty member based upon the criteria listed in

Section 21.300.
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21.300

DEFINITION OF COMPLAINT

The term "complaint" shall mean a claim or allegation by a student

who is a real party in interest against members of the bargaining unit
that:

1.

The faculty member(s) significantly failed to carry out their

2.

And/or the faculty member(s) failed to maintain a responsible,

responsibilities as defined in this contract;
professional relationship with the complainant(s), using the
teaching/learning context as a means to extract inappropriate
personal advantage or in any other way using professional authority

for other than appropriate purposes.
21.400

STUDENT RESOLUTION OFFICER

The president of ASUM shall appoint a Student Resolution Officer

and an alternate or designee to act in case the Student Resolution
Officer fails to act. The Student Resolution Officer or designee may

represent any student and/or group of students who have a complaint.
At the beginning of each new school year, the President of the

University, or his/ her designee, shall schedule a meeting between the

ASUM President, the Student Resolution Officer, and the UFA Student
Complaint Officer. The purpose of the meeting is to review the student
complaint procedures (including the time lines) pertaining to the student

complaint procedure, as well as the responsibilities of all parties.
21.410

STUDENT COMPLAINT COMMITTEES

There will be two (2) Student Complaint Committees.

One

committee will hear student complaints involving undergraduate
student(s) and the other committee will hear complaints involving
graduate student(s). The Chair of Faculty Senate shall appoint four (4)
members of the bargaining unit who will serve on both the

Undergraduate and the Graduate Student Complaint Committees. At
least two (2) of the four (4) faculty members of the Graduate Student

Complaint Committee shall have substantial experience teaching at the

graduate level and in directing theses and dissertations. The Provost or
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the Provost’s designee shall serve as chair of the two committees and
the President of ASUM shall appoint two (2) graduate students to serve

on the graduate Student Complaint Committee and two (2) students,
undergraduate or graduate, to serve on the Undergraduate Student
Complaint Committee. Each, the University President and the Faculty

Senate Chair, will also appoint two (2) alternates to serve on the

appropriate committees with the same qualifications as other members.

Under no circumstances shall any of the seven (7) members of the
Graduate or Undergraduate Student Complaint Committees hearing the

complaint be from the same unit or administrative office as the parties to

the complaint.

Both parties to the complaint may exercise one

peremptory challenge of a committee member to hear the complaint.

(See also 20.000 Sec. 3, c).

21.500

FORMAL COMPLAINT PROCEDURE

Step 1: Within thirty (30) days after the act or omission which caused
the complaint, or following the date that the student knew or reasonably
should have known of such an act or omission, the student shall bring

the matter to the Student Resolution Officer or designee. The student
shall within ten days confer with the person(s) against whom the

complaint exists and the student or the Student Resolution Officer must
identify this meeting as a Step 1 meeting to the person against whom

the complaint exists. Additionally, if, during the course of a discussion
with a student who complains about or objects to any feature of the
faculty member’s academic performance, a faculty member concludes

that the student is not satisfied with the explanation offered, the faculty
member may identify such a discussion as a Step 1 meeting and so

inform the student. Both parties to the complaint should make an effort
to resolve the complaint during this meeting.

Either party to the

complaint may bring a witness to this meeting. Additionally, the Student
Resolution Officer (or designee), and/or UFA representative (or
designee) may serve as an advocate for their respective parties.
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Step 2: If the student feels the matter is unresolved after the Step 1
meeting, and the Student Resolution Officer or designee agrees to
proceed with the complaint, the Student Resolution Officer or designee
shall within fifty (50) days of the act or omission, schedule a non-binding
mediation session which shall be held in some neutral place for the

purpose of resolving the matter in lieu of filing a formal complaint and
requesting a Step 3 hearing.

Such mediation sessions shall be

facilitated by volunteer School of Law students or Department of
Communication Studies students who have successfully completed the

mediation phase of their training and have agreed to mediate such

disputes for ASUM, supervised by the appropriate faculty member in
Law or Communication Studies. This Step 2 mediation session should

involve only the student and respondent faculty member. A determined
effort will be made to resolve the complaint in the Step 2 mediation

session.

If the requested mediation session cannot be arranged within ten

(10) working days of the receipt of the request, the complainant(s) may

proceed to Step 3. This deadline may be postponed by mutual consent
of the parties.
If either party has compelling reasons why they feel a Step 2
mediation session should not be held, they may request that the Provost

schedule a Step 3 hearing. The Provost will review the request for a
Step 3 hearing.

Step 3: If the Step 2 mediation session could not be scheduled within

ten (10) working days after the receipt of the request, the Student
Resolution Officer may, within sixty-five (65) days of the occurrence of
the act or omission, submit a formal written complaint, as specified in
Section 21.510, to the Provost requesting a hearing before the

appropriate Student Complaint Committee.

If a Step 2 mediation

session occurred and the student(s) and the Student Resolution Officer

or designee believe the matter is unresolved, the Student Resolution

Officer may, within five (5) working days, submit a formal written
complaint, as specified in Section 21.510, to the Provost requesting a

hearing before the appropriate Student Complaint Committee. In either
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of the above cases, the Provost will, upon receipt of the formal written
complaint, send a copy to the UFA Student Complaint Officer. Should

the Student Resolution Officer choose not to move to Step 3, the
student may elect to file for a Step 3 hearing subject to the same filing

requirements and deadlines. The student filing the complaint must
include the reason(s) the Student Resolution Officer would not proceed

with the complaint.
Within fifteen (15) working days of filing a request for a Step 3

meeting, the Student Complaint Committee shall hold a hearing for all

parties to a complaint, pursuant to procedures to be developed by the
Committee in consultation with the University Legal Counsel, ASUM, the
Student Resolution Officer, and the UFA Student Complaint Officer. The

purpose of the hearing shall be to determine findings of fact and
recommend either dismissal of the complaint, a warning letter, formal

reprimand, and/or a specific remedy limited to curing the act or omission
for which the complaint was filed.

