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AGREEMENT 

 
This Agreement is made and entered into this 22nd day of August, 2023, by and between 
Cincinnati State Technical and Community College, hereinafter referred to as the "College," and 
Cincinnati State Technical and Community College Chapter of the American Association of 
University Professors, hereinafter referred to as the "AAUP," and jointly hereinafter referred to 
as the "Parties."  
 
The Parties hereby agree as follows: 
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Article 1 

 
Recognition and Description of the Representative 

 
A. Recognition 
 

The College recognizes the Cincinnati State Technical and Community College Chapter of the 
American Association of University Professors (AAUP) as the sole and exclusive bargaining 
representative for the members of the bargaining unit described below. 

 
B. Description of the Bargaining Unit 
 

The bargaining unit shall be defined as follows: 
 

1. Included in the bargaining unit are all full-time Professors, Instructors, Cooperative/Clinical 
Education Coordinators, Writing Center Managers, Librarians (Coordinator of Information 
Services and Coordinator of Technical Services), and Annually Contracted Faculty, 
regardless of source of funding. 
 

2. Excluded from the bargaining unit are all employees covered under other collective 
bargaining agreements, and all unrepresented employees of the College. 

 
3. As of the effective date of this Collective Bargaining Agreement the following legacy 

positions and personnel shall retain all rights, benefits, and responsibilities as accorded each 
member of the AAUP bargaining unit until such time that said personnel separate from 
employment, either voluntarily or involuntarily, or said personnel accept employment within 
the College in a distinctly different position. Upon separation or acceptance of a new 
position, the distinct positions identified shall be excluded from the bargaining unit.  

• Instructional Designer (180 Day Workload) 
• Health Excel Coordinator/Senior Advisor (180 Day Workload) 
• Academic Advisor (180 Day Workload) 
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Article 2 

 
Non-Discrimination and Diversity, Equity, and Inclusion 

 
A. Non-Discrimination 

 
Cincinnati State Technical and Community College is an equal opportunity employer. The 
College, the AAUP, and the members of the bargaining unit agree that they shall not discriminate 
against anyone on the basis of age, race, color, creed, religion, ancestry, national or ethnic origin, 
sex/gender, sexual orientation, disability, genetic information, military status, veteran status, 
familial status, or any other protected category under applicable local, state, or federal law, 
ordinance or regulation, or membership or non-membership in the AAUP, or lawful activity in 
support of or in opposition to the AAUP, or for exercising any rights in this Agreement. 
 

 
B. Diversity, Equity, and Inclusion 
 

Cincinnati State Technical and Community College is an equal opportunity employer. In all areas 
of personnel matters, including, but not limited to, initial employment, changes in status, tenure, 
and retention, the College will give particular attention to the candidacy of qualified women, 
minorities, and members of underrepresented groups. Both parties will cooperate in the endeavor 
to achieve the College’s diversity, equity, and inclusion goals and objectives. The College agrees 
that any College-wide committee recognized as participating in diversity, equity, and inclusion 
endeavors shall include the designees of the AAUP.  
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Article 3 

 
Relationship Between the Parties 

 
A. Purpose 
 

The parties agree that it is in their mutual interest to maintain a harmonious and cooperative 
relationship. To perform its duties as the exclusive bargaining agent of the faculty, the AAUP 
shall be accorded the following rights and privileges. 

 
B. Right to Data 
 

The AAUP shall have access to College data and information not specifically exempted by law, 
which it deems necessary to meet its collective bargaining responsibilities or to administer this 
Agreement. The College shall maintain the personnel files of bargaining unit members separate 
from those of other College employees, so that the AAUP Contract Compliance Officer or 
designee may have personal access to them whenever the Human Resources Department is open. 
 
1. Data requested may include but is not limited to information about the College budget, 

faculty workload, faculty salaries, faculty years of service, and enrollment data. 
 
2. The College shall make available such data and information as soon as is reasonably possible, 

but no later than fourteen (14) days after the AAUP’s request. 
 

3. The College shall provide to the AAUP Contract Compliance Officer a copy of the monthly 
Personnel Report as sent to the Board of Trustees each month that will include all newly-
hired bargaining unit members, all withdrawals from the unit for any reason, and all changes 
in status of unit personnel. 
 

4. The College Human Resources Department shall provide to the AAUP Contract Compliance 
Officer a copy of the offer letter provided to any new AAUP bargaining unit faculty member 
upon successful completion of the background check. 
 

5. The College shall provide to each AAUP bargaining unit member by October 1 of each year 
an annual notice that includes current base salary and years of service in the bargaining unit. 

 
6. Electronic copies of the Board of Trustees agenda and meeting minutes shall be available in 

advance of meetings on the College Intranet site or in another easily accessible repository. 
 

7. The College President shall designate the individual responsible for receiving and responding 
to the above-cited information requests. 

 
C. Right to Access to College Services and Facilities 
 

As the officially designated bargaining representative of the faculty, the AAUP shall have the 
rights of reasonable access to College services and facilities to transact official business. The 
College shall provide the AAUP with: 

 
1. An office with a door, separate from the office assignments of any of the AAUP Officers, and 

a storage area.  
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2. Use of College meeting rooms, conference rooms, classrooms, auditoriums, or laboratories. 
 
3. Reasonable use of College facilities, audiovisual equipment, and personal computers for 

purposes of transacting official AAUP business for the bargaining unit, provided that such 
use does not interfere with the normal operation of the College or the performance of duties 
by any employee. 

 
4. Use of such designated College bulletin boards as shall be mutually agreed upon by the 

AAUP and the College. 
 
5. Use of a specially designated AAUP mailbox to be located at each campus and access to 

faculty mailboxes for communication with members of the bargaining unit regarding AAUP 
business. 

 
6. Access to College photocopying machines or services at the same cost and under the same 

conditions as provided to students or non-bargaining unit employees, provided no 
unreasonable demands are placed upon secretarial or clerical help. 

 
7. Use of College telephones to conduct toll-free calls for AAUP business regarding the 

bargaining unit, provided that such does not interfere with College use of the telephone or the 
performance of duties by any employee. The AAUP shall reimburse the College for any toll 
calls, consistent with College practices. 

 
8. The AAUP shall, within twenty (20) days of the signing of this Agreement, print and 

distribute copies of this Agreement to all members of the bargaining unit and shall provide to 
the AAUP Membership Chair an additional twenty-five (25) copies for each year of the 
Agreement. The College shall provide to new hires into the bargaining unit an electronic copy 
of this Agreement on or before the effective date of hire. The College shall either provide 
printing services internally or bear the cost for duplication of the Agreement by a third party. 

 
9. The College shall continue to provide the AAUP with two (2) file cabinets, which shall be 

maintained by the AAUP in the office(s) of AAUP official(s). 
 
10. The College shall list in all College directories the names, titles, and telephone numbers of 

officers of the AAUP designated by the President of the AAUP. 
 

11. The College shall provide new faculty, as part of its new employee orientation, information 
regarding the AAUP including AAUP point-of-contact information, a link to a digital copy of 
the Collective Bargaining Agreement, and other information that may be mutually 
determined by the College and the AAUP as beneficial to a new faculty member.  

 
12. Faculty members who require access to the College during non-operational times may request 

such access through the Campus Police, and such access shall not be unreasonably denied.  
 

In consideration of the use of facilities, the AAUP agrees to hold the College harmless from 
and against all loss, liability, damage, or injury to person or property in connection with the 
use of College facilities and equipment. AAUP shall reimburse the College consistent with 
College practices for all loss, liability, damage, or injury to person or property, so long as 
such loss, liability, damage, or injury is due to some fault of the AAUP or its members. 
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D. Right to Payroll Deduction for Chapter Dues and Representation Fees 
 

1. Dues Check Off 
 

Upon written authorization of any employee covered in this Agreement, the College shall 
deduct from the employee's paycheck in biweekly amounts such Chapter membership dues, 
fees, and/or assessments as the AAUP may, from time to time, authorize in accordance with 
its constitution and bylaws. The AAUP will provide the written authorization to Payroll and 
the Human Resources Department before deductions are amended. 
 

2.  Representation Fee 
 
a. The AAUP and the College agree that all members of the bargaining unit described in 

this Agreement who are not members of the AAUP may choose to pay to the AAUP a 
representation fee as determined by the AAUP, the amount of which shall not exceed the 
amount of dues, fees, and assessments paid by members of the AAUP. 

 
b. The AAUP will provide the written authorization of the choice to pay a representation fee 

to Payroll and the Human Resources Department before the College shall deduct from the 
paychecks of the members of the bargaining unit who are not members of the AAUP the 
amount of the representation fee.  

 
3. Transmission of Funds 
 

The College shall use its best effort to transmit to the AAUP all of the deducted dues, fees, 
and/or assessments of the members of the Chapter and the representation fees of the non-
AAUP Chapter members of the bargaining unit.  

 
4. Reporting of Funds 

   
No later than October 15 of each year, the College shall provide to the AAUP a report 
showing each faculty member’s salary and total dues withheld during the period September 1 
through August 31. 

 
E. Leaves of Absence for AAUP Activities 
 

1. The College recognizes the importance of faculty participation in appropriate professional 
organizations and associations and further recognizes the American Association of University 
Professors as an appropriate professional association. 

 
2. For each year of this Agreement, the College shall make available to the AAUP a pool of 

eighteen (18) days per year of professional leave of absence to be allotted by the AAUP 
Executive Committee for the purposes of affording Chapter members an opportunity to 
participate in AAUP meetings, seminars, conferences, or other professional activities. In 
allotting said days, the AAUP agrees to give appropriate consideration to the needs of the 
students, the divisions, and the College. No more than five (5) class days shall be taken in a 
row by any one individual. The AAUP shall notify in writing the Director of Human 
Resources of the allotment of days. Unused days at the end of a contract year shall 
accumulate to the next contract year, to a maximum of 28 days. 
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F. Released Time for AAUP Activities 
 

1. During the semesters in which the College and AAUP are negotiating a contract, bargaining 
team members (to a maximum of six) may utilize another qualified member of the bargaining 
unit to substitute for the team member in teaching courses or performing professional 
responsibilities during any semester in which negotiations are underway. The College shall 
not be required to pay the substitute any additional compensation, nor award the substitute 
any additional workload units.  

 
2. The same system may be used for providing released time to the Chapter President of the 

AAUP, the Chapter Contract Compliance Officer, and/or other AAUP members as the AAUP 
shall deem necessary (to a maximum of three) during any semester. In addition, this system 
may be used for providing released time to the AAUP Bargaining Council Chair(s) during the 
year in which collective bargaining for this Agreement takes place. 
  

3. As an alternative to arranging for donated time from bargaining unit members, the AAUP 
may, upon payment to the College of the cost of adjunct faculty salaries, obtain such released 
time as it may deem necessary pursuant to the conditions described in this paragraph for the 
unit members as described above. The AAUP must notify the College President as soon as is 
reasonably possible in advance of the start of any semester in which released time is to be 
taken of that intention and the method which will be used. The AAUP and the appropriate 
Dean or Director shall consult to ensure that program delivery is not unreasonably disrupted. 
If AAUP chooses to pay for an adjunct salary, that payment shall be due and payable to the 
College within thirty (30) days of the conclusion of each semester. Upon receipt of 
reimbursement of expenses from AAUP, the College shall credit the cost center where such 
expense was incurred. 

 
G. Meeting Dates 
 

The AAUP shall advise the College of the dates and times of regular scheduled meetings of the 
AAUP. Such dates and times shall be submitted by the College to members of the administration 
with instructions that best efforts be made so that no bargaining unit member shall be required to 
attend any meeting which conflicts with such regularly scheduled AAUP meetings. Instructional 
duties shall not be canceled in favor of AAUP meetings. Resolutions of conflicts with other duties 
are the responsibility of unit members. 

 
H. Faculty/Administration Communication Team 
 

The AAUP and the College agree to continue the Faculty/Administration Communication Team, 
comprised of no more than six (6) members of the bargaining unit appointed by the AAUP, and 
no more than six (6) members of the administration appointed by the President. This 
Communication Team shall have as its general objectives the following: 
 
1. To improve communication and to establish continuing mechanisms for communication 

between the AAUP and the administration. 
 
2. To provide the faculty and the administration with opportunities to study and explore new 

and innovative joint approaches to achieving organizational effectiveness. 
 
3. To expand and improve working relationships between faculty and administration. 
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4. To assist faculty and administration in solving problems of mutual concern, including 
environmental conditions, health, and safety matters. 

 
5. The Administration and the AAUP also agree that in the event of a pandemic or other event 

that severely disrupts the teaching and learning enterprise of the College, the Communication 
Team will convene as needed to examine and review possible temporary adjustments to 
contract provisions should any future adjustments to College operations occur. 

 
The Communication Team shall meet monthly on a regular schedule which is mutually agreeable 
to both the AAUP and the Administration. 
 
Should the consensus recommendation of the FACT committee not be accepted, the reasons will 
be communicated to the FACT Committee in writing. 
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Article 4 

 
Grievance Procedure 

 
A. Purpose 
 

The College and the AAUP recognize the importance of establishing a prompt, efficient, orderly, 
and fair procedure for resolving complaints. The parties agree to use their best efforts to resolve 
complaints informally before they become formal grievances. Nothing in this procedure shall be 
construed as limiting the right of an individual member of the bargaining unit to communicate 
with any other member of the bargaining unit or any member of the administration for the 
purposes of informal resolution of a complaint.   

 
B. Definitions 
 

1. A grievance is a complaint or allegation by a member of the bargaining unit or by the AAUP 
that there has been a violation, misinterpretation, or improper application of the provisions of 
this Agreement. 

 
2. Time limitations provided for in this article shall be strictly observed, unless they are 

extended by mutual written agreement of the College and the AAUP. 
 
3. Should the College not respond to a grievance within the time limitations specified herein, the 

AAUP may immediately advance the grievance to the next step in the procedure. Any 
grievance not timely presented at any step shall not thereafter be considered a grievance 
under this Agreement and shall be considered to have been resolved with the disposition of 
the last step of the procedure. 

 
4. A member of the bargaining unit who participates or intends to participate in any grievance as 

defined herein shall not be subjected to discipline, reprimand, warning, or reprisal because of 
such participation or intention. All documents, communications, and records dealing with the 
processing of the grievance shall be filed separately from any personnel file of the participant. 
The participant shall have the right to examine the file and make a photocopy of its contents. 

 
5. Any member of the bargaining unit presenting a grievance at any step of the procedures 

described herein may choose to be accompanied by a representative of the AAUP. All parties 
involved in the grievance shall have the right to have legal counsel present at any step of the 
procedure. 
 

C. Informal Resolution of Grievances 
 

Any member or group of members of the bargaining unit may present an informal complaint with 
the appropriate administrator, usually the grievant's division Dean. Any informal resolution of a 
complaint shall be consistent with the provisions of this collective bargaining Agreement. 
Nothing shall be construed as limiting the right of the grievant or of the AAUP to present a 
formal grievance within the 30-day timelines as specified in D(3) of this article. When advancing 
a grievance to the first formal step at D(3) of this article, the AAUP shall document that an 
attempt was made to resolve the issue at the lowest appropriate administrative level. 

  



  

 
AAUP Agreement 2023-2026  •  14 

D. Formal Grievance Procedure 
 

1. In the event that a complaint cannot be resolved informally, the parties shall pursue the first 
step in the formal grievance procedure before making any application for arbitration, unless 
the College and the AAUP agree in writing to alter the procedure or waive one or more of the 
steps by proceeding directly to arbitration. 

 
2. Upon written request of the AAUP Contract Compliance Officer, the College shall submit 

any requested documents in its possession which may be necessary for investigation of the 
grievance. The College shall deliver such documents as soon as is reasonably possible, but no 
later than seven (7) days after receipt of a written request. 

 
3. Internal Steps in the Procedure 

 
a. Step One:  The Director of Human Resources 

 
i. Within thirty (30) days of when the AAUP learns of, or in the exercise of reasonable 

diligence should have learned of, an alleged violation of the provisions of this 
Agreement, the AAUP shall submit to the Director of Human Resources a completed 
Faculty Grievance Form or a dated, signed, written description of the grievance, 
clearly labeled "grievance" containing substantially the same information as provided 
for on the Faculty Grievance Form. 

 
ii. Within eight (8) days of receipt of the written grievance, the Director of Human 

Resources shall convene a meeting to discuss the grievance. Such meeting shall 
include the grievant(s) and/or the designated representative(s) of the AAUP and shall 
be scheduled at a time which is mutually convenient to the parties. 

 
iii. The Director of Human Resources shall attempt to determine the facts pertaining to 

the grievance and shall notify the grievant and the AAUP in writing of their decision 
within eight (8) days in a Grievance Disposition Form or in a document containing 
substantially the same information as contained in a Grievance Disposition Form, 
which shall include written details of the reasons which support the decision. 

 
iv. Within eight (8) days after receipt of the disposition of the Director of Human 

Resources, the AAUP may appeal the decision in writing to the College Grievance 
Officer, by submitting a Grievance Disposition Reaction Form or a document 
containing substantially the same information as contained in a Grievance 
Disposition Reaction Form.   

 
v. By agreement, the parties may decide to advance the grievance to step two of the 

procedure, or to appeal directly to arbitration at step D(4) of this article.  
 

b. Step Two:  The College Grievance Officer 
 
(1) Within eight (8) days of receipt of the written grievance appeal, the College 

Grievance Officer shall convene a meeting to discuss the grievance. Such meeting 
shall include the grievant(s) and/or the designated representative(s) of the AAUP and 
shall be scheduled at a time which is mutually convenient to the parties. 
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(2) The College Grievance Officer shall attempt to determine the facts pertaining to the 
grievance and shall notify the grievant and the AAUP in writing of their decision 
within eight (8) days after the meeting. Should the disposition be negative, the 
College Grievance Officer shall include written details of the reasons which support 
the disposition. 

 
(3) Within thirty (30) calendar days after receipt of the College Grievance Officer's 

written disposition, the AAUP may appeal the College Grievance Officer's decision 
to arbitration. 

 
(4) The AAUP, at its sole discretion, shall decide whether or not a particular grievance 

shall be submitted to arbitration. The AAUP shall indicate its intention to appeal to 
arbitration by submitting such intention in writing to the College Grievance Officer. 

 
4. Arbitration 

 
a. Should the AAUP submit to the College Grievance Officer an appeal to arbitration, the 

representatives of the College and the AAUP shall meet within ten (10) days to select an 
arbitrator by mutual written consent or to request either the American Arbitration 
Association or the Federal Mediation and Conciliation Service to supply them with a list 
of seven (7) names from which they will select an arbitrator. In the event that the parties 
cannot agree on which agency to ask for a list of arbitrators, the American Arbitration 
Association shall be used. 

 
b. Within seven (7) days of receipt of the list of arbitrators, the College and the AAUP shall, 

by the alternate striking of names, select an arbitrator. 
 
c. In rendering a decision, the arbitrator shall be bound by the provisions of this Agreement. 
 
d. The terms of this Agreement shall not be subject to arbitration. 
 
e. The arbitrator shall have authority to remedy the issues submitted in a manner consistent 

with the terms of this Agreement, provided that where a grievance is based upon an 
alleged violation of procedures contained in this Agreement, the arbitrator's authority 
shall be limited to requiring compliance with the procedures mandated by this 
Agreement. The decision of the arbitrator shall be binding on both parties. 

 
f. The arbitrator shall have no authority to resolve any issue not submitted to him or her. 
 
g.  All fees and expenses of arbitration shall be equally divided between the parties. 

 
5.  Alternate Dispute Resolution 

 
At any time during the Formal Grievance Procedure, the parties may, by mutual written 
agreement, attempt to resolve the grievance through an Alternative Dispute Resolution 
(ADR) Process, such as Grievance Mediation. Should such an option be agreed to, time 
limits in the normal Grievance Procedure shall be held in abeyance during the ADR process. 
Any costs incurred shall be shared equally by the parties. 
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Article 5 

 
Administration Rights 

 
A. Subjects of Collective Bargaining 
 

All matters pertaining to wages, hours, or terms and other conditions of employment and the 
continuation, modification, or deletion of an existing provision of a collective bargaining 
agreement are subject to collective bargaining between the Administration and the AAUP, except 
as otherwise specified in this article. 

 
B. Rights of Administration 
 

Unless the Administration agrees otherwise in a collective bargaining Agreement, nothing herein 
impairs the right and responsibility of the Administration to: 
 
1. Determine matters of inherent managerial policy which include, but are not limited to areas of 

discretion or policy such as the functions and programs of the College, standards of services, 
its overall budget, utilization of technology, and organizational structure; 

 
2. Direct, supervise, evaluate, or hire employees; 
 
3. Maintain and improve the efficiency and effectiveness of College operations; 
 
4. Determine the overall methods, process, means, or personnel by which College operations are 

to be conducted; 
 
5. Suspend, discipline, demote, or discharge for just cause, or lay off, transfer, assign, schedule, 

promote, or retain employees; 
 
6. Determine the adequacy of the work force; 
 
7. Determine the overall mission of the College as a unit of government; 
 
8. Effectively manage the work force; 
 
9. Take actions to carry out the mission of the College as a governmental unit. 
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Article 6 

 
Faculty Involvement in the Governance of the College 

 
A. College Governance 
 

1. The AAUP and the Administration recognize the Board of Trustees as the final institutional 
authority of the College and further recognize the rights vested in the Board of Trustees as 
described in the Ohio Revised Code and in Article 5 of this Agreement, except as otherwise 
modified in this Agreement. 

 
2. While the Board of Trustees retains the right of ultimate authority, the parties recognize the 

role of the President, the Vice Presidents, the Deans, and the other administrators in 
conducting the administration of the College, and the role of the faculty in academic matters. 

 
B. Role of the Faculty in the Academic Administration of the College 
 

1. The Administration and the AAUP value the significant contributions the Faculty make to the 
College, and recognize that the Faculty has significant day-to-day responsibility for making 
recommendations on fundamental academic matters, including, but not limited to, 
curriculum, academic advising, subject matter and methods of instruction, admission and 
graduation requirements, establishment of appropriate class size, research, coordination, 
faculty status, and those aspects of student life which relate to the educational process. On 
such matters, final decisions are the responsibility of the Board of Trustees, which authority it 
has delegated to the President and the Administration. Should the Administration’s decision 
be contrary to the faculty recommendation, the reasons for the decision, as well as the reasons 
for rejecting the faculty recommendation, will be communicated in writing. 

 
2. The Administration and the AAUP recognize the Faculty Senate as the primary means 

through which the Faculty makes known its recommendations on those academic matters for 
which it has significant responsibility. 

 
a. The Faculty Senate shall establish and maintain appropriate standing committees and ad 

hoc committees to make known its recommendations regarding those academic matters 
for which it has significant responsibility.  
 
Current elected standing committees include: 

● Sabbatical Review Board (membership and function described in Article 15) 
● Tenure Committee (membership and function described in Article 14) 

 
Current appointed standing committees include: 

● Academic Policies and Curriculum Committee 
● Academic Technology Committee 
● College Credit Plus Committee 
● Cooperative Education and Experiential Education Committee 
● Learning Outcomes Assessment/Program and Department Self-Study Committee 
● Professional Development Committee 
● Scholarship Committee  

  
The College President may appoint appropriate administrators and staff members to such 
committees as long as the number of administrators and staff members does not exceed 
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one-third of the number of members of the committee. The program chairs and/or 
department chairs and general faculty of the academic divisions may, in cooperation with 
divisional academic administration, establish such agencies or committees as may be 
necessary for appropriate faculty participation in the government of the academic 
divisions. 

 
b. Any College-wide committee or Quality Management Team which is intended to address 

curriculum, admission and graduation requirements, establishment of appropriate class 
size, research, coordination, faculty status, and those aspects of student life which relate 
to the educational process shall have fifty percent (50%) representation appointed by the 
Faculty Senate. The College President may make recommendations to the Faculty Senate 
for faculty appointments to such committees and Quality Management Teams, and the 
Faculty Senate will give due consideration to those recommendations. 

 
c.   Up to two (2) times in any academic year, the Academic Vice President/Provost, the 

President of the Faculty Senate, and the President of the AAUP, or their designees, shall 
meet to review the comprehensive list of working College-wide committees. The purpose 
of this review is to ensure the list of committees is accurate and complete, and to discuss 
possible charges/goals, membership structure, or other matters related to efficient and 
effective committee operations. The discussion may also include possible formation of 
new College-wide committees or phase-out of existing committees.  

 
d. The Faculty Senate President (or designee) shall earn 4 workload units per academic 

semester for their responsibilities as President. 
 

3.  At least once in each of the Fall and Spring semesters, each Dean will convene a “Divisional 
Council” composed of chairs, and representatives of co-op coordinators, advisors, and/or 
other appropriate faculty to provide assistance in decision making for the division and to 
address issues related to divisional operations. 

 
4.   The Parties agree that issues involving the assignment of provisions or facilities for non-

academic commercial purposes may be brought forward for discussion by the Faculty Senate 
to the Academic Vice President/Provost. 
   

C. Advisory Role of the Faculty in Non-Academic Decision-Making 
 

1. The Administration and the AAUP recognize that the Faculty has a direct and compelling 
interest in College issues including, but not limited to, long- and short-range planning, 
priorities in the deployment of financial resources, acquisition and use of existing physical 
and human resources, institutional self-study, and marketing, public relations, and recruiting 
activities. 
  

2. The Administration and the AAUP agree that College-wide committees and Quality 
Management Teams established to make recommendations on such issues, and any such 
committees established during the period of this Agreement, shall include at least one-third 
appointments of the Faculty Senate.  
  

a. For the period of this Agreement, the Academic Calendar Committee and the Marketing 
and Enrollment Committee shall continue as currently structured. The Academic Vice 
President/Provost, AAUP President, and Faculty Senate President may discuss 
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continuation, discontinuation or changes to these committees as described in Article 
6(B)(2)(c) above.  
 

b. Faculty Senate designees shall continue to participate in the College Safety Committee 
and the College Facilities Committee. 
  

c. The College President may make recommendations to the Faculty Senate for faculty 
appointments to committees and Quality Management Teams, and the Faculty Senate 
shall give due consideration to those recommendations. 

 
d. It is understood that this provision shall not apply to strictly administrative committees 

such as the Deans' Council and the President's Cabinet. Administrators may invite faculty 
members to participate as warranted. 

 
e. The Administration shall establish and maintain the Budget Advisory Team that provides 

on-going input into the College’s budget building process (including topics such as 
determining budget priorities, increasing revenues, reducing expenses, or other related 
topics).  
 
Five (5) members of this team shall be appointed by the Faculty Senate, including one 
each from the Humanities & Sciences Division, the Business Technologies Division, the 
Engineering and Information Technologies Division, and the Health and Public Safety 
Division. For the fifth appointment, the Faculty Senate shall give preference to a faculty 
member not located in an academic division. One of the Faculty Senate-appointed 
members shall serve as co-chair of the team. 

 
f. During times when fundamental academic operations of the College must be altered in 

response to external forces, the Academic Vice President/Provost shall convene an 
Academic Response Team, which shall provide ongoing input towards any policies, 
communication, safety, and emergency protocols relevant to the current crisis. This team 
shall include five (5) faculty members including two (2) representatives from AAUP, and 
the Faculty Senate President. The Faculty Senate shall make recommendations to the 
administration for the remaining two (2) faculty appointments.  

 
D. Program Retrenchment 
 

1. The decision to formally discontinue a degree-granting or certificate-granting program shall 
be based upon educational considerations and/or financial considerations. 
  
a. Educational considerations reflect long-range judgments that the College mission and 

strategic objectives will be enhanced by program discontinuance. 
 

b. Financial considerations are a determination made in good faith by the College 
Administration that a reduction in the number of programs is required. 

 
2. The AAUP and the Administration agree that no academic department, degree program, or 

certificate program shall be eliminated unless the President, at least ninety (90) days prior to 
making their recommendation to the Board of Trustees, notifies the Faculty Senate and the 
AAUP that a recommendation for such action may be made. 
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3. The Faculty Senate and the AAUP may offer their advice, recommendations, and alternatives 
to the President. The President shall consider those and forward them along with their own to 
the Board of Trustees. Recommendations and alternatives may include consideration of: 

a. relevant data such as Key Performance Indicators (KPIs) or other objective measures 
of program performance. 
 

b. the program’s historical role and contributions to the College mission, and those 
circumstances which may have changed to alter that role and those contributions; 

 
c. the program’s role and contributions to College stakeholders including, but not 

limited to, employers of College students and graduates;  
 

d. the dependence of other programs in the College on the program; 
 

e. possible organizational arrangements which might serve as alternatives to 
discontinuation, and; 

 
f. other possible factors considered relevant to the program.  

 
4. In the case of implementation of program retrenchment, the Administration shall take into 

consideration: 
  

a. arrangements that can be made to allow students enrolled to satisfy degree or 
certificate requirements via “teach out” or other means; 
  

b. the periods of service and tenure status of bargaining unit members in the program 
and an estimate of possible alternative responsibilities for these bargaining unit 
members elsewhere within the College; 
  

c. possible arrangements for planned phasing out of the program as an alternative to 
abrupt discontinuation;  
  

d. other possible factors considered relevant to the program. 
 

5. For an academic department, degree program, or certificate program for which   
suspension of enrollment (as the first step toward a “teach out” or other means to avoid abrupt 
discontinuation for students) has not been initiated within one (1) year of receiving official 
retrenchment notice, the President shall notify the Faculty Senate and the AAUP at least ninety 
(90) days prior to making another retrenchment recommendation to the Board of Trustees for 
that same department, degree program, or certificate program. 
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Article 7 
 

Selection and Appointment Procedures 

 
In the selection of bargaining unit members and academic administrators, the College Operations Manual 
will apply except as modified below: 
 
A. Definitions 
 

For purposes of this Article, the following terms are defined: 
 

1. Full-time Faculty (Bargaining Unit) Position – A full-time position in the bargaining unit 
represented by AAUP as defined in Article 1. 

 
2. Academic Administrator – The Academic Vice President/Provost, Divisional Deans and 

Associate Deans, Directors of academic departments, other Directors who are direct 
supervisors of bargaining unit members, or such equivalent positions as may be established. 

 
3. Academic Administrator – Non-Faculty Supervisory 
 

a. Business Manager – A full-time academic administrator providing oversight and 
management of day-to-day division operations who does not have supervisory 
responsibilities over AAUP bargaining unit members. 
 

b. Academic Advisor - A full-time academic administrator responsible for academic 
advising of prospective and/or current students who does not have supervisory 
responsibilities over AAUP bargaining unit members. 
 

4. Hiring Manager – The person authorized by the Administration to make the final 
recommendation of the candidate to receive an offer of employment. 

 
5. New Position – An approved position not reflected in the current year budget complement. 
 
6. Vacant Position – An approved position which is reflected in the budget complement, which 

may have been vacated due to death, resignation, retirement, non-renewal, termination, or 
reassignment. 

 
7. Position Description – A written job description that outlines the duties and responsibilities of 

a position, kept on file and for public record for each position at the College. Generic 
descriptions of similar positions may be used where applicable. 

 
a. When a new position is created, the hiring manager, in conjunction with the Director of 

Human Resources, shall create a position description. 
 

b. In the case of new or vacant faculty positions, the Dean shall consult with the faculty 
Program Chair, other program faculty, other divisional and/or department stakeholders, 
and the Human Resources Department in developing the position description and 
developing a position opening announcement and/or other recruiting/advertising 
messages. 
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8. Position Opening Announcement – A written description of the qualifications, requirements, 
and responsibilities associated with a new or vacant position, used to inform and attract 
internal and/or external candidates for the position. 

 
9. Search – The process of attracting applicants for a new or vacant position. 

 
10. Screening – The review of applicants to determine qualified candidates for a position. 

 
11. Screening Committee – The committee responsible for screening applications, conducting 

initial interviews, and recommending candidates to be considered for new or vacant positions. 
When there is a new or vacant position to be filled, a Screening Committee shall be 
established in accordance with procedures described in Section C below. The Screening 
Committee shall complete the responsibilities described in Sections D through H below. 

 
12. Human Resources Liaison – A Human Resources Department professional staff member who 

assists and advises the members of a specific Screening Committee and assists in expediting 
the hiring process. 

 
13. Selection, or Offer of Employment – The final decision in the hiring process. 

 
B.  Timelines  
 

1. In all processes and procedures described in this Article, the Faculty, the Administration, and 
the Human Resources Department shall endeavor to complete tasks and responsibilities in a 
timely manner.  
 

2. The Administration and the Faculty Senate shall develop a process for early planning and 
notification to support timely appointment of faculty members to Screening Committees, as 
described in Section D below.  
 

3. All references to “days” are as defined as in Article 22. 
 

C. Approval Process for New and Vacant Bargaining Unit and Academic Administrator Positions 
 

1. New Positions – New positions shall be requested and justified as part of the annual budget-
building process, whenever possible. For faculty positions, the Divisional Council and the 
Faculty Senate may advocate for new positions. 

 
a. Each Division’s Council will meet at least once per semester as described in Article 

6(B)(3) and make its recommendations to the Division Dean or Director.  
 

b. The Faculty Senate will make its recommendations to the appropriate Dean or Director 
and to the Academic Vice President/Provost.  

 
c. A decision for or against approval of new positions shall be communicated to the 

recommending bodies as soon as is reasonably possible, but not later than the beginning 
of the new academic year. 

 
d. Occasionally, it may be appropriate to recommend the creation of a new position within a 

budget year for immediate appointment. In such instances, the hiring manager will make 
via request to the Executive Team for approval. Upon receiving this decision, the hiring 
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manager shall inform program and/or department stakeholders as soon as is reasonably 
possible. 

 
2. Vacant Positions – If through death, resignation, retirement, termination, non-renewal, denial 

of tenure, or reassignment of the incumbent, a position becomes vacant, the appropriate Vice 
President, in consultation with appropriate divisional, program, and/or department 
stakeholders, will decide whether to recommend to the Executive Team elimination of the 
position, maintaining the position and appointing a new individual to it, holding the position 
for future consideration, or creation of a different or modified position in its place. 
  
a. Should a vacancy occur in a full-time faculty position, and upon the request of the 

AAUP, within ninety (90) days the College will provide written notification on whether 
the College will maintain, hold, modify, or eliminate the position to the appropriate 
division dean, the AAUP President, and the Chairperson of the affected area. 
 

3.   Anticipated Vacancies – All full-time bargaining unit employees who are considering 
retirement or resignation shall notify the College in writing of such decision as soon as is 
reasonably possible. 

 
a. When the hiring manager learns of a possible vacancy, they shall consult with the 

appropriate divisional, program, and/or department stakeholders to determine what to do 
about the vacancy, including the possible publishing of notices regarding “Anticipated 
Vacancies.” 

 
b. In the event of a proposed reassignment to fill a vacant position, the chair of the 

appropriate program or department shall be consulted to determine the appropriate 
credentials for the position. 

 
c. Requests to fill or not to fill the vacant position, or create an alternative position in its 

place, shall be made with as much lead time as possible, to allow for effective screening 
and a seamless transition. 

 
4.   Failed Search – Should a newly hired academic administrator or faculty member terminate 

within 90 days, it shall be assumed that another approval for the position is not required. 
However, the hiring manager will continue to be required to submit the “Request to Fund a 
Vacancy” form in order to initiate a new search process with Human Resources.  
 

D. Search Process for Bargaining Unit and Academic Administrator Positions 
 

1. Appointing the Screening Committee – Once a position has been approved for selection and 
appointment, a screening committee appropriate to the position being filled shall be 
established as follows: 

 
a. Bargaining Unit position. A Screening Committee shall be appointed consisting of five 

(5) members. Three (3) of these members shall be appointed by the Faculty Senate, 
preferably from the affected program or department. Should the Faculty Senate appoint 
an individual from outside the College to any of these positions, the appropriate Dean 
shall be informed as soon as is reasonably possible of the identity of the individual and 
the reason for the outside appointment. Two (2) of these members shall be appointed by 
the appropriate Vice President, in consultation with the hiring manager. When appointing 
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members of the committee, the parties recognize their obligation for non-discrimination 
and affirmative action as set forth in Article 2. 

 
b. Academic Administrator Position. To ensure faculty input in hiring of academic 

administrators, a five-person Screening Committee shall be appointed. The Faculty 
Senate shall appoint two (2) members of the committee. Should the Faculty Senate 
appoint an individual from outside the College to either of these positions, the 
Administration shall be informed as soon as is reasonably possible of the identity of the 
individual and the reason for the outside appointment. Three (3) members shall be 
appointed by the appropriate Vice President, or if the vacant position is a Vice President, 
by the College President. 
 

c. The Faculty Senate shall endeavor to make its appointments to Screening Committees 
within 10 days of notification by the appropriate Vice President, or if the vacant position 
is a Vice President, by the College President.  
 

d. Non-Academic Administrator Position. When a Screening Committee is appointed to 
recommend candidates for a new or vacant position for a non-academic administrator 
with bargaining unit members in their direct reporting line, the hiring manager shall 
endeavor to appoint at least one faculty member to the committee. The hiring manager 
may seek input from the Faculty Senate.  

 
2. If a member of the Screening Committee appointed by the Faculty Senate is unavailable 

during the time the Screening Committee is establishing procedures, reviewing applications, 
determining candidates to be interviewed, and conducting interviews, the Faculty Senate 
shall, within 5 days of notification by Human Resources and/or the member, appoint a new 
member. If the Faculty Senate is unable to do so, the committee shall proceed with fewer 
members. 

 
3. If a member of the Screening Committee appointed by the Administration is on vacation or 

otherwise unavailable during the time the Screening Committee is establishing procedures, 
reviewing applications, determining candidates to be interviewed, and conducting interviews, 
the Administration shall, within 10 days, appoint a new member. If the Administration is 
unable to do so, the committee shall proceed with fewer members. 

 
E. Establishing the Screening Committee Procedures, Position Expectations, and Scope of the 

Search 
 

1. The Screening Committee, with all members present, shall endeavor to meet within 10 days 
of the appointment of the Committee to select a chair, complete the tasks described in the 
following paragraph, receive orientation on the search, and develop an interview process. The 
Human Resources Department shall convene the first meeting. Every effort shall be made to 
schedule meetings at mutually convenient times. 

 
2. The Screening Committee, with all members present, shall consult with the hiring manager, 

the Human Resources Liaison, and, when applicable, with the appropriate executive-level 
administrators, so the Screening Committee members can review the position opening 
announcement before it is posted, clarify requirements and expectations for the position to be 
filled, gain understanding of the profile of the candidate the committee seeks, and provide 
recommendations on recruiting sources, taking into consideration the ability to recruit diverse 
candidates. The committee may also consult with other stakeholders who contributed to the 
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formation of the position description as described in A(7) above. The committee may 
recommend that applicants be required to submit specialized application materials (for 
example, a portfolio of professional work samples) and/or recommend that applicants be 
notified of special interview requirements (for example, a teaching demonstration or 
professional skills demonstration). 

 
3. The Screening Committee shall keep in mind that the College is committed to creating and 

maintaining diversity in its employee group and it shall therefore, in consultation with the 
Human Resources Liaison, establish clear guidelines for consideration of factors which may 
have an impact on the diversity of the workforce, as described in Article 2 of this Agreement. 

 
4. Candidates will be asked to submit their resumes and letters of interest to the Human 

Resources Department for review and transmittal to the Screening Committee. 
 
F. Initial Review of Responses for Bargaining Unit and Academic Administrator Positions 
 

1. The Human Resources Department shall collect all resumes and other relevant application 
materials which were submitted in response to the new or vacant position and shall make 
copies of all materials, as electronic files, available online for access by all committee 
members. 

 
2. The Human Resources Department shall notify the candidates, acknowledging receipt of their 

resumes and letters of interest and other relevant application materials, and informing them of 
the timeline for the search. 

 
3. The Screening Committee shall endeavor to screen the applicants’ resumes and other 

application materials within 20 days of the appointment of the Committee to determine 
which, if any, candidates it wishes to interview. Current College employees shall have due 
consideration. The committee will send the recommended list to the Human Resources 
Liaison, along with a schedule for conducting interviews. Such interviews shall be conducted 
expeditiously. 

 
a. The Committee will recommend the format for interviews (in-person, virtual, or a 

combination), including the supporting rationale for the recommended format. The 
recommendation will be given due consideration by the hiring manager. 

 
4. The Human Resources Department shall contact the candidates, establish an interview 

schedule, and facilitate arrangements for in-person or virtual interviews. Reasonable travel 
expenses will be paid by the College. 

 
5. For candidates who are to be interviewed in person, the Screening Committee, in conjunction 

with the Human Resources Department, shall make appropriate arrangements for hosting 
candidates. 
 

6. The Human Resources Department shall verify the credentials and/or check the references of 
the candidates being considered for referral to the hiring manager and may do so at any point 
during the process. 

 
7. If the Screening Committee determines that there are no viable candidates in the pool of 

resumes, it shall so advise the Human Resources Liaison. The committee may recommend 
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that the search be reopened and may recommend revisions to the position opening 
announcement and/or the recruiting sources. 

 
8. The Chair of the Screening Committee shall submit to the Human Resources Liaison a list of 

the candidates eliminated from consideration, and the Human Resources Department shall 
notify those candidates, after the position has been filled. 

 
G. Initial Interview Process for Bargaining Unit and Academic Administrator Positions 
 

1. The Human Resources Department will assist the Committee by providing training and 
understanding of the legal obligations of the employer. 

 
2. The Screening Committee, in consultation with the Human Resources Liaison, shall 

determine the process it wishes to use to interview candidates. If possible, the process should 
be established during the meetings described in D(2) and E(2) above. The Screening 
Committee may decide to interview candidates by telephone, video conference, or other 
means. 

 
3. The Screening Committee shall conduct its interviews and shall make its recommendations to 

the hiring manager, with a copy to the Human Resources Director. The Committee may 
recommend that the hiring manager interview one or more candidates. The Committee shall 
endeavor to recommend at least two candidates whenever feasible. 

 
a. At its discretion, the committee may communicate a description of the relative strengths 

and weaknesses of the candidate(s) it recommends. 
 
b. The Screening Committee may recommend that there is no viable candidate to send 

forward and that the search be reopened, and may recommend revisions to the position 
opening announcement and/or the recruiting sources. 

 
4. The Chair of the Screening Committee shall submit to the Human Resources Liaison a list of 

the candidates eliminated from consideration, and the Human Resources Department shall 
notify those candidates, after the position has been filled. 

 
H. Subsequent Interview Process for Bargaining Unit and Academic Administrator Positions 
 

1. The hiring manager shall interview the candidate or candidates recommended by the 
Screening Committee. After interviewing the candidate(s), the hiring manager may 
recommend making an offer of employment. Upon such recommendation, the candidate shall 
be interviewed by the appropriate Vice President and/or the President of the College. 

 
2. If the hiring manager, the Vice President or the President finds none of the candidates 

recommended by the Screening Committee to be suitable, they will consult with the Chair of 
the Screening Committee and the appropriate program or department chair regarding re-
opening the search and/or revising the position expectations and scope of the search, as 
described in E(2) above.  

 
I.  Making the Offer for Bargaining Unit and Academic Administrator Positions 
 

1. If the hiring manager, the appropriate Vice President, and/or the President decide that a 
candidate should be made an offer of employment, the Human Resources Department shall 
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recommend what salary and other compensation should be offered. All offers shall be 
tendered by the Human Resources Department. Offers made for faculty positions shall 
include a copy of the current collective bargaining Agreement. 

 
2. If a candidate is given an offer of employment with the College and turns it down, or is 

otherwise not willing or able to fill the position, the hiring manager and/or the Vice President 
or the President may consider offering employment to one of the other candidates in the pool 
of candidates initially interviewed by the hiring manager. If no such candidates are available, 
the search will be reopened. 

 
J. Selection and Appointment of the College President 
 

1. Joint effort of the most critical kind must be taken when the College needs to choose a new 
president. The selection of a chief administrative officer should follow upon cooperative 
search by the Board of Trustees and the faculty, and such other persons as the Board of 
Trustees determines to be appropriate, taking into consideration the opinions of others who 
are appropriately interested. 