Nothing from the Step 2 mediation

session may be used in the Step 3 hearing. During the course of its

deliberation, the Committee shall confer with the parties to the complaint

and may confer with other individuals at its discretion. The Committee
shall make its decision by majority vote.
The decision of the Committee, and minority report, if any, shall be
forwarded to the University President who may or may not accept the
Committee's or the minority's report. The University President shall,

within five (5) working days of receipt of the recommendations, either
approve them or remand them to the Committee together with his/her
objections and a suggested alternative resolution. The Committee shall,

within five (5) working days of receipt of the President's suggested

alternative resolution, either accept it or forward its own suggestion to
the University President. The President may accept or reject the

Committee's suggestion. Implementation of a specific remedy rests with
the University President, whose decision shall be the final campus
disposition of the complaint. The President shall provide the Committee

with a rationale for the final disposition, should it differ from that
suggested by the Committee. Upon issuance of the final decision, the

President shall send copies to all parties involved.
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21.510 COMPLAINT FORM
The following complaint form shall be completed by the student as

a request for a Step 2 meeting. If the complaint proceeds to a Step 3
level, the Student Resolution Officer shall complete the form as a

request for a Step 3 hearing, summarizing the results of the Step 2
under number 5 (below, “Summary and Explanation of the Complaint”),
and identifying and addressing any changes to the information provided

on the Step 2 complaint form.
1.

Name of student complainant(s):

2.

Date(s) complaint occurred:

3.

Name(s) of bargaining unit member(s) or administrator(s) involved

in complaint:
4.

Sections of contract on which complaint is based:

5.

Summary and explanation of complaint:

6.

Potential Witnesses:

7.

Documents (identify here and attach):

8.

Remedy Request:

Dated this

day of, 20

.

Signature of Complainant
21.520

EXPEDITED PROCEDURE

A student may elect to use this expedited procedure only to dispute

a final course grade for spring semester, dismissal from an academic
program, or decision preventing graduation. The Formal Complaint

Procedure, described in Section 21.510, shall be modified as follows:
The student may proceed without the Student Resolution Officer at

Step 2 if the Student Resolution Officer or alternate or designee fails to
contact the student complainant within three (3) days, excluding

weekends and holidays, of the student's contacting the ASUM Student

Resolution Office. If the student does not receive a response from the
Student Resolution Officer within three (3) days of his/her initial contact,

the student shall make a request for use of the expedited procedure in
writing, hand-delivered to the ASUM Offices. The Student Resolution

Officer shall immediately upon receipt of the request contact the
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Dated this

,2005

day of

FOR THE UFA:

FOR THE BOARD OF REGENTS

;ParroI Krause, Ed,D.

Michael KUpilik, Ph.p

Commissioner of Higher Education

President, UFA
The Univerarty of Montana
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APPENDIX

LETTERS OF UNDERSTANDING (AGREEMENT)
LETTER OF UNDERSTANDING ON FACULTY COMPUTING AND
LABORATORY/INSTRUCTIONAL EQUIPMENT
The funds reserved for faculty computing [$400,000 annually]

laboratory and instructional equipment [$204,000 annually] will remain
in the budget annually for their intended purposes. Faculty computing

funds shall be allotted in their entirety for the purpose of providing
information technology to bargaining unit members. The replacement
process for faculty computers will be managed by the Administration.

An annual report of Faculty Computing and Laboratory and Instructional

Equipment Allocation Expenditures will be supplied to the UFA
Executive Board each September for the previous fiscal year.
LETTER OF AGREEMENT ON EVALUATION PERIOD OF REVIEW

1.

The period of review for purposes of faculty evaluation for

promotion, tenure, or salary consideration will use the previous

academic year(s) as the unit of review. That is, the review
period will be from September 1 through August 31 to include

the academic year and relevant summer session(s).
2.

It is understood that during the academic review period of
2003-04, faculty may have included documentation and

information from the period of September-October, 2003 in a

previous review. Duplication of this information will be allowed
during the 2003-2004 review period only.

LETTER OF AGREEMENT ON COMPENSATION

1.

There will be no across-the-board

(normal) salary increase

provided during the 2003-2004 academic year;
2.

Because of budget shortfalls the number of merit awards was

reduced from the level provided for in 2003. However, it is the
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parties’ desire to restore the higher number of merits in the

subsequent round of negotiations.
3.

For the 2004-2005 academic year, the Provost’s decision

regarding the selection of merit award recipients shall not be
grievable.
4.

Salary increases to base as a result of promotions or merits
will be effective November 1 of the appropriate academic year.

5.

Normal salary base increases of $500 per faculty member shall
be effective February 1,2005.

6.

The Administration agrees to work with the Office of the

Commissioner of Higher Education to discuss a Policy that will
provide fee waivers for faculty and dependents. Should it be
necessary, the Office of the Commissioner will seek legislative

support for the Policy.
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