 
2. When the Board of Trustees conducts a search for a new College president, the Faculty 

Senate shall be permitted to appoint at least three faculty members to participate in the search 
process. 

 
3. The process used to conduct a search for a new College president shall endeavor to maintain 

an appropriate balance between confidentiality and transparency. 
 
K. Selection and Appointment of Adjunct Faculty 
 

The parties recognize that adjunct faculty, including high school teachers who are Cincinnati 
State College Credit Plus (CCP) instructors, are not members of the bargaining unit. However, 
because adjunct faculty work closely with the program or department faculty and program or 
department Chairs, adjunct faculty assignments shall be made with advice from the program or 
department Chairs of the academic division in which the adjunct will be assigned. The adjunct 
appointee credentials must be consistent with the posting requirements. If an adjunct is assigned 
over the written objection of the Chair, the reasons shall be communicated to the Chair. 
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Article 8 

 
Compensation 

 
A. Current Faculty Members 

 
1. Effective on the first day of academic year 2023-2024, the base salary of all AAUP 

bargaining unit members shall be increased by three and one-quarter percent (3.25%).  
 

2. Effective on the first day of academic year 2024-2025, the base salary of all AAUP 
bargaining unit members shall be increased by three percent (3%).  
 

3. Effective on the first day of academic year 2025-2026, the base salary of all AAUP 
bargaining unit members shall be increased by two and three-quarters percent (2.75%).  

 
B. Increase in Compensation for Earning Tenure Status 
 

The base salary of any faculty member who is awarded tenure during the term of this Agreement 
shall increase by three percent (3%), effective with the next pay period after the award of tenure. 

 
C. Longevity Pay 
 

1. Upon completion of eight (8) full years of service to the College, members of the bargaining 
unit shall have their base salaries increased by three percent (3%), effective with the start of 
the next contract year. If, after said increase, any faculty member crossing this threshold, 
whose base salary is not equal to the minimum starting salary for that year multiplied by 
1.061 in the appropriate column based on their credentials, shall have their salary adjusted 
upward to at least that minimum. 

 
2. Upon completion of ten (10) full years of service to the College, members of the bargaining 

unit shall have their base salaries increased by four percent (4%), effective with the start of 
the next contract year. If, after said increase, any faculty member crossing this threshold, 
whose base salary is not equal to the minimum starting salary for that year multiplied by 
1.093 in the appropriate column based on their credentials, shall have their salary adjusted 
upward to at least that minimum.  

 
3. Upon completion of fifteen (15) full years of service to the College, members of the 

bargaining unit shall have their base salaries increased by five percent (5%), effective with 
the start of the next contract year. If, after said increase, any faculty member crossing this 
threshold, whose base salary is not equal to the minimum starting salary for that year 
multiplied by 1.126 in the appropriate column based on their credentials, shall have their 
salary adjusted upward to at least that minimum. 

 
4. Upon completion of twenty (20) full years of service to the College, members of the 

bargaining unit shall have their base salaries increased by six percent (6%), effective with the 
start of the next year. If, after said increase, any faculty member crossing this threshold, 
whose base salary is not equal to the minimum starting salary for that year multiplied by 
1.159 in the appropriate column based on their credentials, shall have their salary adjusted 
upward to at least that minimum. 
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5. Upon completion of twenty-five (25) full years of service to the College, members of the 
bargaining unit shall have their base salaries increased by three percent (3%), effective with 
the start of the next contract year. If, after said increase, any faculty member crossing this 
threshold, whose base salary is not equal to the minimum starting salary for that year 
multiplied by 1.194 in the appropriate column based on their credentials, shall have their 
salary adjusted upward to at least that minimum.  

 
D. Overload, Professors Emeriti, and Retirees 

 
Those members of the bargaining unit who work an overload and all members of the bargaining 
unit who retire in good standing and who perform adjunct work shall be paid overload at the 
following rate: 
 

• 2023-2024 $750 per unit 
• 2024-2025 $775 per unit 
• 2025-2026 $800 per unit  

  
E. New Faculty Members 
 

The minimum salary for new faculty members employed after the effective date of this 
Agreement shall be as follows: 
 

 Years Bachelor’s Degree Master's Degree Doctorate 
  or Equivalent or Equivalent or Equivalent 
   
 2023-2024 $59,363 $64,977 $70,590 
 
 2024-2025 $60,550 $66,277 $72,002 
 
 2025-2026 $61,459 $67,271 $73,082 
 

In recognition of the need for qualified, specialized, and diverse faculty, the College may offer 
starting salaries above the minimum. Considerations for such offers could include additional 
degrees, specialized certifications and licensures, publications, industry experience, and teaching 
experience. 

 
F. Appointment of Administrators to Faculty Positions 
 

With the exception of those individuals named in Board of Trustees Resolutions 91.24 and 95.45, 
any current administrator or future administrator who is granted faculty tenure during the period 
of this Agreement and who is subsequently appointed to a faculty position within the bargaining 
unit shall earn a faculty base salary that is no greater than that of the highest paid faculty member 
with similar years of service and credentials. 

 
G. Mileage Reimbursement 
 

Faculty members who qualify for reimbursement for mileage for using their own cars for 
authorized College business shall be reimbursed at the rate set annually by the IRS. 
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H.  Compensation at Retirement or Resignation Prior to Completion of an Academic Year 
 

1. Compensation for Retirement or Resignation for Faculty Whose Work is Measured in Days: 
The compensation for a member of the bargaining unit who leaves the College prior to the 
completion of an academic year shall be calculated as follows: 

 
No. of Work Days Completed   x   Annual Base Salary 
       180 
 

2. Compensation for Retirement or Resignation for Faculty Whose Work is Measured in Units:  
  

a. The compensation for a member of the bargaining unit who leaves after completion 
of a teaching semester but prior to the beginning of another semester shall be 
calculated as follows: 

 
No. of Workload Units Completed   x   Annual Base Salary 

         30 
 

b. Should a member retire or resign during a teaching semester, the compensation for 
that semester shall be prorated based on the number of weeks completed during said 
semester. 

 
3. For any member of the bargaining unit who leaves the employment of the College before 

completing 180 days of service or 30 workload units, as applicable, the annual base salary in 
H(1) and H(2) above shall be the amount in effect at the beginning of the contract year plus 
the appropriate portion of any raise to that amount which becomes effective while the faculty 
member is still an active employee.   

 
For members of the bargaining unit who complete 180 days of service, or 30 workload units, 
the amount of compensation will be the amount of the annual individual contract plus the 
appropriate portion of any raise to that amount which becomes effective while the faculty 
member is still an active employee. 
 
This provision does not affect the bi-weekly payroll schedule of the College of twenty-six 
payments. 
 
If a member of the bargaining unit leaves the employment of the College through resignation 
or retirement during the contract year and has received more compensation than the employee 
earned using the appropriate formula above, the bargaining unit member will be liable for 
reimbursing the College the amount of the overpayment. 
 
This provision does not affect the benefits available to the members of the bargaining unit as 
identified in the contract. 
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Article 9 

  

Workload 

 
A. Faculty Whose Work is Measured in Days 
 

Current members of the bargaining unit who are Advisors, Librarians (Coordinator of 
Information Services and Coordinator of Technical Services), Cooperative and Clinical Education 
Coordinators, Instructional Designers, and the Writing Center Manager will work 180 days 
annually on a flexible time off schedule. Days off and work schedules will be arranged in 
conjunction with, and approved by, the appropriate dean or director in writing, as described in 
section (F) below, and will include a minimum of two consecutive weeks off if requested by the 
member of the bargaining unit. 

 
B. Faculty Whose Work is Measured in Workload Units 
 

Members of the bargaining unit whose work will be measured in units are professors and 
instructors, and those professors and instructors who have assignments in addition to instruction, 
including program and department chairing duties.  
 
1. All members of the bargaining unit whose work is measured in units shall have Summer as 

their non-teaching semester, unless an exception is made by the Dean.  
 

2. Workload for each member of the bargaining unit whose work is measured in units shall be 
a minimum of thirty (30) workload units per academic year. 

 
3. Compensation for units which cause the faculty member’s load to exceed 15 units per 

semester shall be paid within the semester in which the overload is incurred. The faculty 
member may agree to waive such compensation as trade-off against a lighter workload in 
another semester. 

 
4. Teaching responsibilities shall be distributed over two (2) semesters. Faculty responsibilities 

also shall include the following: 
• Preparation and grading 
• In-service and Convocation 
• Office hours (10 hrs/week) 
• Service to the College 

 
a. A faculty member may elect to spread teaching over three (3) semesters. The choice to 

distribute teaching over three semesters does not relieve faculty members of service to 
the College or in-service activities. 
 

b. During a non-teaching semester, faculty members shall be available to engage in 
limited activities that support continuity of student success and continuity of College 
academic operations. Such engagement could include periodic monitoring and 
responding to College email from students, academic administrators, and /or College-
wide committees; attending essential division/department meetings; periodic 
participation in other activities that support the faculty member’s program/department; 
and responsiveness to Deans and/or Associate/Assistant Deans. 
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C. Course Maximums for Faculty Whose Work is Measured in Workload Units and  Number of 

Course Sections  
 

For faculty members whose workload is based on course section counts, the maximum number of 
course sections that any instructor may be assigned shall be five (5) per semester, to a maximum 
of ten (10) course sections per year.  
 
1.  Ten course sections per year shall be considered a full-time workload, beyond which the 

assignment of any faculty responsibilities other than instruction shall be considered overload 
and shall be compensated within the semester in which the overload was incurred. 
 

2.  Semester workload for these faculty members may exceed fifteen (15) units, to a maximum 
of sixteen (16) units, with the faculty member compensated for the additional unit during the 
semester. The faculty member may agree to waive such compensation as trade-off against a 
lighter workload in another semester. 
 

D. Workload for New Faculty    
 

1. Faculty Whose Workload is Measured in Units: 
 

a. Faculty Who Begin in Spring Semester: New faculty who begin work in the Spring 
semester shall have workloads not to exceed the workload maximums above. New 
faculty scheduled for a total of at least thirty (30) units in Spring and Summer 
semesters shall be paid one hundred (100) percent of their annual contractual salary 
and their paychecks will be adjusted the requisite amount for the remainder of the 
academic year. 

 
b. Faculty Who Begin in Summer Semester: Those who begin work in the Summer 

semester shall have workloads not to exceed fifty (50) percent of the above annual 
maximums. New faculty scheduled for at least fifteen (15) units in Summer semester 
shall be paid fifty (50) percent of their annual contractual salary and their paychecks 
will be adjusted the requisite amount for the remainder of the academic year.    

 
2. Faculty Whose Workload is Measured in Days: New faculty who begin work in the Spring 

semester shall work no more than 120 days during their first academic year. New faculty who 
begin work in the Summer semester shall work no more than 60 days during their first 
academic year. In both cases, compensation shall be calculated as follows: 

 
No. of Work Days Scheduled   x   Annual Base Salary 

        180  
   

3. Newly-hired faculty members shall start work approximately four (4) weeks before the start 
of any semester. New faculty who begin work while a semester is in session or between 
semesters shall not have teaching responsibilities before the start of their first full semester. 
They shall spend their non-teaching time participating in College and divisional orientation 
activities and preparing for teaching and/or other faculty responsibilities. For the purpose of 
calculating service toward tenure, a year is defined in Article 13(C)(1). 
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E. Workload and Sabbatical 
 

Faculty members who are on sabbaticals or other approved leaves shall have their maximum 
annual workloads reduced proportionately. 

• A faculty member granted a one-semester leave is released from half of 
their annual workload, as measured in units or in days, as applicable. 

• A faculty member granted a two-semester leave has completed their 
annual workload. 

 
F. Annual Projection of Workload 
 

By August 1 of each year, the academic deans and directors, or their designees, shall consult with 
faculty to establish in writing the faculty member's projected workload for the upcoming 
academic year, including (as applicable): 

• the faculty member's non-teaching semester or flexible time-off schedule 
• the faculty member’s annual service plan, as described in section (J) below 

 
Faculty may not be required to have responsibilities on multiple campuses during the same work 
day, unless agreed upon by the faculty member. 

 
For instructional faculty, such workload projections shall identify projected contact hours, 
program chair units, department chair units, CCP units, accreditation units, extra preparation 
units, special project units, and any units assigned for faculty responsibilities in lieu of 
instruction. 
 
Note:  It is understood that the needs of the students and the curriculum require that this 
projected workload remain flexible. The intent of this provision is that the division dean and the 

faculty member have a shared understanding of semester-to-semester as well as annual 

workload, including determining which units in a particular semester might, from time to time, 
constitute an overload. Deviations from the projected workload shall occur with the 

understanding of both the division dean and the faculty member. Faculty members shall be 
informed of their semester assignments and schedule as early as is reasonably possible.  

 
1. Administration shall not assign to faculty members classes as part of regular workload such 

that from the beginning of the first assignment to the end of the last assignment of the day, 
more than twelve (12) hours would elapse, unless agreed upon by the faculty member. 

 
2. For classes assigned by the administration as part of regular workload, at least eleven (11) 

hours shall have elapsed from the end of the last assignment of one day to the beginning of 
the first assignment of the next day, unless agreed upon by the faculty member. 

 
G. Workload Unit Assignment 
 

Units shall be awarded as follows: 
 

1. One unit for each contact hour. 
 
2. One unit for each different preparation more than three per semester, unless the extra 

preparation results from a compensated overload assignment. (Faculty members shall be 
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compensated for extra preparation units during the semester in which said unit(s) are 
incurred.) 

 
3. Units may be assigned by the bargaining unit member's division Dean for special projects or 

responsibilities. 
 
4. In recognition of the fact that some academic programs include experiential education 

components, such as practicum and clinicals, that are not handled by cooperative/clinical 
education coordinators, units shall be assigned for each academic semester to each faculty 
member who performs such practicum, clinical, or other experiential education coordination 
responsibilities.  

 
Practicum, clinical, and other experiential education coordination workload units shall be 
awarded as follows: 

 
a. Two to three (2 to 3) units per semester for developing and maintaining site agreements. 

The number of units awarded each semester shall be determined collaboratively by the 
faculty member and their Dean based on the number of site agreements/affiliations 
maintained and/or in development during that particular semester. 
  

b. Faculty members whose practicum, clinical, or other experiential education 
responsibilities require on-site student instruction shall receive one (1) workload unit for 
each contact hour of such instruction. 
 

c. Faculty members whose practicum, clinical or other experiential education 
responsibilities include direct student oversight shall receive 0.33 workload units for each 
student enrolled in such experiential education experience. 

 
H. Requests for Overload 
 

Full-time faculty may request overload duties beyond the assigned workload and will be given 
reasonable consideration in the assignment of overload responsibilities. Full-time faculty 
members shall be given preference for overload for courses which, within two (2) calendar weeks 
prior to the start of an academic semester, still do not have an instructor assigned to them.  
 
1. The maximum instructional overload assigned to a faculty member shall be ten (10) units 

during a teaching semester, and fifteen (15) units during a non-teaching semester, or an 
approximate annual maximum of thirty-five (35) instructional overload units. 
 

2. Under extraordinary circumstances, the Academic Vice President/Provost may override the 
limits to instructional overload. 

 
I.  Office Hours and Availability 
 

1. A faculty member whose work is measured in units must also be available for ten (10) office 
hours per week, on multiple days. 

 
a. Faculty members shall hold office hours during times convenient to students, and shall 

schedule all office hours, including virtual office hours, using Starfish scheduling 
software. 
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b.   A minimum of six (6) in-the-building office hours shall be scheduled each week and shall 
occur in the faculty member’s office or other facility used by the College and convenient 
for students. 

 
c. Faculty members may utilize up to four (4) of the ten required office hours to conduct 

virtual office hours.  
 

d. Faculty members teaching online courses may substitute up to two (2) of the six (6) in-
the-building office hours to conduct additional virtual office hours. 
  

e. Faculty members who offer virtual office hours will provide several virtual meeting 
options for each virtual office hour. These options must be visible to students when they 
view faculty office hour information in Starfish. 

i. The virtual options offered to students must include use of one of the College's 
teleconferencing applications. 
  

ii. Other options that may be offered to promote equity in student access during 
virtual office hours include telephone, text-messaging, e-mail, online chat rooms, 
video chat, audio chat, and/or other types of electronic communications. 
  

f. Cincinnati State Information Technology Services will continue to provide technical 
support to faculty in using College teleconferencing applications, as requested.   
 

2. An instructor is expected to spend the remainder of the week preparing to teach, grading 
exams, setting up labs (it is understood, however, that certain labs which require additional 
time or attention because of the need for fresh material or specific faculty attention, may 
require special project units as described in G(3) of this article), interacting with students and 
prospective students, doing committee and accreditation work, and performing other 
functions typically performed by college faculty. 

 
3. In addition to the ten (10) office hours, Program Chairs and Department Chairs, in 

consultation with their Deans, will develop mutually agreeable methods through which they 
will establish their availability for the remainder of the week. 

 
4. The AAUP and Administration recognize that Program Chairs and Department Chairs serve 

students during days on which classes are not in session and will continue to carry out Chair 
responsibilities during non-teaching semesters if receiving chair units. Therefore, Program 
Chairs and Department Chairs, in consultation with their Dean, will develop mutually 
agreeable methods through which they establish their availability for students during weeks 
between semesters, and during their non-teaching semester. 

 
a. A Program or Department chair may agree to be available during weeks 

between semesters with a reduction in their availability during some portions 
of the semester, as long as total office hours per week do not fall below ten 
(10). 
 

b. A Program or Department chair with availability during a non-
teaching semester will be able to schedule a minimum of two 
consecutive weeks off. 
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5. Faculty members shall remain cognizant of the needs of students and hold additional office 
hours if overload sections create demand that is unsatisfied by the standard number of office 
hours. 

 
6. Faculty members who teach overload courses during their non-teaching semester will hold 

office hours, virtual or in-the-building, proportional to a those in a regular teaching semester, 
based on the amount of overload (e.g., if teaching 15 overload hours, then hold 10 office 
hours; if teaching 6 overload hours, then hold 4 office hours, etc.). 

 
J. Faculty Service to the College 
 

In addition to responsibilities described in previous sections of this article, faculty members are 
expected to provide service that supports the College mission. 

 
1. Service activities are an extension of the faculty member’s professional skills, and/or 

activities that support the strategic goals of the College. 
 

2. Service activities exclude membership on College standing committees and College ad hoc 
committees, membership on division/department committees, activities that are part of a 
faculty member’s regular responsibilities as a program or department chair, and in-service 
activities expected of all faculty (such as attendance at Convocation and Commencement). 
 

3. In consultation with their division Dean (or designee), faculty members will determine if 
service activities may be performed remotely using virtual methods. 
 

4. Faculty members, in consultation with their division Dean (or designee), shall submit by 
August 1 an annual plan for their service activities. Specific service activities may also 
require consultation with the College department where the faculty member will perform 
service activities. The annual plan shall be reviewed as part of the faculty member’s annual 
evaluation. 
 
Annual plans for service activities shall remain flexible since the needs of the College might 
change during the year and faculty members’ participation might be needed for services not 
anticipated during the creation of annual plans. 
 

5. Service activities may be performed during a faculty member’s teaching or non-teaching 
semester, or on days when classes are not in session. 
 

6. Service activity categories include, but are not limited to: 
a. Student success/persistence/retention in in-person or online environments. 
b. College recruiting/marketing/enrollment. 
c. College revenue-generating. 
d. Community partnerships and outreach. 
e. Accreditation-related activities (College-wide or programmatic). 
f. Professional development delivery (on- or off-campus). 

 
K.  Program Chair Workload Units and Responsibilities 
 

1. Each program chair shall receive workload units each semester based on the following 
criteria: 
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a. Annual Full-Time Students  
Full-time students include all students enrolled in a program/certificate, whether first 
major or not, based on a full-time load of twelve (12) credit hours per semester. This 
serves as a measure of chair responsibilities for student advising, enrollment, registration, 
and program orientation.  

 
b. Credit Hours in Program Courses 

The course credit hours, as of the enrollment census date for each semester, for which the 
program chair or another full-time faculty member in that program has primary oversight, 
based on the course’s assigned Department Code or Program Code in the College’s 
curriculum database. This serves as a measure of chair responsibilities for curriculum 
development and maintenance.  

 
2. Calculation of criteria in K(1) above shall be determined prior to the beginning of each 

upcoming academic year.  
  
a. Full-Time Students as defined in K(1)(a) above will be calculated by determining for the 

previous three (3) semesters (beginning with the Summer Semester and ending with the 
Spring Semester) the total credit hours for each program and that program’s specific 
certificates at the enrollment census reporting date, and then dividing by thirty-six (36).  
 

b. The credit hours in program courses, as defined in K(1)(b) above, will be calculated using 
data available through the Institutional Research Office based on credits at the enrollment 
census date in each of the previous three (3) semesters, beginning with the Summer 
semester and ending with the Spring semester.   

 
c. Each academic semester, the Administration shall supply to Program Chairs the 

necessary data to calculate the criteria in K(1) above. Program Chairs shall work with the 
Administration to ensure the accuracy of said data. 

           
3. The following table will be used to determine program chair workload: 

 
Full-Time Students 1-5 

 
1 unit 

6-12 
 

1.5 units 

13-20 
 

2 units 

21-35 
 

2.5 units 

36-50* 
 

3 units 

Credit Hours in 
Program Courses 

50-500 
 
 

1 unit 

501-1000 
 
 

1.5 units 

1001-1500 
 
 

2 units 

1501-2000 
 
 

2.5 units 

2001-2500** 
 
 

3 units 

 
*For every 15 additional Full-Time Students, an additional half (0.5) unit is awarded. 
**For every 500 additional credit hours, an additional half (0.5) unit is awarded. 

 
a. A program chair shall be assigned no more than four (4) course sections, not including 

overload, in any one semester unless the faculty member and Dean agree.  
 

b. Each program shall earn one unit for each official “option” or “major,” as approved by 
the Ohio Department of Higher Education, over and above the base program or “cluster.” 
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4. Stand-Alone Certificates. Stand-alone certificates of 24 credit hours or more shall receive 
workload units as calculated in K(3). 
 

5. Small Certificates. Small certificates are certificates under 24 credit hours. Whether a small 
certificate director receives additional units is dependent on the size and nature of the 
certificate program and the duties and responsibilities attached to the certificate program. 
The Dean may assign special project units for these additional responsibilities. 

 
6. Division of Units. Where, upon agreement of the program chair, the division dean, and the 

affected other faculty members, the duties of program chair are divided between or among 
two or more people, workload units for that program shall be divided among those 
performing the duties. 
 

7. New Programs. New programs shall receive a minimum of four (4) units during their first 
year of operation. 

 
8. Program Chair Responsibilities. The primary responsibilities of a Program Chair are 

maintaining the integrity of the program curriculum content, advising enrolled students in 
the program, and participating in outreach to community partners. The total units assigned 
for these responsibilities are described in section K(1-3) above. Responsibilities may be 
shared with other full-time program faculty as described in section K(2) above. 
 
Although some chair responsibilities may vary in a particular program and/or academic 
division, in general, program chair responsibilities include the following. 

 
a.  Meet periodically with the other faculty in the program, including the cooperative 

education coordinator, and meet with pathway advisors regarding academic matters 
affecting the program and pathway, including but not limited to:  
 

i. maintain and update official course documents and maintain sample course syllabi 
and other course materials. 

ii. coordinate (in collaboration with division APCC representative) activities needed 
to add, revise, or delete curriculum or course information from the catalog; serve as 
a resource for APCC when needed. 

iii. review program admission criteria such as placement test scores and/or other 
relevant criteria. 

iv. review program cooperative education eligibility criteria and completion criteria. 
v. maintain list of adopted textbooks for program courses and coordinate processes 

for textbook adoption when necessary. 
vi. coordinate activities related to internal program review or self-study. 
vii. provide recommendations to the division dean and/or associate deans(s) regarding 

course scheduling including: annual and semester course offerings (including 10-
week or other flexibly scheduled courses), numbers of courses and sections each 
semester (including 10-week or other flexibly scheduled courses), and assigned 
courses for full-time faculty in the applicable program. 

viii. participate in selection of new program faculty, as defined in Article 7 of this 
Agreement. 

ix. review resumes, interview, and recommend for hiring all new adjuncts. 
x. provide recommendations to the division dean and/or associate dean(s) regarding 

assigned courses for adjunct faculty. 
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xi. coordinate orienting new adjunct instructors in the program to course content and 
applicable course/program guidelines or standards. 

xii. assist in the evaluation of adjunct instructors in cases where recurring problems or 
deficiencies have been noted. 

xiii. when applicable, participate in creation and implementation of articulation 
opportunities with bachelor degree programs, and/or high school 2 + 2 programs. 

xiv. if applicable, maintain the program website and/or social media. 
xv. if applicable, coordinate activities related to external program accreditation. 

• For the year of the external accreditation application or renewal, the 
chair and the division dean will confer to determine the number of 
workload units (1-5) assigned to the program for accreditation 
application or renewal activities. The total number of units may be 
spread over multiple semesters and may be shared with other program 
faculty who assist in the accreditation process. 

• For programs preparing an Annual Report that requires reporting learning 
outcomes assessment; gathering, organizing, and analyzing data; or  similar 
activities for maintaining external accreditation, the chair and the division 
dean will confer to determine the number of annual workload units (1-2) 
assigned to the program for ongoing accreditation-related activities. 
 

b. Provide academic advising and registration assistance to prospective and enrolled 
program students. 
 
i. assist prospective and enrolled students with activities related to transfer of credits, 

advanced standing, and course test-out, as applicable. 
ii. review and recommend candidates for graduation from the program. 
iii. assist program students with activities related to the status of academic warning, 

probation, or suspension.  
iv. serve as first point of contact for student concerns/complaints related to adjunct 

instructors in the program. 
v. provide orientation to the program curriculum, and assist with creating an academic 

plan. 
vi. assist with initial registration activities. 
vii. provide orientation to program facilities and resources. 
viii. provide orientation and assistance in utilizing College resources. 
ix. provide other student assistance that promotes student retention and success. 

 
c. Provide community outreach activities. 

 
i. convene and document the annual meeting of the program Advisory Committee 

and solicit membership for the Advisory Committee, as needed. The 
documentation of Advisory Committee membership and meeting minutes shall be 
submitted to the Dean to be used for College accreditation and other continuous 
improvement efforts. 

ii. assist with student recruitment through participation in College recruiting events 
and outreach to high school partners. 

iii. participate in outreach to business/industry/educational partners and stakeholders 
associated with the program, including the Workforce Development Center. 
 

9. Other Program Chair Responsibilities. In instances where the program chair agrees to take on 
responsibilities beyond the parameters described in subsection K(8) above, the Dean shall 
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assign up to two (2) units per semester for these responsibilities, which may include: 
 
a. Extensive and continuous responsibility for tasks associated with recruitment, hiring, 

and/or evaluation of adjunct faculty. 
 

b. Extensive and continuous responsibility for student recruiting activities and/or for 
program marketing activities not directly initiated by College support departments. 
 

The Dean and the Chair shall establish objectives, tasks/deliverables, and methods for 
tracking time spent related to the units awarded. 

 
L.  Department Chair Workload Units and Responsibilities 
 

1. Each department chair will receive a “base” of two (2) workload units each semester for 
their work as chair, and shall not be assigned more than four (4) classes in any one semester. 
 

a. The departments eligible to receive workload units are: 
• Arts and Philosophy (ART/CULT/MUS/PHI/REL/Creative Writing) 
• Biology (BIO) 
• Chemistry (CHE) 
• Communications/Theatre (COMM/THE) 
• English/Literature (ENG/LIT) 
• English as a Second Language (ESL) 
• First Year Experience (FYE) 
• Foreign Language (FRN/SPN) 
• History, Political Science, and Geography (GEO/HST/LBR/POL) 
• Mathematics (MAT) 
• Physics and Physical Sciences (PHY/PSC) 
• Social & Behavioral Sciences (CRJ/ECO/ PSY/SOC) 

 
b. The “base” of two (2) units assumes a department offering thirty (30) or fewer total 

sections (not including College Credit Plus sections) during the three semesters of the 
previous academic year. 
 

c. Workload units will be assigned to the department based on the total number of 
sections offered (not including CCP) during the three semesters of the previous 
academic year, as follows: 
 

Total number of sections in previous 
academic year 

 
Workload Units/Semester 

30 or fewer 2 

 31-60 sections 4 

 61-80 sections 5 

81-100 sections 6 
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101-130 sections 7 

131-160 sections 8 

161-200 sections 9 

201-250 sections 10 

251-300 sections 11 

301+ sections 12 
 
 

2. Where, upon agreement of the department chair, the division dean, and the affected other 
faculty members, the duties of department chair are divided between or among two or more 
people, workload units for that program shall be divided among those performing the duties. 
 

3. The Honors Program (an interdivisional department) will receive a “base” of four (4) units. 
If enrollment in the Honors Program increases significantly, the Honors Program Chair and 
the applicable Dean may confer to agree on additional workload units. 
 

4. Department Chair Responsibilities. The Department Chair’s primary responsibilities are the 
integrity of the curriculum content and facilitating communication among department 
faculty and the divisional administration. The basic duties and responsibilities of all 
Department Chairs include: 
 

i. in cooperation with the other full-time faculty in the department (if applicable), 
maintain and update official course documents and maintain sample course syllabi 
and other course materials. 

ii. maintain list of adopted textbooks, stay aware of new editions, coordinate process 
for textbook adoption when necessary. 

iii. coordinate (in collaboration with division APCC representative) activities needed 
to add, revise, or delete courses from the catalog; serve as a resource for APCC 
when needed. 

iv. conduct/coordinate meetings between faculty of the department and faculty in other 
divisions, as needed to ensure that courses appropriately support the needs of 
associate degree programs.   

v. coordinate activities related to internal annual department review or self-study. 
vi. coordinate activities related to providing support for external accreditation for 

College programs and/or College-wide accreditation. 
vii. assist with activities related to transfer of credits, advanced standing, and course 

test-out. 
viii. provide recommendations to the division dean and/or associate deans(s) regarding 

course scheduling including: annual and semester course offerings (including 10-
week or other flexibly scheduled courses), numbers of courses and sections each 
semester including 10-week or other flexibly scheduled courses), and assigned 
courses for full-time faculty in the applicable department. 

ix. assist in recruiting adjunct instructors, and review resumes, interview, and 
recommend for hiring all new adjuncts. 

x. provide recommendations to the division dean and/or associate dean(s) regarding 
assigned courses for adjunct faculty. 
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xi. serve as a curriculum/course content resource person for adjunct instructors, 
including orienting new adjunct instructors to course content and applicable 
course/department guidelines or standards. 

xii. serve as first point of contact for student concerns/complaints related to adjunct 
instructors in their department and assist in resolving adjunct instructor/student 
disputes. (Note: in any case of a student complaint about a full-time faculty 
member, the department chair will refer the student to Division administrators.) 

xiii. assist in the evaluation of adjunct instructors, particularly in cases where recurring 
problems or deficiencies have been noted. 

xiv. consult with the division dean and/or associate dean(s) regarding matters of adjunct 
training, mentoring, and professional development. 

xv. if applicable, maintain the department website and/or social media. 
 

5. Other Department Chair Responsibilities. In instances where the department chair agrees to 
take on responsibilities beyond the parameters described in subsection L(5) above, the Dean 
shall assign up to two (2) units per semester for these responsibilities, which may include: 
 

a. Extensive and continuous responsibility for developing scheduling and staffing 
recommendations for all department course sections. 
 

b. Extensive and continuous responsibility for tasks associated with recruitment, 
hiring, and/or evaluation of adjunct faculty. 
 

The Dean and the Chair shall establish objectives, tasks/deliverables, and methods for 
tracking time spent related to the units awarded. 

 
M.  Lack of Program or Department Chair. When a program chair or department chair position is 

vacant, the Dean will carefully consider and make a timely effort to fill the position with a 
qualified bargaining unit member from the program/department who is willing to serve as chair.  
 
1. If no member of the program/department wishes to serve as chair, the Dean may appoint a 

qualified bargaining unit member from outside the program/department. 
 

2. If no bargaining unit member wishes to serve as chair, or if the Dean determines the member 
who wishes to serve as chair does not meet program/department/institutional accreditation 
standards, a designee of the Dean may be assigned interim responsibility for the 
program/department chair duties until such a time as a bargaining unit member can serve as 
chair. 
 

3. In the event that program chair responsibilities are assigned to someone who is not a 
bargaining unit member, the administration shall endeavor to reassign program chair 
responsibilities to a bargaining unit member as soon as is reasonably possible. 

 
N.  College Credit Plus 
 

1. Workload units will be assigned to faculty members in a department or program who are 
responsible for coordinating College Credit Plus (CCP) activities, including: 
 

a. Providing orientation and training for CCP adjunct faculty. 
b. Observing CCP adjunct faculty. 
c. Reviewing CCP adjunct faculty syllabi and course materials. 
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d. If applicable for an online CCP course, maintaining a Blackboard site. 
e. Participating in CCP professional activities at the departmental/program level. 
f. Maintaining current knowledge of CCP rules, regulations, and best practices. 

 
2. By August 1, faculty responsible for coordinating CCP activities shall consult with their 

academic dean or director to determine annual workload for the upcoming academic year. 
The    annual workload will consist of one (1) base unit and additional units projected for the 
upcoming academic year, based on the following criteria (see table below): 

 
CCP Workload Unit Calculation 

1 unit base for 
CCP work 

Number of Z-Sections 
Taught by HS 

Instructor x 0.33* 

Number of Z-Sections 
Taught by CS 

Instructor/Adjunct x 0.1 

Number of High School 
Instructors x 0.25 

*the multiplier is 0.5 for those sections containing embedded, hands-on labs 
 

a. Number of CCP (Z) sections taught by high school instructors. This category serves 
as the primary measure of the work associated with annual course observations 
required by the Ohio Department of Higher Education (ODHE) as well as 
curriculum management and oversight. 

i. To determine the number of units for this work, the number 
of sections in this category shall be multiplied by 0.33. 

ii. In recognition that some courses with labs require separate 
lab/clinical observations, CCP sections containing 
embedded, hands- on labs shall instead be multiplied by 0.5. 

b. Number of CCP (Z) sections taught by Cincinnati State instructors. This category 
serves as the primary measure of the work associated with curriculum management 
and oversight of CCP sections taught by Cincinnati State faculty. 

i. To determine the number of units for this work, the number 
of  sections in this category shall be multiplied by 0.1. 

 

c. Number of CCP high school instructors. This category serves as the 
primary measure of the work associated with orientation, training, 
oversight, and curriculum maintenance for high school CCP 
instructors. 

i. To determine the number of units for this work, the 
number of   sections in this category shall be multiplied by 
0.25. 

 
3. Each CCP category above shall receive the appropriate multiplier as described in N(2). All 

categories shall then be added together to determine the total annual CCP workload units. 
This sum shall be rounded up to the nearest half unit. 
 

4. These units may be shared by multiple faculty members in the department/program, as 
applicable. 
 

5. With respect to the faculty member’s workload by semester, the Dean and faculty member(s) 
will confer to reach agreement on how the total units (as calculated per N(2) and N(3) above) 
may be spread across multiple semesters.  
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6. By the enrollment census date of each semester, the Dean and faculty member(s) shall review 
the projections of each category in N(2) above and adjust the total units awarded where 
appropriate. 

 
O. Cooperative/Clinical Education Coordinators 
 

1. Cooperative/Clinical Education Coordinators will work 180 days over the full academic year. 
Said days shall be documented in writing as described in section (G) above.  
  

a. Cooperative Education Coordinators’ responsibilities during these workdays may 
include (but are not limited to) advising/assisting students (individual and/or in 
groups) with preparing for co-op assignments, serving as a liaison between students 
and employers, conferring with students and employers at co-op sites, developing 
new co-op sites, ensuring completion of documentation requirements by students and 
employers, and other faculty responsibilities. Cooperative/Clinical Education 
Coordinators shall provide timely written reports to the Dean of site visits to 
employer locations. 
 

b. Clinical Education Coordinator responsibilities during these workdays may include 
(but are not limited to) submitting requests to clinical sites for clinical     placements, 
assisting with the scheduling of clinical courses, managing required student records 
and training, scheduling clinical observation assignments, placing students at all 
levels of the program into clinical assignments including role transition placements, 
addressing student issues related to clinical, and other faculty responsibilities. 
Clinical Education Coordinators shall keep accurate student records for clinical and 
submit related reports and forms within requested timelines. 
 

c. Workdays may be assigned between semesters, and time off provided during 
semesters. Days off and work schedules will be arranged in conjunction with and 
approved by the Dean, as described in section (G) above, and will include a 
minimum of two consecutive weeks off if requested by the member of the bargaining 
unit. 

 
2. Co-op Coordinator Overload 

 
a. Maximum annual co-op registrants, as counted on the 14th day of each semester in 

the two (2) semesters with the highest number of registrants, shall be 188. Registrants 
during flexibly-scheduled terms shall be added to each semester’s count. Overload 
shall be paid for all co-op registrants over 150 based on the two semesters with the 
highest number of registrants at the rate of 0.33 workload units per registrant.  
 

b. By mutual consent, a faculty member with co-op coordinator responsibilities and the 
College may agree that the faculty member may work additional days during the 
academic year. The co-op coordinator and their dean shall, by July 1, identify and 
agree upon the number of additional work days to be paid at the rate of 6 overload 
units per 30 days or proportionately for a fraction thereof. For each registrant above 
150 in the semester with the smallest number of registrants, the coordinator shall be 
paid at the rate of 0.33 workload units per registrant. 
 

c. For co-op coordinators who are assigned instructional or program chair duties, the 
annual two-semester co-op registrant maximum load of 188 and the overload 
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minimum requirement of 150 shall be reduced by a percentage equal to the number 
of annual instructional, program chair, or other units divided by thirty (30). 
 

3. Clinical Coordinator Overload 
 

a. By mutual consent, a faculty member with clinical coordinator responsibilities and 
the College may agree that the faculty member may work additional days during the 
academic year. The clinical coordinator and their dean shall, by July 1, identify and 
agree upon the number of additional work days to be paid at the rate of 6 overload 
units per 30 days or proportionately for a fraction thereof. 
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Article 10 

 
Annually Contracted Faculty 

 
A. The Role of Annually Contracted Faculty 

 
The parties recognize the importance of full-time, tenure-track faculty in ensuring academic 
quality and providing students with continuous access to high-quality faculty support. The parties 
further recognize that fiscal uncertainties and changing needs of the community might sometimes 
necessitate additional flexibility in meeting the College’s instructional staffing needs. Annually 
Contracted Faculty (ACF) are intended to provide short-term solutions to rapidly changing needs 
of the Academic Divisions. 

 
B.  Definitions 
 

1. Annually Contracted Instructors (ACI) are full-time, non-tenure-track faculty members 
whose sole responsibility is to provide classroom instruction of credit-bearing courses. ACI 
duties shall not include responsibilities as program chair, department chair, cooperative 
education coordinator, advisor, counselor, librarian, instructional designer, or any other 
faculty responsibilities described elsewhere in this Agreement.  

 
2. Annually Contracted Coordinators (ACC) are full-time, non-tenure-track faculty members 

whose sole responsibility is to provide Cooperative Education Coordination, Clinical 
Coordination, Practicum Coordination or other related experiential learning support of 
academic programs. ACC duties shall not include responsibilities as program chair, 
department chair, advisor, counselor, librarian, instructional designer, or any other faculty 
responsibilities described elsewhere in this Agreement.  

 
3. All provisions of the Agreement apply to ACF, except as specifically modified in this article. 

The provisions of this article apply only to ACF. 
 
4. The total number of ACI positions created shall not exceed fifteen (15).  

a. The Academic Divisions may hire up to eight (8) ACI positions 
 

b. Up to seven (7) additional ACI positions may be added for the following reasons: 
 
i. Unforeseen enrollment increase. 
ii. Unforeseen vacancy caused by medical, emergency, death or similar circumstance. 
iii. Unforeseen vacancy caused by unexpected retirement. 
iv. Creation of a new program of study related to grant acquisition or other special 

funding. 
v. Program Chair request. 

 
5. In no instance shall the number of ACI in a program or department be larger than the number 

of full-time, tenure-track faculty in that program or department. 
 

6. The total number of ACC positions shall not exceed four (4). Annually Contracted 
Coordinators may be attached to any Academic Division.  
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C.     Selection and Appointment of ACI 
 

1. Prior to creating and advertising an ACI position, the Dean shall consult with the faculty 
Program chair or Department chair in developing the position description. In all instances, 
qualifications for ACI positions shall be the same as qualifications for comparable full-time, 
tenure-track faculty positions. 

 
2. The Dean (or designee) and Program or Department chair shall devise a process for 

conducting ACI hires, in consultation with the Human Resources Department.  
 
3. The ACI member shall be offered a one-year (three semesters) appointment. Recognizing that 

an ACI member may begin their appointment in any semester, the employment year shall 
begin with the first full semester of employment. 

 
4. If the ACI member’s work performance is satisfactory, the ACI member may be offered 

additional one-year appointments, not to exceed three (3) years or nine (9) semesters. 
 
5. The second renewal (third year of contractual appointment) of an ACI demonstrates need for 

a full-time, tenure track position in that program or department. Upon the second renewal, a 
full-time, tenure track position shall be approved with a starting date no later than the end of 
that third ACI contract. If a full-time, tenure track position is not approved, the program or 
department shall be ineligible to hire ACI for a period of three (3) years. 

 
6. Each ACI member shall be evaluated annually by the Division Dean (or their designee). The 

evaluation process shall include written input from the ACI’s Program chair or Department 
chair. 

 
7. Reappointment decisions shall include the recommendations of the faculty Program chair or 

Department chair. If an ACI member is reappointed over the objection of the chair, the 
reasons shall be communicated to the chair.  

 
D.  Selection and Appointment of ACC 
 

1. Prior to creating and advertising an ACC position, the Hiring Manager shall consult with the 
faculty Program chair(s) and appropriate full-time coordinators to be served by the ACC in 
developing the position description. In all instances, qualifications for ACC positions shall be 
the same as qualifications for comparable Cooperative Education Coordinator, Clinical 
Coordinator, Practicum Coordinator, or other similar positions. 

 
2. The Dean (or designee) and Program chair(s) to be served by the ACC shall devise a process 

for conducting ACC hires, in consultation with the Human Resources Department. 
 
3. The ACC member shall be offered a one-year appointment. Recognizing that an ACC 

member may begin their appointment in any semester, the employment year shall begin with 
the first full semester of employment. 

 
4. If the ACC member’s work performance is satisfactory, the ACC member may be offered 

additional one-year appointments, not to exceed three (3) years or nine (9) semesters. 
 

5. Each ACC member shall be evaluated annually by a supervisor. The evaluation process shall 
include written input from the Program chair(s) served by the ACC. 
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6. Reappointment decisions shall include recommendations of the Program chair(s) served by 

the ACC. If an ACC member is reappointed over the objection of the chair(s), the reasons 
shall be communicated to the chairs(s). 

 
E.  ACI Workload and Responsibilities 
 

1. The standard load for ACI members is 15 to 18 contact hours per semester, not to exceed 45 
contact hours annually. Holidays, sick leave and personal leave days are defined in Section K 
below. 

 
2. For any work over 18 units in a semester or 45 units during the year, ACI shall be 

compensated at the faculty overload rate. The ACI may agree to waive such compensation as 
a trade-off for a lighter workload in another semester during the ACI’s contract year.  

 
3. The Academic Dean (or their designee) shall consult with the ACI member and Program or 

Department chair prior to the beginning of the contract to establish the ACI member’s 
projected workload for the annual contract period. It is understood that the needs of the 
students and the curriculum require that this projected workload remain flexible. The ACI 
member shall be informed of their semester-to-semester assignment and schedule as early as 
is reasonably possible. 

 
4. Course assignments for ACI shall be determined using the standard procedures in effect for 

the applicable program, department, or division. ACI will be given preference of assignments 
for which they are qualified after full-time, tenure-track faculty have been given preference 
and before assignments are given to adjunct faculty. 

 
a. ACI course assignments may include web, live web, and hybrid courses. 
b. ACI shall not be assigned classes such that more than three (3) different preparations are 

required within a semester, unless agreed upon by the ACI member. 
c. The maximum number of students enrolled in course sections taught by ACI shall not 

exceed the maximums for comparable course sections taught by full-time, tenure-track 
faculty members. 
 

5. Each ACI member must be available for ten (10) office hours per week, using the guidelines 
defined in Article 9(I). 

 
6. The ACI members within a division will be provided with dedicated office space and a 

computer. 
 
7. ACI members are expected to attend program, departmental, and divisional meetings. 
 
8. ACI members may participate in College activities such as recruitment activities, service to 

the College, committees or advisory groups, and other activities which typify the employee 
experience. No additional compensation is associated with such activity. 

 
F.     ACI Compensation 
 

1. Compensation for ACI members shall be not less than the following amount: 
 
• 2023-2024 $36,279 per year 
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• 2024-2025 $37,005 per year 
• 2025-2026 $37,560 per year 

  
2. ACI members are eligible to receive salary increases described in Article 8(A) of this 

Agreement. 
 
G. ACC Workload and Responsibilities 
 

1. ACC members shall work 220 days per annual contract period. Holidays, sick leave and 
personal leave days are defined in Section K below. 
 

2. The standard workload for ACC members shall not exceed 40 hours per week. 
 
H. ACC Compensation 
 

1. Compensation for ACC members shall be not less than the following amount: 
 
• 2023-2024 $36,568 per year 
• 2024-2025 $37,005 per year 
• 2025-2026 $37,560 per year 

  
2. ACC members are eligible to receive salary increases described in Article 8(A) of this 

Agreement. 
 
I.  ACF Holidays, Sick Leave and Personal Leave 
 

1.  Each Annually Contracted Faculty member is eligible for the paid holidays, as described in 
the College Operations Manual, that fall within their annual contract period. 

 
2.  Annually Contracted Faculty members are eligible for sick leave, personal leave, and 

vacation days as described below. Faculty members needing to use leave days or vacation 
days shall fill out requisite forms according to official College procedures. 

 
a. Annually Contracted Instructors are eligible for ten (10) days of sick leave and three (3) 

days of personal leave during each contract year. 
 

b. Annually Contracted Coordinators are eligible for ten (10) days of sick leave, five (5) 
days of personal leave, and ten (10) vacation days during each contract year. 

 
J.      Other ACF Benefits Eligibility 

 
ACF members are eligible for tuition waiver for Cincinnati State courses, as described in Article 
15(A) of this Agreement. ACF members are not eligible for other professional enrichment 
programs described in Article 15 of this Agreement.  

 
K.  Reduction in Force 

 
In the event of a reduction in force, as described in Article 13(D) of this Agreement, reduction in 
force of ACF members will take place before the layoff of full-time, tenure-track faculty 
members, but after the layoff of adjunct faculty. 
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L. Other Provisions 
  

1. ACF members may, if appointed by the Faculty Senate, serve on screening committees as 
described in Article 7 of this Agreement.   
 

2. Under no circumstance shall a tenure-track faculty member be assigned to an ACF position 
following non-renewal. 

 
M.    Selection and Appointment of ACF to Full-time, Tenure track Positions 
 

1. ACF members are not eligible to apply for tenure as described in Article 14 of this 
Agreement. 

 
2. ACF members shall have due consideration in the selection and appointment of full-time, 

tenure track positions. 
 
3. An ACF member who meets the qualifications for an open full-time, tenure-track position 

shall be guaranteed an initial interview for the position. 
 
4. If an ACF member is offered a full-time, tenure-track position and has served for two (2) or 

three (3) years in an ACF position, the faculty member may choose to apply one year of 
service to tenure eligibility as described in Article 14 of this Agreement. The decision to 
apply such service toward tenure eligibility shall be reported to the AAUP President and the 
Director of Human Resources no later than one (1) year after the faculty member begins the 
full-time, tenure-track position. 
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Article 11 

 
Electronic Course and Curriculum Development & Distribution 

 
A. Electronic Course and Curriculum Development  
 

Advances in technology allow for the development of technologically innovative methods of 
instruction, including, but not limited to, electronically-purveyed methods of instruction through 
live or recorded audio and/or visual presentations and materials using direct signal or cable, 
transmission by telephone lines, fiber optic lines, digital and/or analog video tape, audio tape, 
CD-ROM, Internet, E-mail, or other electronic means now known or hereafter developed, or any 
combinations thereof (referred to throughout this Article as “Electronic Courses”).   
 
As set forth in Article 6(B)(1), the responsibility for making recommendations on fundamental 
academic matters, such as the curriculum, subject matter, and such methods of instruction as may 
be developed through electronic or other alternative means, remains a significant responsibility of 
the faculty, with final approval by the Board of Trustees. The faculty and the College 
administration have a mutual desire to assure the quality and academic integrity of its course 
offerings. The parties also recognize that the choice of Electronic Course technologies belongs to 
the College, in consultation with the faculty. 

 
B.  Electronic Course Agreements 
 

The College and the AAUP recognize the value of technologically innovative methods of 
instruction and agree that there is mutual interest in further developing these alternative 
techniques for reaching a broader spectrum of students. The College will endeavor to support the 
faculty members who wish to incorporate innovative alternative technologies in their courses, as 
follows: 

 
1. Faculty members are encouraged, but not required, to develop and/or deliver Electronic 

Courses.  
 
2. A faculty member who desires to develop Electronic Course materials shall first consult with 

and receive authorization from the appropriate dean or director on the Electronic Course 
materials to be developed. The purpose of this provision is that the faculty member and the 
dean or director have a shared understanding in advance of the terms and conditions 
associated with the development and delivery of the Electronic Course. 

 
3.  Electronic Course Development Agreement. If authorized to proceed with development of the 

Electronic Course materials, the College and the faculty member will enter into a written 
Electronic Course Development Agreement which details the scope of the Electronic Course 
materials to be developed, a schedule for completion, and the terms and conditions of 
ownership of any intellectual property rights in the materials developed. This Agreement 
shall also identify the compensation for course development, based on the following criteria: 

 
a. If 80 to 100 percent of the Electronic Course is original material developed by the faculty 

member, the compensation is the course contact units multiplied by three (3), up to a 
maximum compensation of ten (10) course contact units. 
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b. If 25 to 79 percent of the Electronic Course is original material developed by the faculty 
member, the compensation is the course contact units multiplied by two (2). 
 

c. Compensation may be units paid at the overload rate or units assigned as release time.  
 

d. If the compensation is payment at the overload rate, half of the compensation will be paid 
following the semester when the course is first offered.  
 

4. As a condition for an Electronic Course Development Agreement, the College shall offer and 
the faculty member shall complete at least one training session regarding the College’s 
“platform” for delivery of Electronic Courses. 
 

5. College’s Right to Use or License Electronic Courses Developed by Faculty Member 
pursuant to Section 3, above. The Electronic Course Development Agreement will allow the 
College to use Electronic Courses developed in accordance with Section 3 above, in 
perpetuity, subject only to the right of first refusal described in Section 11. 
  

6. Faculty Member’s Right to Use Electronic Course after Termination, Resignation, or 
Retirement. The Electronic Course Development Agreement will also allow the faculty 
member who developed the Electronic Course in accordance with Section 3 above to use or 
license that course after their employment with the College ends. 
  

7. Right to Sub-License. By mutual written agreement between the College and the faculty 
member, the Electronic Course Development Agreement may allow the College or the faculty 
member to grant sub-licenses to other colleges or institutions. 
  

8. Consistent with the above, the AAUP and the College will agree in advance to an appropriate 
form for the Electronic Course Development Agreement and any related agreements. 
  

9. To become effective, any Electronic Course Development Agreement and related agreements 
will be executed in writing by the faculty member, and approved by the Academic Vice 
President/Provost, with copies to the AAUP. The Development Agreement and related 
agreements must be completed prior to the start of Electronic Course development. 
 

10. Course materials developed using Electronic Course methods shall conform to the same 
departmental course standards as traditional courses, must meet College standards for 
Electronic Course materials (such as ADA and Section 508 compliance), and must meet 
standards and/or certification processes required by accrediting bodies. 
  

11. Except as modified by the Electronic Course Development Agreement or related agreements, 
an active faculty member who develops an Electronic Course shall have the right of first 
refusal for delivering sections of such courses, up to the equivalent of the faculty member’s 
base load for the semester, in consultation with the appropriate divisional dean or director. 
Additional sections may be assigned to other qualified faculty, including adjunct faculty, 
following the standard procedures described elsewhere in this Agreement. 
  

12. If the faculty member who developed the Electronic Course and the appropriate divisional 
dean or director determine that a course is complex enough to require significant training and 
oversight, compensation of one (1) unit per new adjunct instructor, including adjunct 
instructors of College Credit Plus courses, will be paid the first time the adjunct faculty 
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member teaches the Electronic Course. 
 

13. Appropriate class capacities and maximum student enrollments in Electronic Courses shall be 
established by the appropriate divisional dean or director, in consultation with the appropriate 
divisional faculty.  
 

14. If the College elects to change the standard technology used to disseminate Electronic Course 
materials, the faculty member who developed the Electronic Course and the appropriate 
divisional dean or director will come to a shared understanding as to what additional 
workload units, if any, will be necessary to accomplish any modifications required. 
  

15. A faculty member who develops, creates, makes, or originates Electronic Course materials 
shall retain in perpetuity the sole and exclusive rights to all such property, to the extent 
permitted by law, except as specifically modified by the Electronic Course Development 
Agreement. 
  

16. Nothing precludes other faculty from developing their own Electronic Course materials for 
another or different version of the same Electronic Course. It is understood that the College 
could choose to offer several versions of the same course simultaneously using Electronic 
Course methods. 
  

17. In the absence of an Electronic Course Development Agreement entered into after August 25, 
2014, the College may not distribute a faculty member’s Electronic Course materials for use 
by other full time or adjunct faculty. 
  

18. Nothing precludes the College and a faculty member from entering into an Exclusive License 
Agreement for Electronic Course materials, with the approval of both parties. If the parties 
reach an Exclusive License Agreement, a copy of that agreement will be forwarded to the 
AAUP. 

 
B. Intellectual Property  
 

1. Scope 
 
 This section sets forth the rights and obligations of the College and the members of the 

bargaining unit to intellectual property, excluding Electronic Course material which is 
covered in Sections A and B above. Such rights include, but are not limited to, rights that are 
protected by laws pertaining to copyright, patent, trade secret, trademark, service mark, and 
all other intellectual property rights. 

 
2. Definitions 

 
a. Copyright/Copyrightable 
 
 Original works of authorship, including computer programs, fixed in any tangible 

medium of expression, now known or later developed, from which such works can be 
perceived, reproduced, or otherwise communicated, either directly, or with the aid of a 
machine or device. Works of authorship include the following categories: 

 
i.    literary works 
ii.  musical works, including any accompanying words 
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ii. dramatic works, including any accompanying music 
iv. pantomimes and choreographic works 
v. pictorial, graphic, and sculptural works 
vi. motion picture and other audiovisual works 
vi. sound recordings 
viii. architectural works 

 
b. Intellectual Property 
 
 Any trademark, service mark, trade secret, copyrightable, or patentable matter or any 

intellectually created tangible thing, matter, or work of authorship, including, but not 
limited to, books, texts, articles, monographs, glossaries, bibliographies, study guides, 
laboratory manuals, syllabi, tests and work papers, lectures, inventions discoveries, 
musical and/or dramatic compositions, published or unpublished scripts, films, filmstrips, 
charts, transparencies, other visual aids, video and audio material, computer programs, 
live video and/or audio broadcasts, programmed instructional materials, drawings, 
paintings, sculptures, photographs, and other works of art, and any other original work 
recorded, fixed, or otherwise embodied in any medium. 

 
c. Patent/Patentable 

 
(1)  utility inventions or discoveries, which constitute any new and useful process, 

machine, manufacture, or composition of matter, or any new and useful improvement 
thereof, as such is further defined in 35 USC sections 100, 101. 

 
(2)  ornamental designs, being new, original and ornamental designs for an article made, 

as such is further defined in 35 USC section 171 et seq. 
  

(3)  plant patents, being for the asexual reproduction of a distinct and new variety of 
plant, including cultivated sports, mutants, hybrids, and newly found seedlings, other 
than a tuber propagated plant or plant found in an uncultivated state such as is further 
defined in 35 USC 161 et seq. 

 
d. Trademark/Trademarkable 

 
Any word, name, symbol, or device, or combination thereof adopted and used by an 
employee to identify their goods and distinguish them from those made, manufactured, or 
sold by others. 

 
3. Presumption of Ownership 

 
It shall be presumed that all rights in any intellectual property created, made, or originated by 
a faculty member who is an employee covered by this Agreement, shall be the sole and 
exclusive property of such faculty member in perpetuity, or so long as the state or federal 
laws applicable thereto allow, except as that faculty member may choose individually to 
transfer, assign, or contract away such property right in full or in part, and further except as 
the employer may expect a faculty member to create syllabi, assignments, and tests for 
students limited to classes taught in the faculty member’s department or program, in which 
case the College shall have the right to expect the faculty member to use such materials in 
their aforesaid classroom, and the College shall not be expected to pay royalties for said 
materials, but may not transfer ownership or sell the use of said to others than the creator, 
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provided further, that if such contractual arrangements are made between the faculty member 
and the College, the AAUP also be a party, thereto; otherwise there shall be no restrictions 
upon the faculty member except as otherwise explicitly set forth herein.  
 
Creatorship of intellectual property shall be presumed in the claiming faculty member, as 
against the College. Intellectual property created by the faculty member in the fulfillment of 
the employee’s normal duties and responsibilities under this collective bargaining Agreement 
is presumed to belong to the faculty member for proprietary or marketing purposes outside 
the College, but is available to the College for internal review and for review by external 
agencies regulating the College. 
 
The College is the presumed owner of intellectual property only when the College enters into 
an agreement with the faculty member to specifically create such specified intellectual 
property in exchange for compensation and the agreement specifically outlines the 
development obligations and the College’s exclusive ownership. 

 
The College and the employee are joint owners of intellectual property when they enter into a 
specific agreement to create such intellectual property, and this agreement defines the 
development obligations and ownership share of each party. 
 

4. Use of Funds from Sale of Intellectual Property 
 

a. Funds received by the College from the sale of intellectual property owned by the 
College shall be allocated and expended as determined solely by the College. 

 
b. Funds received by the faculty member from the sale of intellectual property owned by the 

employee shall be allocated and expended as determined solely by the faculty member. 
 
c. Funds received by the faculty member and by the College from the sale of intellectual 

property owned jointly by the faculty member and the College shall be allocated and 
expended in accordance with the specific agreement negotiated by the faculty member 
and the College concerning such jointly owned property. 

 
d. Disputes regarding such funds from sale of intellectual property shall be appealed to a 

College panel consisting of two voting members appointed by the Faculty Senate, and 
two voting members appointed by the College’s Chief Information Officer. The 
Academic Vice President/Provost shall chair the panel and shall have a vote only in the 
event that the panel is deadlocked. 

 
D. Development Obligations 

 
1. The College supports the development, production, and dissemination of copyrightable, 

trademarkable, patentable, and other intellectual properties by its employees. 
 
2. It is understood that intellectual property developed by employees on or off College time, 

except for those materials for which the College had specifically contracted prior to June 9, 
1998, shall remain the property of such employees, but shall continue to be used for the 
benefit of the College while the employee remains an employee of the College. 
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Article 12 

 
Benefits 

 
A. Benefits Programs 
 

Members of the bargaining unit are eligible to participate in the College's benefits program 
including: 

 
● State Teachers Retirement System (STRS), or Alternate Retirement Plan (ARP) 
● Tuition Waiver 
● Tuition Reimbursement 
● Paid Holidays  
● Sick Leave/Personal Leave 
● Health Insurance, Prescription Drug Plan, Dental Plan, and Vision Care Plan 
● Employee Assistance Plan 
● Short-Term Disability Plan 
● Group Life Insurance 
● Free Parking 
● Cash payment for Sick/Personal Leave 
● Payment for Unused Sick leave upon Retirement or other Leave Taking 
● Retirement and Residual Benefits 
● Family Leave 
● Health and Wellness Program 
 

B. State Teachers Retirement System 
 

Membership in the State Teachers Retirement System (STRS) or the College’s approved 
Alternate Retirement Plan (ARP) is mandated for all employees of the College who meet the 
eligibility requirements of the STRS as established by state law. Within the STRS regulations, the 
College arranges that employee contributions are deducted before state and federal taxes are 
calculated. 
 
The College and each employee shall contribute at the statutorily mandated rate(s) to the STRS or 
the ARP, pursuant to the regulations of that system. 

 
C. Tuition Waiver 
 
 See Article 15. 
 
D. Tuition Reimbursement 
 
 See Article 15. 
 
E. Paid Holidays 
 

Each member of the bargaining unit who is regular full-time, in an active pay status, is eligible 
for ten (10) paid holidays annually, as defined in the College Operations Manual. 
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F. Sick Leave/Personal Leave 
  

1. Each member of the bargaining unit who is regular full-time, in an active pay status, is 
eligible for ten (10) days of sick leave and three (3) days of personal leave annually. No 
member of the bargaining unit shall lose the accumulated allowance of unused days of sick 
leave/personal leave by reason of having been absent for a period without pay, nor shall the 
employee accumulate any additional days of allowance during the absence. Faculty members 
needing to use sick/personal days shall fill out the requisite forms according to official 
College procedures. 

 
a.  If a faculty member is unable to discharge their professional responsibilities on a given 

day for reasons which qualify for sick leave, including regular or overload classes, labs, 
office hours, or regularly scheduled meetings, that faculty member shall report use of one 
full sick day.  

 
b.  If a faculty member discharges part of their professional responsibilities on a given day, 

but for reasons which qualify for sick leave cannot discharge all of their responsibilities, 
that faculty member shall report use of one-half sick day.  

 
c.  Notwithstanding the College’s payroll procedures that list sick leave in “hours,” the 

minimum amount of sick leave which may be used by a faculty member is one-half day 
(4 hours). 

 
d. If the use of sick leave is protracted to the extent that an overload class or classes need to 

be reassigned, and others must be compensated for that overload, the faculty member 
may also forfeit overload compensation for such class or classes. 
 

2. Sick Leave Bank (SLB). The College shall maintain a sick leave bank (SLB) to provide 
additional sick leave to bargaining unit members who have exhausted their accumulated sick 
leave and otherwise qualify for it. 

 
a. A bargaining unit member must have accumulated at least thirty-five (35) days to be 

eligible to contribute to the SLB. A bargaining unit member may contribute to the SLB 
by directing the Human Resources Department, in writing, the contribution of a minimum 
of one (1) day and a maximum per year of ten (10) days of the member’s accumulated 
sick leave. All sick leave time donated to the SLB is not refundable. 

 
b. When the balance in the SLB becomes less than fifty (50) days, the Human Resources 

Department will notify the AAUP, who will call for donation of additional sick leave 
from bargaining unit members. 

 
c. Any bargaining unit member who has fewer than ten (10) days of accumulated 

sick/personal leave and who anticipates the need for more sick leave than they have 
available may submit a request to the Human Resources Department for the transfer of 
sick leave time from the SLB to the bargaining unit member. 

 
d. The maximum length of time available from the SLB to any bargaining unit member in 

response to an application is one hundred and sixty (160) hours. Additional extensions 
may be made if the sick leave time transferred in response to an application proves to be 
insufficient, up to a total of three hundred and twenty (320) hours in a twelve-month 
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period. At no time may the Human Resources Department transfer more sick leave time 
from the SLB than is available in the bank. 

 
e.  Time from the SLB may be granted because of absence due to non-chronic conditions, 

catastrophic accident or illness, or primary caretaking, including persons living in the 
employee’s household. Conditions caused by incidents covered by workers’ 
compensation are not eligible for SLB time. 

 
f. Bargaining unit members currently receiving disability benefits are not eligible for time 

from the SLB. 
   
G. Health Insurance, Prescription Drug Plan, Dental Plan, Short-Term Disability Plan and Vision-

Care Plan 
 

The College shall make available to members of the bargaining unit and their eligible dependents 
health insurance coverage, dental insurance coverage, vision coverage, an Employee Assistance 
Plan, and short-term disability coverage as described below and in Appendix A. (The health 
insurance plans are set forth in detail in policies of insurance which contain specific terms and 
conditions of coverage, and shall be available in the office of the Director of Human Resources): 

 
1. The College shall provide benefit dollars sufficient for each eligible bargaining unit member 

to "purchase" the following benefits on the following basis during the duration of the 
contract: 

 
a. Eighty-eight percent (88%) of the cost of the current Preferred Provider Organization 

(PPO) health insurance coverage, or a roughly comparable plan, or one hundred percent 
(100%) of the cost of the High Deductible Health Plan (HDHP). 

b. The total cost of the current dental coverage. 
c. The total cost of vision Plan A coverage. 
d. The total cost of the current short-term disability coverage for the employee only. 
e. The total cost of the Employee Assistance Plan. 
f.  The total cost of basic group life insurance coverage, for the bargaining unit member 

only, equal to two times annual salary. This policy shall include accidental death and 
dismemberment riders. 

 
 The benefit dollars allocated to each eligible bargaining unit member will be sufficient to 

pay for the yearly premiums as described above for insurance based on either a single or 
family coverage, as the faculty member is eligible. Should any employee choose a total 
package of benefits that exceeds the benefit dollars allocated (i.e., an alternative health 
care plan) the employee must pay the difference, through payroll deduction. 

 
2. A bargaining unit member may revise their election upon a qualifying event in accordance 

with the terms of the plan.  
 

3. An employee waiving health insurance coverage must show evidence of health insurance 
coverage from another source. An employee may not decline coverage in the Employee 
Assistance Program.  

 
4. All bargaining unit members are eligible to participate in the Flexible Spending Account 

program provided by the College. This account will allow employees to pay for un-
reimbursed medical expenses and/or child and dependent care charges with pre-tax dollars. 
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5. Bargaining unit members enrolled in the High Deductible Health Plan (HDHP) are eligible to 
participate in a Health Savings Account (HSA) in which pre-tax contributions may be 
directed and used to cover un-reimbursed medical expenses, consistent with Internal Revenue 
Service limits and regulations. See Appendix A for details. 

 
6. Co-payments and deductibles, and other benefits changes anticipated during the period of this 

Agreement, are summarized in Appendix A. 
 

7. Special Health Benefits provision: If, during the period of this Agreement, another Cincinnati 
State bargaining unit, and/or non-bargaining employees, receive more favorable healthcare-
related benefits than those described in provisions 12(G)(5) and 12(G)(6) above, AAUP 
bargaining unit members shall be granted the same benefits afforded to those other 
employees. 

 
H.  Health and Wellness Program 

 
1. The College will provide access to the College’s fitness facilities at no cost to the bargaining 

unit member. 
 
2. The parties agree to convene the Faculty/Administration Communication Team at least once 

a year to aid in the development of a Health and Wellness Program.     
 
3. Employees will be encouraged, but not required, to participate in Health and Wellness 

programming which may be offered. Such programming may include a combination of 
activities designed to increase health education and awareness, assess risks, and promote 
voluntary behavior changes to improve individual health, enhance individual well-being and 
productivity, and contribute to preventing illness and injury. 

 
4. All medical data collected through participation in any wellness programs that may be offered 

will remain confidential, the College making no claim to access such data, pursuant to the 
Health Insurance Portability and Accountability Act of 1996 (HIPAA) rules and standards. 

 
I.  Open Enrollment 

 
 An open enrollment period shall be established during each year of the Agreement. 

 
J. Free Parking 
 

Parking shall be provided for members of the bargaining unit. 
 
K. Cash Payment for Sick/Personal Leave 
 

At the end of the fiscal year, members of the bargaining unit may exercise one of three options 
regarding any sick leave/personal leave days fewer than thirteen (13) used during the previous 
year: 

 
• Allow the balance to remain intact for possible future need.  (Accumulate it.) 
• Convert up to one-half of the unused balance for the year into a cash payment computed as 

0.00278 times the current annual salary times the number of eligible days. 
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• Donate up to half (1/2) of the unused balance for the year to the Cincinnati State Foundation 
as a cash payment computed as 0.00278 times the current annual salary times the number of 
eligible days. 

 
The cash payment provision will apply only to the portion of the annual credit allowances not 
used each year. Only days accumulated during the current year at Cincinnati State Technical and 
Community College may be cashed in pursuant to this provision. 
 
No employee may exercise the cash payment provision until they have exceeded thirty-five (35) 
days of accumulated sick leave/personal leave. The number of days "cashed in" cannot result in a 
remaining accumulated balance of fewer than thirty-five (35) days. 

 
L. Payment for Unused Sick Leave Upon Retirement or Other Leave Taking 
 

1. Any member of the bargaining unit, regardless of the length of service at Cincinnati State 
Technical and Community College, who formally retires per the regulations of the STRS and 
is eligible and will draw retirement benefits from the system, may convert accumulated sick 
leave to a maximum of sixty-five (65) days at the rate of one (1) day for every three (3) days 
of sick leave into a lump sum payment upon the effective official day of retirement. 
 
When the lump sum cash payment amount an eligible employee may receive is computed, the 
rate shall be computed as 0.00556 times the employee's current annual salary at separation, 
times the number of eligible days. 

 
2. Any member of the bargaining unit having ten (10) or more years of continuous full-time 

employment with Cincinnati State Technical and Community College who permanently 
leaves employment at Cincinnati State Technical and Community College shall be entitled to 
convert accumulated sick leave to a maximum of 65 days at the rate of one (1) day for every 
three (3) days of accumulated sick leave into a lump sum payment upon the effective official 
day of retirement. This provision applies only to employees hired before January 1, 1988. 
Persons employed after January 1, 1988, shall be eligible to cash in sick leave only if they 
formally retire per the regulations of STRS and are eligible to draw retirement benefits from 
the system. 
 
When the lump sum cash payment amount an eligible employee may receive is computed, the 
rate shall be computed as 0.00384 times the employee's most recent annual salary times the 
number of eligible days. 

 
3. Any member of the Bargaining Unit who has converted accumulated sick leave into a lump 

sum payment who subsequently is employed by another agency, organization, or institution 
to which accumulated sick leave could be transferred pursuant to law, shall be deemed to 
have forfeited all sick days earned at Cincinnati State Technical and Community College and 
such days shall not be further eligible for transfer. 

 
4. A member of the bargaining unit who, for reasons other than retirement, leaves the employ of 

Cincinnati State Technical and Community College shall retain accumulated sick leave for 
one (1) year from the date of termination of the last employment, provided it has not been 
converted into a cash payment, nor transferred pursuant to law. 

 
5. Any member of the bargaining unit reemployed by Cincinnati State Technical and 

Community College who, since leaving the employ of Cincinnati State Technical and 
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Community College, has been continuously employed by other State of Ohio institutions of 
higher learning, boards of education, or by state, county, or municipal governments in Ohio 
shall receive full credit for sick leave accumulated both in the prior employ of the Cincinnati 
State Technical and Community College and the employ of other agencies listed above as 
shown in the records of the last employing organization.  However, only that accumulated 
sick leave earned during the period of continuous employment at Cincinnati State Technical 
and Community College prior to retirement shall be counted when determining lump sum 
payments upon retirement. 

 
6. Any member of the bargaining unit who, immediately preceding employment, has been in the 

service of another State of Ohio institution of higher learning, board of education or school, 
or state, county, or municipal government shall receive full credit for the sick leave 
accumulated in this previous service shown in the records of the last employing organization. 
However, only that accumulated sick leave earned during the period of continuous 
employment at Cincinnati State Technical and Community College prior to retirement shall 
be counted when determining lump sum payments upon retirement. 

 
M. Retirement and Residual Benefits 
 

Members of the bargaining unit who retire in good standing shall be eligible for the following 
benefits: 

 
• Tuition Waiver (See Article 15) 
 
• Free Parking 
 
• Use of College Facilities (library, fitness center, etc.) 
 
To retire in good standing, the bargaining unit member shall provide no less than 90 days’ notice 
to the Human Resources Department. Exceptions to this notice requirement will be made if a 
retirement is precipitated or hastened by emergency circumstances. 

 
N. Family Leave 
 

In conformance with the Family and Medical Leave Act (FMLA), the College has adopted a 
policy providing for leave as that law requires. A copy of that policy is included in the College 
Operations Manual, which is available on the College intranet. Members are eligible for FMLA 
rights and protections during non-teaching semesters.   

 
When calculating the total FMLA leave for a faculty member, the College only takes into 
consideration contract days. Therefore, non-contract days, such as holidays, days between 
semesters, and days during non-teaching semesters do not count against the faculty member's 
FMLA leave. 

 
O. Vacation Leave 
 

Any College employee in the future who becomes a member of the bargaining unit with 
accumulated vacation leave, shall be required to have cashed in those days by no later than the 
end of the fiscal year in which the employee becomes a member of the bargaining unit. 
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P. AAUP Participation in Benefits Negotiations 
 

The College and the AAUP recognize the importance of possible changes in the cost of providing 
appropriate health care insurance to employees. The parties agree to meet periodically throughout 
each year of this Agreement to examine in a timely manner possible changes to employee 
benefits that are identified as part of the annual health care insurance bid and renewal process and 
the open enrollment cycle.  
 
The goal of these meetings is to build consensus and make collaborative decisions and 
recommendations regarding the College's health care benefit offerings. Topics of discussion may 
include, but are not limited to:   
 
• Collect and review data on health benefits trends in Ohio community colleges and other 

comparable regional institutions. 
• Review and analyze data on Cincinnati State health benefits components such as: 

 
o provider performance, claims response, customer service, and communications.  
o wellness programming and consumer awareness of such programming. 
o health insurance utilization. 
o health insurance utilization management considerations.  
o benefits costs. 

 
• Collect employee feedback on benefits using surveys or other data collection methods. 
• Review and analyze benefits plan options and design. 
• Analyze bids by health benefits providers. 
• Discuss other topics as they become pertinent. 
 

Q. Benefits for Same-Sex Domestic Partners 
 

Cincinnati State Board of Trustees Resolution 17.16, adopted February 28, 2017, amended the 
definition of “eligible dependent” under the College’s healthcare plan to eliminate previous 
language providing eligibility for same-sex domestic partners when they did not have the right to 
marry. 
 
Board Resolution 17.16 is consistent with the U.S. Supreme Court ruling of June 26, 2015, that 
same-sex couples may marry in any state and thus receive traditional healthcare benefits. 
 
Same-sex or domestic partners of eligible employees enrolled in the College’s healthcare plan 
prior to March 1, 2017, shall be grandfathered under the College’s healthcare plan until such time 
that the eligible employee becomes eligible through marriage, waives College benefits, or ceases 
to be eligible for College benefits. 
 
If Federal, State, and/or Local laws no longer allow same-sex marriages, the language on same-
sex domestic partners found in this section of the 2014-2017 Collective Bargaining Agreement 
between the AAUP and the College shall be reinstated.  
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Article 13 

 
Employment Relationship and Severance 

 
The administration and the AAUP recognize that efforts should be made to prevent serious personnel 
problems from arising. When necessary, disciplinary actions may be taken, using the provisions described 
in Section E below. 
 
At times it may be necessary for an individual member of the bargaining unit to sever their professional 
relationship or for the administration to sever the professional relationship. Such severance may take 
place in any of the following ways: 
 
A. Resignation 
 

Resignation is an action by which a member of the bargaining unit terminates an appointment. In 
the absence of a medical necessity or other compelling reason, the faculty member shall endeavor 
to give the College Administration notice of resignation at the earliest possible opportunity. 
Unauthorized absence from scheduled professional responsibilities for more than ten (10) 
consecutive days shall be considered abandonment and shall be considered a voluntary 
resignation. 

 
B. Retirement 
 

Retirement does terminate the employment relationship. The benefits attaching upon retirement 
as well as the procedures necessary to attain them are described in Article 12(L) and 12(M). 

 
C. Non-Renewal of Contract 
 

The administration, at its discretion, may terminate the annual appointment of any member of 
the bargaining unit employed on or after September 6, 2005, who has completed fewer than five 
(5) years of full-time service to the College. Whenever the option to extend the application for 
tenure is exercised as articulated in Article 14(E), the option to non-renew will be extended the 
same period of time as the extension. If such a regular appointment is not to be renewed, the 
President or their designee shall notify the affected faculty member in writing no later than May 
15. 

 
1. Five years of full-time service to the College shall be defined as follows: A current member 

of the bargaining unit employed in full-time status for at least four (4) terms or two (2) 
semesters for all five academic years. 

 
D. Reduction in Force 
 

If for reasons of financial exigency (financial problems so severe that they threaten the College’s 
ability to maintain its operations at an acceptable level of quality) or elimination of a program it 
becomes necessary to effect a reduction in force, the order of layoff in the affected area shall be 
as follows: 

 
1. Any reduction in force shall take place first among the appropriate adjunct faculty, and then 

among the annually contracted faculty, before full-time faculty. 
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2. Any reduction in force among full-time faculty shall take place in reverse order of seniority. 
Seniority shall be determined by the date of last hire. 

 
a. The Faculty Senate and/or the Academic Vice President/Provost may submit to the 

College President a statement of programmatic or divisional needs and justifications for 
exceptions to the seniority list. 

 
b. The President shall consider such recommendations and shall forward them, along with 

their own, to the Board of Trustees. 
 

3. The administration shall exert best efforts to find a faculty position at the College for which 
an affected tenured faculty member is qualified. 
  
a. A tenured faculty member subject to a reduction in force may exercise a right to displace 

a non-tenured faculty member in an unaffected area, as long as the tenured faculty 
member is qualified for the position. 
  

b. A tenured faculty member subject to a reduction in force who is not qualified to teach in 
an unaffected faculty area is eligible to apply for any open positions within the College 
for which they are qualified, and will be guaranteed an interview. 
  

c. This stipulation shall be subordinate to the legal requirements of affirmative action and 
EEOC regulations. 

 
4. Should there be a need for additional faculty staffing, the faculty who were laid off shall be 

offered renewal of their faculty status in reverse order of their termination, provided they 
possess the necessary qualifications for the open position. 

 
a. This obligation shall be honored for two (2) years after dismissal unless the faculty 

member submits a written release of this right. 
 
b. This obligation shall be subject to the legal requirements and EEOC regulations as 

described above. 
 

5. There shall be no layoffs due to financial exigency unless the College President, sixty (60) 
College working days prior to making their recommendation to the Board of Trustees, 
notifies the Faculty Senate, and the AAUP, that a recommendation for such action may be 
made. The Faculty Senate and the AAUP may offer their advice, recommendations, and 
alternatives to the College President. The President shall consider those and forward them 
along with their own to the Board of Trustees. 

 
E. Sanctions or Dismissal for Adequate Cause 
 

1. Whenever possible, disciplinary actions should be primarily corrective rather than punitive. 
In all instances the dignity of the individual faculty member should be respected. 

 
2. Sanction means a corrective disciplinary action short of dismissal. 

 
a. If a member of the bargaining unit's supervisor (division dean or vice president) 

determines that corrective efforts, such as oral counseling, or in a more serious instance a 
written reprimand, are necessary, the supervisor shall take that action without resorting to 
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the fact-finding proceedings described in this Article. In the event that a written 
reprimand is issued, a copy of such reprimand shall be placed in the faculty member's 
personnel file, and the faculty member shall have the right to place a response to that 
reprimand in their file. Any sanction requiring suspension of a member of the bargaining 
unit shall be subject to the fact-finding proceedings of this article. 

 
3. Dismissal means a severance action by which the College ends its employer relationship with 

a faculty member for adequate cause. 
 
4. Adequate cause means substantial charges directly and substantially related to the fitness of 

the affected faculty member to discharge professional responsibilities. 
 
5. Dismissal or sanction proceedings may be instituted for any of the following charges: 

 
a. Failure to perform professional responsibilities either through incompetence, persistent 

negligence, refusal to carry out reasonable assignments, or disregard for the ethics and 
standards of the profession, as outlined in Article 16. 

 
b. Conviction of a felony which renders the faculty member unfit or unable to perform 

professional responsibilities, or conviction of a crime or misdemeanor which is hostile to 
the College community. 

 
c. Fraud or misrepresentation of professional preparation or accomplishments. 
 
d. Deliberate or grave violation of the rights and freedoms of other members of the College 

community. 
 
e. Deliberate or grave violation of the published College policies and/or procedures. 
 
f. Failure to participate in an approved rehabilitation program by a faculty member whose 

professional performance is materially affected by drug or alcohol abuse. 
 
g. The illegal manufacture or sale of controlled substances, or their possession or use by a 

faculty member while they are on College-owned or controlled property. 
 
h. The illegal or unauthorized possession or use of firearms, fireworks, explosives, 

dangerous chemicals, or weapons while on College-owned or controlled property. 
 
i. Sexual or other forms of harassment. 

 
F. Proceedings for Dismissal or Sanction for Adequate Cause 
 

1. It shall be the obligation of the College President to initiate dismissal proceedings or sanction 
proceedings against a faculty member. The President shall notify the affected faculty member 
of their intention to commence dismissal proceedings or sanction proceedings, which 
notification shall be accompanied by a written statement of specific charges and by a 
description of the sanction or disciplinary action, including dismissal, recommended by the 
Director of Human Resources and a copy sent to the President of the AAUP. Within ten (10) 
days, the affected faculty member will either resign, agree to the sanction described, or agree 
to a hearing before a Fact-Finding Committee.  
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2. Within the same ten (10) days described in F(1) of this article, the Faculty Senate shall 
appoint five (5) members of the bargaining unit to a Fact-Finding Committee. None of said 
members shall be from the same division as the affected faculty member. The AAUP shall 
appoint a non-voting ex officio member to the committee. Prospective members of the 
committee who deem themselves disqualified for bias or interest shall promptly notify the 
Faculty Senate that they are unable to serve. The affected faculty member may exercise one 
challenge without stated cause. If the Faculty Senate cannot form a 5-member Fact-Finding 
Committee within ten (10) days of receipt of the President's charges, the Fact-Finding 
Committee shall be composed of all the members of the Faculty Senate excluding those from 
the same division as the faculty member against whom charge(s) are pending. 

 
3. Pending a final decision by the Fact-Finding Committee, the affected faculty member's salary 

and benefits shall continue in full force and effect. If the President feels that the affected 
faculty member is unable to discharge their regular professional responsibilities, in the 
interest of the proper functioning of the College, the President may suspend the affected 
faculty member or assign them to other duties in lieu of suspension. 

 
4. The Fact-Finding Committee shall begin its preparations for the hearings within five (5) days 

of its receipt of the President's written statement of specific charges. With appropriate notice 
to the parties concerned, the Committee may hold joint meetings with the parties to simplify 
issues, effect stipulations of facts, provide for the exchange of documentary or other 
information, or achieve such other prehearing objectives as will make the hearing fair, 
effective, and expeditious. Within five (5) additional days, the Fact-Finding Committee shall 
determine whether there is a prima facie case for proceeding with a hearing. If the Fact-
Finding Committee should find that there is no prima facie case for proceeding with a 
hearing, it shall so report in writing to the President. If the President feels there is still a 
necessity for hearings, they shall within five (5) days so report in writing to the Fact-Finding 
Committee, and the committee shall initiate hearing procedures. 

 
5. The Fact-Finding Committee shall serve notice of hearing with specific charges in writing, at 

least fifteen (15) days prior to the hearing. The hearing shall commence no later than the 
twentieth (20th) day after the date of the notification of the hearing, and the hearing shall be 
completed fifteen (15) days after the commencement of the hearing. The hearing shall be 
governed by the following rules: 

 
a. The affected faculty member shall determine whether the hearing should be public or 

private, and no adverse inference shall be drawn from such determination. 
 
b. The faculty member shall be entitled to have legal counsel be present and participate in 

the proceedings. 
 
c. Both the administration and the AAUP shall be entitled to participate in the proceedings 

and may be represented by legal counsel. 
 
d. The Committee shall grant reasonable adjournments to enable either party to investigate 

evidence to which a valid claim of surprise is made. 
 
e. A verbatim audio record of the proceedings shall be taken and the administration shall 

make a copy of the audio tape available to the affected faculty member, at their request. 
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f. The burden of proof that "adequate cause" exists rests with the administration and shall 
be satisfied only by clear and convincing evidence in the record considered as a whole. 

 
g. The affected faculty member and the administration shall be afforded a reasonable 

opportunity to obtain necessary witnesses and documentary evidence. 
 
h. The faculty member and the administration shall have the right to confront and cross 

examine all witnesses. Where the witnesses cannot or will not appear, but the Committee 
determines that the interests of justice require admission of their statements, the 
Committee shall identify the witnesses, disclose their statements, and, if possible, provide 
for interrogatories. 

 
i. In a hearing of charges of gross incompetence, the testimony shall include that of 

qualified members of the Cincinnati State Technical and Community College faculty 
and/or the testimony of faculty members of other institutions of higher education, and/or 
the testimony of recognized authorities in the appropriate professional disciplines or 
programs. 

 
j. The Committee shall not be bound by strict rules of legal evidence, and may admit any 

evidence which is of probative value in determining the issues involved. Every possible 
effort shall be made to obtain the most reliable evidence. 

 
k. The Committee shall base its findings of fact and its recommendations and decisions 

solely on the hearing record. 
 

6. The Fact-Finding Committee shall be empowered to recommend dismissal or another remedy 
which it deems appropriate. 

 
7. Within five (5) days after the conclusion of the hearing, the Committee shall notify the 

College President and the President of the AAUP of its findings of fact and its 
recommendations. 

 
8. The College President shall transmit the recommendations of the Fact-Finding Committee 

along with the President’s own recommendations to the Board of Trustees. The Board of 
Trustees shall at its next regular meeting afford the affected faculty member an opportunity to 
appear before the Board to provide evidence on their own behalf. The Board of Trustees shall 
consider all of the findings and recommendations and shall within five (5) days put into 
writing its final decision, copies of which shall be submitted to the affected faculty member, 
the chair of the Fact-Finding Committee, the College President, and the President of AAUP. 

 
9. The AAUP, at its discretion, may appoint within five (5) days two representatives to meet and 

confer with the College President or the President’s designee in respect to the conditions of 
the dismissal regarding compensation and/or benefits for the affected faculty member. In such 
discussion, consideration will also be given to any compensation which might have been 
continued for the affected faculty member during the period of time in which the affected 
faculty member performed no service to the College pending a final decision by the Board of 
Trustees. 
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G. Grievability of Decisions 
 

The substance of decisions to terminate by a non-renewal, a reduction in force, or for adequate 
cause termination of disciplinary action shall not be subject to the grievance procedure described 
in this Agreement except to ensure that there has been appropriate compliance with the Severance 
of Employment procedures described above. 
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Article 14 

 
Tenure 

 
A. Definition 
 

1. Tenure is the status of continuous employment granted by the College to full-time members 
of the bargaining unit in recognition of demonstrated excellence and consistent contributions 
to the College community. 

 
2. Tenure may be awarded to a full-time member of the bargaining unit who occupies a position 

at the College and who has satisfied the criteria for tenure. 
 
3. Tenure shall not be granted by default, but shall require a positive action by the Board of 

Trustees based upon the recommendation of the Faculty Tenure Committee, the appropriate 
Dean or Director, the Academic Vice President/Provost or academic affairs designee, and the 
President. 

 
a. The Faculty Senate shall, in accordance with its bylaws, establish a standing Faculty 

Tenure Committee.  
 
4. Tenure is terminated or subject to termination only for adequate cause or as a result of a 

reduction in force as set forth elsewhere herein. 
 
5. Only full-time members of the bargaining unit, not including Annually Contracted Faculty, 

shall be considered eligible for tenure consideration.  
 
B. Eligibility for Tenure Application 
 

Members of the bargaining unit, upon completion of five (5) years of full-time service (as defined 
by the provision for non-renewal of contract in Article 13(C)(1), shall apply for tenure by 
September 15 of their sixth year by simultaneously providing to the Dean or Director of the 
applicant’s division or department and to the Faculty Tenure Committee the evidence that they 
meet the following criteria: 

 
1. A recommendation by at least one (1) tenured faculty member within the applicant's division 

that the applicant be granted tenure. An applicant not located in an academic division should 
include a recommendation from a tenured faculty member who has significant knowledge of 
the applicant’s work and contributions to the College. 

 
2. Evidence that the applicant has attained a bachelor's or master’s degree or equivalent 

appropriate certificate relevant to their field or area of expertise. 
 
3. Evidence demonstrating recognizable excellence in the applicant's field or area of expertise. 

To the extent that such information is available to the applicant, this evidence should include, 
but not be limited to, student, peer, or administrative evaluations, and information generated 
through activities of the Peer Mentoring Advisory Committee, members of which are 
appointed by the Faculty Senate. 

 
4. Additional evidence which should include, but not be limited to, the following: 
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a. evidence of professional growth, including possible scholarly or professional 
publications; 

 
b. evidence of constructive activities in support of professional associations and societies 

within the applicant's fields of interest or related areas; 
 
c. evidence of the faculty member's value to the College, including evidence of performance 

of professional responsibilities consistent with professional standards and the mission and 
objectives of the College. Such evidence may include, but not be limited to: 

 
• student advisement/guidance/recruitment 
 
• program and curriculum development 

 
• participation in annual academic self-study and/or the assessment of learning 

outcomes 
 
• participation in College committees, at institutional, divisional, and/or 

program/department levels 
 
• participation in program or College accreditation activities, including providing 

significant support for College accreditation requirements 
 
• participation in relevant business or community affairs 

 
• participation in other professional and/or service activities relevant to the mission and 

objectives of the College 
 

5. The process and basis for Tenure must remain flexible to allow for individual uniqueness and 
creativity in performance. Applicants need not satisfy all the criteria listed above, but will be 
expected to have records which demonstrate excellence in the performance of their duties. 

 
6. The evidence submitted by the applicant should be complete as of the time of submission; 

however, the applicant may add supplemental material, up to February 1 of the year in which 
the Board of Trustees acts upon the final recommendation. Such supplements should be based 
on significant accomplishments achieved subsequent to the applicant’s initial submission of 
their tenure application and should be provided to all persons who have reviewed the 
application as of that point in the application review process. 

 
C. Tenure Committee, Administrator, and Board of Trustees Review of Tenure Applications 

 
1. The Dean or Director of the applicant's division shall make a written recommendation 

regarding the applicant's request for tenure, directly to the Academic Vice President/Provost, 
after reviewing the application materials.  
 
a. For applicants in Business Technologies, Engineering & Information Technologies, 

Health and Public Safety, and Humanities and Sciences divisions, the applicable Dean 
shall make a written recommendation directly to the Academic Vice President/Provost. 
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b. For applicants in the Library, the Director of the Library shall make a written 
recommendation directly to the Academic Vice President/Provost. 
 

c. For applicants in other areas of the College, the applicable Dean or Director shall make a 
written recommendation directly to the Academic Vice President/Provost. 
  

d. Prior to making such recommendation, the Dean or Director shall evaluate the submitted 
materials, as well as the applicant's performance, including annual administrative 
evaluations which have previously been conducted. The Dean's or Director’s 
recommendation shall be made to the Academic Vice President/Provost no later than 
December 1, with a copy to the applicant. 
  

2. The chairperson of the Tenure Committee shall notify the Academic Vice President/Provost, 
the respective Dean or Director, and all applicants of the Committee's recommendation by 
December 1. Such notification shall be in writing, with copies made available to the President 
of the Faculty Senate, and the President of the AAUP. In the event of a negative 
recommendation, the Committee shall submit a written statement of the reasons for the 
negative recommendations. 

 
3. Upon receipt of a recommendation by the Faculty Tenure Committee and the applicable Dean 

or Director, the Academic Vice President/Provost, after reviewing the recommendations and 
the submitted material, shall, as soon as is reasonably possible, but by no later than February 
15 submit to the President a written recommendation regarding the applicant’s request for 
tenure, along with the recommendations of the Dean or Director and the Faculty Tenure 
Committee. 

 
4. Upon receipt of the recommendations of the Academic Vice President/Provost, the Faculty 

Tenure Committee, and the Dean or Director, the President, after reviewing the 
recommendations and submitted material, shall, as soon as is reasonably possible, but not 
later than March 15, submit to the Board of Trustees a written recommendation regarding the 
applicant’s request for tenure, along with the recommendations of the Academic Vice 
President/Provost, the Dean or Director, and the Faculty Tenure Committee. The President 
shall submit copies of their recommendation to the Faculty Tenure Committee chairperson 
and to the applicant(s), with copies made available to the President of the Faculty Senate, and 
the President of the AAUP. 

 
5. The Tenure Committee, the Dean or Director, the Academic Vice President/Provost, and/or 

the President may request other pertinent information deemed necessary for a complete 
review of the applicant’s eligibility for tenure. Such requests for information must be in 
written form and be provided to the applicant and all persons who have reviewed the 
application as of that point in the application review process, with copies made available to 
the President of the Faculty Senate, and the President of the AAUP. 
 
The applicant shall be afforded an opportunity to respond in writing to the request for 
information, no later than ten (10) days after they are given a copy of the information request, 
or up to March 1, whichever date is earlier. Such responses will be added to the application 
materials, with copies made available to all persons who have reviewed the application as of 
that point in the application review process, and to the President of the Faculty Senate, and 
the President of the AAUP. 
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6. The Board of Trustees shall notify the applicant by March 31 of its decision to award or deny 
tenure. Such notification shall be in writing. In the event that the decision of the Board of 
Trustees is contrary to the recommendation of the Faculty Tenure Committee, the Board of 
Trustees shall put into writing its reasons for such decision. 
 

7.  Following an award of tenure, faculty shall have the title “professor.” 
 
D. Tenure Extension 
 

1. A faculty member may request and the College shall consider a delay of one (1) year in the 
application for tenure due to circumstances that have a demonstrable negative impact on the 
faculty member’s ability to perform duties required for tenure or to complete the application 
for tenure. 
     

2. All such requests for a tenure extension shall be submitted within one (1) year of the 
precipitating circumstance but no later than thirty (30) days prior to the application deadline 
for tenure. 

 
3. All such requests for tenure extension shall be submitted in writing to the Academic Vice 

President/Provost with copies sent to the applicant’s Dean or Director, the President of the 
AAUP, and the President of the Faculty Senate.    

 
E. Denial of Tenure 

 
In the event tenure is denied by the Board of Trustees, the faculty member shall not be offered a 
contract for the following academic year. 
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Article 15 

 
Professional Enrichment Programs 

 
A. Tuition Waiver at Cincinnati State Technical and Community College 
 

1. Members of the bargaining unit are eligible to enroll in up to three (3) courses per semester at 
the College without payment of tuition and all fees, whether in-state or out-of-state, up to a 
maximum of twelve (12) credit hours per semester.  
 
a. For programs and courses offered through the Workforce Development Center, the 

waiver of tuition and fees covers only the current in-state tuition rate per credit hour, and 
the current Registration Fee. If the cost exceeds this allowance, the bargaining unit 
member is responsible for the additional costs. 
 

b. Costs to be paid by the bargaining unit member are due no later than the payment 
deadline for the semester or program. 

 
2. Spouses, dependent children, and/or other dependents of members of the bargaining unit may, 

whether in-state or out-of-state, receive a waiver of the instructional fee, irrespective of the 
credit load. Other fees must be paid at registration time. 
 
a. Spouses, dependent children, and/or other dependents are limited to a total of 75 

attempted credit hours. 
 

b. For programs and courses offered through the Workforce Development Center, the 
waiver of tuition and fees for spouses, dependent children and/or other dependents covers 
only the current in-state tuition rate per credit hour, and the current Registration Fee. If 
the cost exceeds this allowance, the bargaining unit member (or their spouse/dependent) 
is responsible for the additional costs. 
 

c. Dependents of bargaining unit members are encouraged to provide ten (10) hours of 
service to the College for each semester a tuition waiver is granted. 

 
3. Members of the bargaining unit who retire shall be permitted tuition waiver as described for 

members of the bargaining unit still employed. 
 

4. Bargaining unit members, spouses/dependents of bargaining unit members, and retired bargaining 
unit members must maintain a minimum cumulative grade point average of 2.0 in College 
courses to be eligible for tuition/fee waivers. Subsequent enrollment costs will not be waived if 
the GPA is below 2.0. 
 

5. Bargaining unit members, spouses/dependents of bargaining unit members, and retired bargaining 
unit members will follow procedures for requesting waivers as described in the current College 
Operations Manual. 
 

B. Reimbursement and Salary Increases for Advanced Degrees 
 
1. The College supports the continued studies for advanced degrees of bargaining unit members 

and/or the continuing education and professional development of bargaining unit members 
which contribute to the mission of the College. Requests for such enrollment and 
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reimbursement should be developed by the faculty member in collaboration with the 
appropriate Dean/Director, and should clearly demonstrate how the proposed educational 
program aligns with the anticipated career contributions of the faculty member to the College. 
After approval, the Dean/Director will forward the request to the Academic Vice 
President/Provost. Should the Dean/Director deny approval, the faculty member may appeal 
to the Academic Vice President/Provost.  
 
The College agrees that upon submission of documented receipts for accredited College 
tuition and a grade report verifying a grade of "B" or better (or “Pass,” “Satisfactory,” or 
“Progress” in ungraded courses), a member of the bargaining unit shall receive 
reimbursement as described herein: 

 
a. Funds available for tuition reimbursement are budgeted annually and approved by the 

Board of Trustees. The College shall establish on an annual contract year basis a pool of 
no less than $60,000.00 from which tuition reimbursement for members of the bargaining 
unit shall be paid, up to an annual maximum of fifteen (15) credit hours per individual.  
 

b. The per-credit rate of reimbursement shall be equivalent to seventy-five percent (75%) of 
the current tuition rate for Ohio residents in a comparable program at the University of 
Cincinnati, or seventy-five percent (75%) of the cost of tuition at the institution granting 
the degree, whichever is less. 
 

c. Any unused portion of the pool shall be carried over from year to year and added to the 
no less than $60,000.00 annual pool. If a bargaining unit member is denied 
reimbursement in any year because the pool has been exhausted, they shall be reimbursed 
for those non-reimbursed hours in the next contract year and shall be awarded such 
reimbursement prior to any award to any other individual eligible for reimbursement in 
the next contract year. 
 

d. Bargaining unit members shall follow the timelines and procedures for submitting 
requests for tuition reimbursement as described in the current College Operations 
Manual. 
 

e. Faculty members who receive tuition reimbursement shall remain at the College for at 
least one year following the date of submission of their documented receipts for 
reimbursement. Faculty members who voluntarily leave the employ of the College prior 
to one year following the date of any tuition reimbursement for other than bona fide 
medical reasons shall reimburse the College the amount of said tuition reimbursement. 

 
2. Upon presentation to the Director of Human Resources of proof that a member of the 

bargaining unit has obtained a master's degree from an accredited institution of higher 
education, the bargaining unit member's salary shall be increased by six percent (6%) or the 
minimum rate of compensation for a Master’s credential as specified in Article 8(E), 
whichever is higher. The adjustment shall be effective at the beginning of the next pay period 
after documentation has been received by Human Resources. Upon presentation to the 
Director of Human Resources of proof that the member of the bargaining unit has obtained a 
doctorate degree from an accredited institution of higher education, the member of the 
bargaining unit's salary shall be increased by eleven percent (11%) or the minimum rate of 
compensation for a Doctorate credential as specified in Article 8(E), whichever is higher. The 
adjustment shall be effective at the beginning of the next pay period after documentation has 
been received by Human Resources. 
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C. Sabbatical Leave 
 

1. A tenured member of the bargaining unit shall be eligible for sabbatical leave. The primary 
purpose of sabbatical leave is to encourage and to enhance professional growth and 
effectiveness. Such leaves contribute to the accomplishment of these ends and shall be 
considered if the leave enables the faculty member to undertake specific activities involving 
planned study, research, travel, program or department development, return to industry, or 
other approved creative work of benefit to the faculty member and to the College, or enables 
the faculty member to pursue an advanced degree necessary to start or continue operation of 
a program or department. 

 
2. Each year of this Agreement, the administration shall make available a total of five (5) 

academic semesters for use as sabbatical leave. 
 

a. Leaves may be granted for one (1) or more semesters up to, but not more than, one (1) 
academic year, but the period of the sabbatical may extend over more than one academic 
year, e.g., include Spring and Summer semesters of one academic year and Fall semester 
of the next academic year. Leaves shall not be granted for less than one full academic 
semester. Leaves are granted without regard to seniority or the number of years that a 
member of the bargaining unit has been eligible to be considered for sabbatical leave.  
 

b. Upon completion of a sabbatical leave, the member of the bargaining unit shall not 
become eligible again until the completion of an additional five (5) years of service to the 
College. Five additional years shall be defined as at least two complete academic 
semesters in at least five academic years, subsequent to the last day of the faculty 
member’s prior sabbatical. 

 
c. A member of the bargaining unit on sabbatical leave shall be fully compensated. Any 

wages received by the bargaining unit member for work performed related to the 
sabbatical, other than an academic stipend, shall be offset against the compensation owed 
by the College and the bargaining unit member agrees to notify the College of such 
compensation and provide documentation. The member of the bargaining unit on 
sabbatical leave shall continue to accrue sick leave, retirement credit, insurance benefits, 
seniority, and all other benefits as described in this Agreement. 

 
d. When applying for a sabbatical related to completion of an advanced degree necessary to 

start or continue operation of a program or department, the faculty member shall include 
a projected date for the completion of the degree. When a degree-related sabbatical is 
granted, the expectation is that the faculty member will complete the degree being 
sought. Failure to complete the degree within one (1) year of the projected degree 
completion date shall obligate the faculty member to reimburse to the College the amount 
of all tuition reimbursements previously granted to the faculty member towards the 
completion of the degree from the beginning date of the sabbatical and thereafter and 
shall cause the faculty member to become ineligible for any future sabbatical leaves, 
notwithstanding Article 15(C)(2)(b) above, unless the faculty member has a bona fide 
medical reason or other qualifying reason under the Family and Medical Leave Act 
(FMLA), which would necessitate a delay in the completion of the degree. 

 
e. When a non-degree sabbatical leave is granted, every 30 days the faculty member shall 

submit a report to the Dean of their progress in the goals established for the sabbatical. 
By the conclusion of the academic semester following completion of the sabbatical leave, 
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the faculty member shall submit a report detailing the attainments achieved, as required 
by ORC 3345.28. This report shall be sent to the Academic Vice President/Provost, to be 
filed in the College Library. Failure to submit this report in a timely manner shall obligate 
the faculty member to reimburse to the College the amount of wages and benefits paid 
during the sabbatical and shall cause the faculty member to become ineligible for any 
future sabbatical leaves, notwithstanding Article 15(C)(2)(b) above, unless the faculty 
member has a bona fide medical reason or other qualifying reason under the Family and 
Medical Leave Act (FMLA), which would necessitate a delay in the submission of this 
report. 

 
f. Upon completion of sabbatical leave, the member of the bargaining unit must return to 

the College for at least one (1) full year of professional service. Faculty members who 
voluntarily leave the employ of the College prior to one year following the date of the 
completion of the sabbatical for other than bona fide medical reasons shall reimburse the 
College the amount of wages and benefits paid during the sabbatical. 

 
3. The Faculty Senate shall in accordance with its bylaws establish a Sabbatical Review Board. 

In addition to the faculty members appointed to the Review Board, the President shall appoint 
the Deans of the Humanities & Sciences Division, the Business Technologies Division, the 
Engineering & Information Technologies Division, and the Health and Public Safety 
Division, as well as the Director of the Library. 

 
a. Candidates shall submit by February 1 to the Sabbatical Review Board an application for 

sabbatical leave, in a form to be determined by the Sabbatical Review Board, along with 
justifications on the merits of the proposal in its own right, for the individual, for the 
division, and for the College. The Sabbatical Review Board shall have the right to request 
additional information from the candidate or ask the candidate to modify their proposal 
for improvement and/or suggest that the candidate apply for a sabbatical period which is 
less than they applied for.  
  

b. By April 1, the Sabbatical Review Board shall submit its evaluation of the proposals and 
its recommendations to the Academic Vice President/Provost and to the President, with 
copies sent to the President of the Faculty Senate and the President of the AAUP. Each 
evaluation shall include a justification for any negative recommendation, and a rank of 
order of preference for each proposal submitted to the Sabbatical Review Board.  
  

c. By April 15, the Academic Vice President/Provost shall review the proposals and submit 
their evaluations and recommendations to the President, with copies sent to the chair of 
the Sabbatical Review Board, the President of the Faculty Senate and the President of the 
AAUP. 
  

d. By May 1, the College President shall submit their evaluation of the proposals and their 
recommendations, as well as the recommendations or evaluations of the Academic Vice 
President/Provost and the Sabbatical Review Board, to the Board of Trustees. Copies of 
the President’s recommendations shall be sent to the chair of the Sabbatical Review 
Board, the President of the Faculty Senate, and the President of the AAUP. 
  

e. By May 31, the Board of Trustees shall notify the applicant and the Sabbatical Review 
Board in writing of its decision. Copies of the Board’s decision shall be sent to the chair 
of the Sabbatical Review Board, the President of the Faculty Senate, and the President of 
the AAUP. In the event of a negative decision, the Board of Trustees shall provide 
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reasons in writing. 
  

f. A member of the bargaining unit who has been granted a sabbatical leave shall submit in 
writing to the Academic Vice President/Provost and to the Sabbatical Review Board, no 
later than the fifth week of the academic semester prior to the beginning of the proposed 
sabbatical leave, a statement attesting to the fact that the sabbatical proposal is still viable 
and will go forward as proposed. Should the proposed sabbatical not be viable at this 
point, the sabbatical will be cancelled. The cancelled sabbatical award shall be carried 
over for awarding in the following year.  

 
D. Professional Enrichment 
 

The College and the AAUP agree that they have a mutual interest in having faculty members 
participate in personal and professional development activities, including, but not limited to, 
attending classes or pursuing advanced degrees, attending professional conferences, participating 
in both internal and external training opportunities, or undertaking continuing education for 
purposes of maintaining accreditation or licensure. Faculty members recognize that their primary 
commitment is to their students, their academic divisions, and the College as a whole. In the 
scheduling of classes and other assignments, the administration shall endeavor to accommodate 
such faculty development activities to the extent that is reasonably possible. 
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Article 16 

 
Professional Ethics and Academic Freedom 

 
A. Professional 
 

1. Bargaining unit members, guided by a deep conviction of the worth and dignity of the 
advancement of knowledge, recognize the special responsibilities placed upon them. Their 
primary responsibility to their subject is to seek and to state the truth as they see it. To this 
end, they devote their energies to developing and improving their scholarly competence. 
They accept the obligation to exercise critical self-discipline and judgment in using, 
extending, and transmitting knowledge. They practice intellectual honesty. Although they 
may follow subsidiary interests, these interests must never seriously hamper or compromise 
their freedom of inquiry. 

 
2. As teachers, bargaining unit members encourage the free pursuit of learning in their students. 

They hold before their students the best scholarly standards of their disciplines. They 
demonstrate respect for the students as individuals and adhere to their proper roles as 
intellectual guides and counselors. They make every reasonable effort to foster honest 
academic conduct and to assure that their evaluation of students reflects the students' true 
merit. They respect the confidential nature of the relationship between professor and student. 
They avoid any exploitation of students for their private advantage and acknowledge 
significant assistance from the students. They protect the students' academic freedom. 

 
3. As colleagues, bargaining unit members have obligations that derive from common 

membership in the community of scholars. They respect and defend the free inquiry of their 
associates. In the exchange of criticism and ideas they show due respect for the opinions of 
others. They acknowledge their academic debts and strive to be objective in their professional 
judgment of colleagues. They accept their share of faculty responsibilities for the governance 
of the institution. 

 
4. As a member of their institution, bargaining unit members seek above all to be effective 

teachers and scholars. Although they observe the stated regulations of the institution, 
provided those do not contravene academic freedom, they maintain their right to criticize and 
seek revision. They determine the amount and character of the work they do outside their 
institution with due regard to their paramount responsibilities within it. When considering the 
interruption or termination of their services, they recognize the effect of their decision upon 
the programs of the institution and give due notice of their intentions. 

 
5. As members of their communities, bargaining unit members have the rights and obligations 

of any citizen. They measure the urgency of these obligations in light of their responsibilities 
to their subjects, to their students, to their profession, and to their institution. When they 
speak or act as private persons they avoid creating the impression that they speak or act for 
their college. As citizens engaged in a profession that depends upon freedom for its health 
and integrity, bargaining unit members have a particular obligation to promote conditions of 
free inquiry and to further public understanding of academic freedom. 
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B. Academic Freedom 
 

1. Academic Freedom in Research 
 

 Bargaining unit members are entitled to full freedom in research and in the publication of the 
results, subject to the adequate performance of their other academic duties; but research for 
pecuniary return should be based upon an understanding with the authorities of the 
institution. 

 
2. Academic Freedom in the Classroom 
 
 Bargaining unit members are entitled to freedom in the classroom in discussing their subjects, 

but they should be careful not to introduce into their teaching controversial matter which has 
no relation to their subjects. 

 
3. Academic Freedom as Citizens 
 
 Bargaining unit members are citizens, members of the learned profession, and officers of 

Cincinnati State Technical and Community College. When they speak or write as citizens, 
they should be free from institutional censorship or discipline, but their special position in the 
community imposes special obligations. As people of learning and educational officers, they 
should remember that the public may judge their profession and their institution by their 
utterances. Hence, they should at all times be accurate, should exercise appropriate restraint, 
should show respect for the opinions of others, and should make every effort to indicate that 
they are not institutional spokespersons. 
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Article 17 

 
No Strikes or Lockouts 

 
During the term of this Agreement, no member of the bargaining unit shall withhold services, or engage 
in any strike, slowdown, or refusal to perform assigned duties, or interrupt the normal operations of the 
College. If there is a violation of this paragraph, the involved members of the bargaining unit will be 
subject to disciplinary action. 
 
The College agrees that there shall be no lockouts during the term of this Agreement. Violation of this 
paragraph by the College shall subject the College to the grievance procedure contained herein and, upon 
proof of a lockout, subject the College to a requirement to pay the wages of those employees locked out 
for the period of the lockout. 
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Article 18 

 
Employment Outside the College 

 
Members of the bargaining unit may be employed outside of the College in any capacity, including 
consulting. Such activities must: 
 
A. Not involve the use of information obtained from College sources which is not available to 

members of the general public pursuant to the Ohio Public Records Law; 
 
B. Not create a conflict with the employee's responsibilities to the College or interfere with the 

individual's full-time responsibilities to the College or its students; 
 
C. Not involve the use of facilities, equipment, or material of the College; and 
 
D. Not take advantage of a bargaining unit member's position with the College to sell goods or 

services to students of the College. However, it shall not be regarded as a violation of this 
standard for a member of the bargaining unit's own books or text materials, in whatever form, to 
be used in courses the faculty member teaches, provided that those materials have been adopted 
through the standard departmental or divisional adoption procedures, and are available through 
the College bookstore. 
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Article 19 

 
Separability 

 
If any tribunal (including, but not limited to, a court of competent jurisdiction or any administrative 
agency or governmental body having jurisdiction), adjudges any article, section or clause in this 
Agreement to be in conflict with any law, regulation or affirmative action obligation, all remaining 
articles, sections and clauses which are not rendered meaningless, inoperable, or ambiguous as a result of 
the judgment shall remain in full force and effect for the duration of this Agreement. In the event any 
article, section, or clause is adjudged to be unlawful and if the College or the AAUP so requests, the 
Parties will meet and discuss a lawful alternative provision. 
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Article 20 

 
Entirety 

 
This written Agreement constitutes the entire agreement between the College and the AAUP and 
supersedes and replaces any and all agreements, whether written or oral, or expressed or implied, between 
and concerning the College and the AAUP. 
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Article 21 

 
Waiver 

 
The waiver of any breach or condition of this Agreement by either party shall not constitute a precedent in 
the future enforcement of all the terms and conditions herein. The non-exercise of rights retained by the 
College or of rights obtained by the AAUP shall not be deemed to waive any such rights or the right to 
exercise them in some way in the future. 
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Article 22 

 
Definitions 

 
A. Positions Named in the Agreement 
 
 Should any position or office named in this Agreement be changed or cease to exist, the President 

of the party in which the change has occurred shall designate the replacement for the purposes of 
this Agreement by notifying the President of the other party in writing of such designation. 

 
B. College Fiscal Year 
 
 A College fiscal year for the purpose of this Agreement shall be currently defined as July 1 to 

June 30. This definition is subject to revision by statute. 
 
C. College Academic Year and Contract Year 
 
 An academic year and a contract year shall be defined as the date on which a Fall semester begins 

until midnight on the day before the next Fall semester begins. 
 
D. Timelines and Working Days 
 
 Throughout this document, unless otherwise specified, time limitations expressed in days shall 

exclude Saturdays, Sundays, holidays, and periods when College classes are not in session. If a 
certain specified date falls on a Saturday, Sunday, or holiday, or period when College classes are 
not in session, the date shall be extended to the next working day. 

  



Article 23 

Duration and Amendment 

This Agreement shall be effective as of August 28, 2023, the first day of the Fall Semester 2023, and shall 
continue in full force and effect for three years from the date of its execution until and including midnight 
of August 30, 2026, the day before the beginning of the Fall Semester 2026. 

Any amendment, modification, or addition to this Agreement must be in writing and duly signed by the 
Parties in order to be effective. 

rN V.1TNESS WHEREOF, the Parties have hereunto set their hands this 24th day of the month of 
October, 2023. 

Cincinnati State Technical and 
Community College 

1an 
Chairperso1 Board of Trustees 

President 

American Association of 
University Professors, 
Cincinnati State Technical and 
Community College Chapter 

A~ 
President 
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Greg Klein, Co-Leader 

~ ~.n1ta~-c:-( 
Steve Morris, MBA, Co-Leader 

(J;kv ~ 
Julie McLaughlin, Co-Leader 

Pamela S Ecker 

Clu-istopher Calvert, ,!D Us~ 
~1=Jill, MEd 
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Appendix A 

 
Health Benefit Plan 

 
Article 12(N) of this Agreement states that the College administration and the AAUP will continue to 
collaborate throughout the term of the Agreement in reviewing and assessing the employee benefit plan 
and design. Below are the basic tenets of the health benefit plan provided to members. 
 

● As of July 1, 2023, the College will contribute to the Health Savings Accounts for those 
employees enrolled in the High Deductible Health Plan (HDHP).  The College shall contribute 
twenty percent (20%) of the Internal Revenue Service limits, with no employee-matching 
requirement.  

● As of July 1, 2020, an annual spousal surcharge of $1,200 ($46.15 bi-weekly) shall apply to 
spouses of bargaining unit members covered by College insurance, if the spouse has access to 
employer-sponsored insurance through an employer that is not Cincinnati State.   

● As of July 1, 2020, a four-tier premium system shall go into effect, with tiers for single, 
employee and spouse, employee and children, and family. 

● Bi-Weekly Employee Payroll Deduction as of July 1, 2023 (subject to change in future years). 

      PPO HDHP 

Employee $ 57.68 $ 0.00 

Employee and Spouse $ 121.13 $ 0.00 

Employee and Child(ren) $ 109.59 $ 0.00 

Family $ 178.91 $ 0.00 

 

● Annual premiums are calculated and projected for each plan year using actual claims expense 
data. As such, annual premiums are calculated as close to the start of open enrollment as 
possible, to maximize accuracy in annual premium rate forecasts. 

● As of January 1, 2019: Co-pay changes implemented as below for the PPO plan. (No changes to 
HDHP plan) 

 
Item Cost 

Primary Care Physician $25/Visit 

Specialist Visit $50/Visit 

Urgent Care $50/Visit 

Emergency Room $250/Visit 
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● As of July 1, 2019: Deductible, Coinsurance, and Out of Pocket Max 
 

 
Item Cost 

Deductible $750 Single / $1,500 Family 

Coinsurance 100% Employer / 0% Employee 

Out of Pocket Maximum $2,500 Single / $5,000 Family 

 
 

• As of July 1, 2019: The College will continue to provide the following: 
o 100% cost-share of dental plan coverage for employee and family 
o 100% cost-share of the basic (Plan A) vision plan for employee and family 
o The total cost of the Employee Assistance Program for the employee 
o The total cost of short-term disability coverage for the employee 
o The total cost of the basic life insurance and AD&D coverage for the employee 
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Appendix B 

 
MEMORANDUM OF UNDERSTANDING 

 
FACT Topics 

 

The parties agree to regularly convene the Faculty/Administration Communication Team (FACT) to 
examine these topics: 
 

1. In recognition of the diversity and complexity of program chair work, the parties agree to 
evaluate the current method for describing program chair responsibilities and determining 
program chair release units, as described in Article 9(K). These conversations shall include input 
and recommendations from chairs in each academic division, as well as input and 
recommendations from chairs of bachelor’s degree programs. These conversations shall also 
include examining data that describes program chair responsibilities and associated release units 
at peer institutions. 
 

2. If, during the life of this Agreement, the College adopts a new Learning Management System 
(LMS), the parties agree to study the necessary technical and curricular tasks, to examine data 
that describes comparable tasks at peer institutions, and to develop standards for providing faculty 
bargaining unit members with work release units that are equitable and comparable to peer 
institutions for completing any required modifications to their electronic course materials, as 
defined in Article 11. 
 

 

-
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 AAUP Agreement 2023-2026 • 92 

bachelor’s degrees (offered at Cincinnati State), 90 
Bargaining Council Chair, 11 
bargaining team, 11 
bargaining unit (definition), 6 
benefits, 49, 56-62, 63, 66, 67 
 during sabbatical leave, 75-76 

negotiation of, 62 
 same-sex domestic partner, 62 
Board of Trustees, 

copy of meeting agenda, 8 
and benefits for same-sex domestic partners, 62 
and program retrenchment, 19-20 
and reduction in force, 64 
and tuition reimbursement, 74 
role in dismissal proceedings, 67 
role in governance, 17 
role in sabbatical recommendations, 76 
role in selection of new College President, 27 
role in tenure recommendations, 69, 70-72 

Budget Advisory Team, 19 
 
certificates, 38 
clinical coordination (workload), 44-45, 47 
Commencement, 36 
committees, 7, 11-12, 17-19, 36, 48, 50 

Academic Calendar, 18 
Academic Policies and Curriculum (APCC), 17 
Academic Response Team, 19 
Academic Technology, 17 
Budget Advisory Team, 19 
College Credit Plus, 17 
Cooperative Education and Experiential Education, 17 
diversity, equity, and inclusion, 7 
Facilities, 19 
Fact Finding, for dismissal proceedings, 65-67 
Faculty/Administration Communication Team (FACT), 11-12, 59, 90 
Learning Outcomes Assessment/Program and Department Self-Study, 17 
list of College-wide, 17-19 
Marketing and Enrollment, 18 
Peer Mentoring, 69 
Professional Development, 17 
Program Advisory, 39 
Quality Management Teams, 18-19 
review of College-wide, 18 
Sabbatical Review Board, 17, 76-77 
screening (for new hires), 50 (see also selection and appointment) 
Safety, 19 
Scholarship, 17 
Tenure, 17, 69-72 

compensation, 
after dismissal for cause, 67 
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at retirement/resignation prior to completing contract year, 30 
during sabbatical leave, 33, 75 
for administrator appointed to faculty position, 29 
for advanced degree, 74 
for annually contracted faculty, 48-49 
 if working more than 18 units/semester or 45/year, 48 
for current faculty, 28 
for electronic course/curriculum development, 51-52 
for intellectual property, 55 
longevity increases to, 28-29 
mileage reimbursement, 29 
for new faculty, 26-27, 29 
 if starting in Spring or Summer semester, 32 
for overload, professors emeriti, and retirees, 29  
for overload, and protracted use of sick leave, 57 
for tenure, 28 
for units exceeding 15 per semester, 31 
for unused leave days (annual), 59-60 
for unused leave days (at retirement), 60-61 

complaint (grievance-related), 13-14 
continuing education, 73, 77 
Contract Compliance Officer, AAUP, 8, 11, 14 
Convocation, 31, 36 
College Credit Plus Committee, 17 
College Credit Plus coordination (workload), 27, 40, 42-44 
College Operations Manual, 21, 49, 56, 61, 73, 74 
cooperative education coordination (workload), 38, 44, 46-47 
Cooperative Education and Experiential Education Committee, 17 
counselors, 46 
 
dental plan. see health insurance 
department chair. see workload 
department chair vacancy, 42 
Director of Human Resources, 10, 26, 50, 58, 74 

and dismissal proceedings, 65 
and grievance procedure, 14 
and position descriptions, 21 

dismissal, 65-68 
distance education. see electronic course and curriculum development 
diversity, 7, 25 (see also affirmative action, non-discrimination) 
Divisional Council, 18, 22 
doctorate, salary increase for, 74 
domestic partner, same-sex, 62 
dues, AAUP chapter, 10 
 
EEOC. see affirmative action; diversity, equity, and inclusion 
electronic course and curriculum development, 50-53 
employee assistance plan (EAP). see health insurance 
employment outside the College, 81  
equal opportunity employer, 7 
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facilities,  
 retired faculty use of, 61 

right of faculty access to, 8-9 
 use for non-academic commercial purposes, 18 
Facilities Committee, 19 
FACT committee. see Faculty/Administration Communication Team 
Fact-Finding Committee (for dismissal proceedings), 65-67 
Faculty/Administration Communication Team (FACT), 11-12, 59, 90 
Faculty Senate, 

and appointment of Budget Advisory Team, 19 
and appointment of College Safety Committee, 19 
and appointment of College Facilities Committee, 19 
and appointment of disciplinary Fact-Finding Committee, 66 
and appointment of Peer Mentoring Committee, 69 
and establishment of Faculty Tenure Committee, 17, 69 
and establishment of Sabbatical Review Board, 17, 76 
and reduction in force, 64 
role in governance, 17-19 
role in intellectual property dispute, 55 
role in proceedings for dismissal or sanction for adequate cause, 66 
role in program retrenchment, 19-20 
role in selection of new academic administrators, 23-24 
role in selection of new College President, 27 
role in selection of new faculty, 22, 23-24 
standing committees of, 17 
workload units for President of, 18 

failed search (for faculty member or academic administrator), 23 
fair share fee. see representation fee. 
Family and Medical Leave Act, 61, 75-76 
financial exigency, 63, 64 
Flexible Spending Account, 58 
FMLA. see Family and Medical Leave Act 
formal grievance. see grievance procedure 
full-time service (definition), 63, 69 
 
governance, faculty involvement in, 17-19, 78 
Grievance Officer, AAUP. See Contract Compliance Officer 
Grievance Officer, College, 14-15 
grievance procedure, 13-15, 68, 80 
 
health benefits,  

AAUP participation in negotiating, 62 
and other employees (“me-too” clause), 59 
plan details, 88-89 

Health and Wellness Program, 59 
health insurance, 56, 58-59, 62, 88-89 
High Deductible Health Plan (HDHP), 58, 59, 88 
hiring. see selection and appointment 
hiring manager, 21, 22-27, 47 
holidays, 48, 49, 56, 61, 85 
Honors Program chair, 41 
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Human Resources Department, 8, 10, 21-22, 23, 24-27, 47, 50, 57, 58, 61, 74 
Human Resources, Director of. see Director of Human Resources 
Human Resources Liaison, 22, 24-26 
 
informal grievance. see grievance procedure 
instructional designers, 6, 31, 46 
intellectual property, 51, 53-55 
  
layoff. see reduction in force 
Learning Management System, 90 
Learning Outcomes Assessment/Program and Department Self-Study Committee, 17 
leave, 

cash payments for unused (annual), 59-60 
cash payments for unused (at retirement), 60-61 
Family and Medical Leave Act, 61, 75-76 
for participating in AAUP activities, 10 
personal, 48, 49, 56, 57, 59-60 
sabbatical, 33, 75-77 
sick, 48, 49, 56, 57, 59-61, 75 
vacation, 49, 61 

librarians, 6, 31, 46 
licensure, 29, 77 
life insurance, 56, 58, 89 
lockouts, 80  
longevity pay, 28-29 
lump sum payment (for unused sick leave), 60-61 
 
Marketing and Enrollment Committee, 18 
master’s degree, salary increase for, 74 
meeting dates, AAUP, 11 
members of bargaining unit, 6 
Membership Chair, AAUP, 9 
mileage reimbursement, 29 
 
negotiating team. see bargaining team 
new position, 21, 22-23 
 annually contracted faculty, 46-48 
non-academic decision-making, advisory role of the faculty in, 18-19  
non-discrimination, 7 (see also affirmative action, diversity) 
non-renewal of contract, 21, 23, 50, 63, 68, 69 
non-teaching semester, 31, 32, 33, 34, 61 
 program and department chairs, 35-36 
 
 
offer of employment, 22, 26-27 
 annually contracted faculty, 46-47 
office, AAUP, 8 
office hours, 31, 34-36, 57 
 annually contracted faculty, 48 

virtual, 34-35, 36 
online courses. see electronic course and curriculum development 
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 and College Credit Plus courses, 43 
and office hours, 35 

open enrollment (for benefits), 59, 62, 88 
overload, 29, 31, 32, 33-34, 37, 52 
 annually contracted faculty, 48 

cooperative education/clinical education, 44-45 
 limits to, 34 
 office hours for, 36 

and use of sick leave, 57 
 
parking, 56, 59, 61 
patents. see intellectual property 
Peer Mentoring Committee, 69 
personal leave, 49, 56, 57, 59-60 
personnel file, 8, 13, 65 
position description, 21, 24-25, 
 annually contracted faculty, 47 
position opening announcement, 21-22, 24, 26 
practicum, 34 
premium (health insurance), 58, 88-89 
prescription drug plan. see health insurance 
President, AAUP, 9, 11, 18, 19, 20, 23, 50, 65, 67, 71, 72, 76, 85 
President, College, 

and positions named in contract, 85 
and released time for AAUP members, 11 
appointment of Faculty/Administration Communication Team members, 11 
appointments to committees and Quality Management teams, 18-19 
faculty role in selection of, 27 
and right to data, 8 
role in conducting administration of College, 17 
role in dismissal proceedings, 65-67 
role in financial exigency layoffs, 64 
role in hiring faculty and academic administrators, 22, 24, 26-27 
role in program retrenchment, 19-20 
role in non-renewal of faculty contract, 63 
role in reduction in force, 64 
role in sabbatical recommendations, 76 
role in tenure, 69, 71 

President, Faculty Senate, 18, 19, 20, 71, 72, 76 
Professional Development Committee, 17 
Provost. see Academic Vice President/Provost 
Program Advisory Committee, 39 
program chair. see workload 
program chair vacancy, 42 
program retrenchment, 19-20  
professional enrichment programs, 73-77 
professional ethics, 78 
 
Quality Management Teams, 18-19 
 
reassignment of faculty member, 21, 23 
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reduction in force, 49, 63-64, 68, 69 
reimbursement 
 for mileage, 29 
 for tuition, 73-74 
 
released time,  

for AAUP activities, 11 
for Faculty Senate President, 18  

representation fee, 10 
representative (AAUP in grievance proceedings), 13 
representative, bargaining, 6, 8 
residual benefits, 56, 61 
resignation, 21, 23, 30, 52, 63 
resolution, of complaint or grievance, 13 
retirement, 21, 23, 56, 63, 73 

before the end of contract year, 30 
benefits, 61 
giving notice of, 61 
and use of electronic courses, 52 
and unused leave days, 60-61 

retrenchment of program, 19-20 
right to data, 8 
right to access to college services and facilities, 8-9 
 
sabbatical leave, 75-77 

for advanced degree needed to start or continue operation of program or department, 75 
application for, 76 
ensuring viability of, 77 
negative decision, 76  
purpose of, 75 
and workload, 33 

Sabbatical Review Board, 17, 76-77 
Safety Committee, 19 
salary. see compensation 
salary, starting, 29 
 annually contracted faculty, 48-49 
same-sex domestic partner, 62 
sanctions (disciplinary), 64-67 
Scholarship Committee, 17 
Screening Committee, for selection and appointment, 22, 23-26, 50 
selection and appointment,  

of academic administrators, 21-27 
of adjunct faculty, 27 
of annually contracted faculty, 46-47 
of the College President, 27 
of full-time faculty, 21-27, 38, 50 
of non-academic administrator, 24 
role of College Executive Team in, 22-23 
role of Faculty Senate in, 22, 23-24 

seniority. see reduction in force 
service to the College (dependent receiving tuition waiver), 73 
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service to the College (workload), 31, 33, 36, 48, 70, 76 
service, year of, 63 
services, right to access to, 8-9 
severance of employment relationship, 63-68  
short-term disability plan. see health insurance 
Sick Leave Bank, 57-58 
sick leave, 57, 75 

for annually contracted faculty, 48, 49 
calculating days/hours used, 57 
cash payment (annual) for unused, 59-60 
cash payment for unused at retirement, 60-61 

special projects and responsibilities (workload), 33, 34, 35, 38 
 department chair, 42 
 program chair, 38, 39-40 
State Teachers Retirement System, 56 
strikes, 80 
STRS. see State Teachers Retirement System 
substitute instructor (for AAUP released time), 11 
 
tenure,  

and annually contracted faculty, 50 
application review process, 69-72 
definition, 69 
denial of, 72 
eligibility criteria, 32, 50, 69-70  
extension of timeline for application, 72 
increase in compensation for, 28 
and reduction in force, 64 

Tenure Committee, 17, 69-72 
termination. see non-renewal of contract 
tuition reimbursement, 73-74 
 funds available annually for, 74 
tuition waiver, 49, 56, 61, 73 
 
vacant position, 21, 22, 23, 24, 25 
 program or department chair, 42 
vacation, 49, 61 
virtual interviews, 25 
virtual office hours, 34-35, 36 
vision-care plan. see health insurance 
voluntary resignation, 63 
 
waiver (of Cincinnati State tuition), 49, 56, 61, 73 
waiver (of contract provisions). 84 
wellness program. see Health and Wellness Program 
Workforce Development Center, 39, 73 
workload, 

for advisors, clinical/cooperative education coordinators, instructional designers, 
librarians, Writing Center manager (work measured in days), 31 

 for annually contracted faculty 
 clinical/cooperative education coordinators, 46-50 
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 instructors, 46-50 
based on days, 31 
based on workload units, 31 
based on workload units and number of course sections, 32 
for certificate director, 38 
for clinical/practicum coordination, 34, 44-45 
for College Credit Plus coordinator, 42-44 
for cooperative education coordinator, 44-45 
course maximums, 32 
for department chair, 35-36, 40-42 
for developing/delivering electronic courses/curriculum, 51, 52 
extra preparation units, 33-34 
for Faculty Senate President, 18 
for Honors Program chair, 41 
for instructors and professors (work measured in units), 31 
for new faculty who start in Spring or Summer semester, 32 
non-teaching semester, 31, 32, 33, 34, 35-36, 61 
office hours, 32, 35-36, 57 
 annually contracted faculty, 47 

virtual, 34-35, 36 
overload, 29, 31, 32, 33-34, 37, 52 
 annually contracted faculty, 48 

cooperative education/clinical education, 44-45 
 limits to, 34 
 office hours for, 36 

and use of sick leave, 57  
for program chair, 35, 36-40, 90 
projected, 33 
prorated for sabbatical, 33 

 special projects and responsibilities, 33, 34, 35, 38 
  department chair, 42 
  program chair, 38, 39-40 

release for AAUP activities, 11 
service to the College, 31, 33, 36, 48, 70, 76 
tradeoff for lighter load, 31, 32, 48 
unit assignment, 33-34 

Writing Center Manager, 6, 31 
 
years of service (definition), 63, 69 
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