BOARD OF REGENTS

SUMMARY OF ITEM FOR ACTION,
INFORMATION OR DISCUSSION

TOPIC: Proposed USM Policy on the Employment of Adjunct Faculty in the University
System of Maryland (111-7.11)

COMMITTEE: Education Policy

DATE OF COMMITTEE MEETING: November 11, 2010

SUMMARY: This policy will establish baseline standards for the employment of adjunct faculty
across the University System of Maryland (USM), as part of the USM’s commitment to
implement the recommendations of the General Assembly’s 2009 Workgroup on the Status of
Graduate Assistants and Adjunct Faculty. In its report to the General Assembly, that Workgroup
identified four major areas for the USM to address with minimum policy requirements:

¢ Adjunct faculty compensation.

e Grievance and disciplinary procedures.

o Effective participation in shared governance with periodic opportunities for elected
adjunct faculty representatives to meet and discuss issues of concern with regular
faculty and administration.

e Appropriate access to office and meeting space, equipment and other supports.

The proposed policy was developed largely through the efforts of a USM Implementation
Workgroup on Adjunct Faculty, whose members included institution, Council of University
System Faculty (CUSF) and adjunct faculty representatives. It has been extensively discussed,
reviewed and refined in consultation with the USM’s provosts and vice presidents for
administration and finance, CUSF and the Council of University Presidents, and representatives
of the USM'’s graduate assistant and adjunct faculty communities. Its development was a major,
initial step in a three-year process to improve the status of adjunct faculty in the USM. The
attached memorandum describes the key elements of the policy.

In addition to adopting this new policy, modifications to the USM’s existing “Policy on the
Employment of Part-Time, Non-Tenure-Track Instructional Faculty in the University System of
Maryland” (11-1.06) are also before the Board. This policy largely addresses matters related to
the employment and benefits of salaried part-time, non-tenure-track faculty. The only
amendments to the existing policy proposed at this time will clarify that it applies only to salaried
faculty, and not to adjunct faculty who are paid by the course and covered by the new, proposed

policy.

ALTERNATIVE(S): The Board could decline to adopt the proposed policy.

FISCAL IMPACT: Implementation of this policy is expected to have an annual fiscal impact of
up to $500,000 across USM institutions.

CHANCELLOR’'S RECOMMENDATION: That the Committee on Education Policy recommend
that the Board of Regents approve the proposed USM Policy on the Employment of Adjunct
Faculty in the University System of Maryland (11-1.07), and modify the existing USM Policy on
the Employment of Part-Time, Non-Tenure-Track Instructional Faculty in the University System

c\documents and settings\marionni\my documents\home\msoffice\winword\regents\epc\2010-2011\nov10\adjunct faculty policy
cover.docx




of Maryland (11-1.06) as proposed.

COMMITTEE RECOMMENDATION: DATE:
BOARD ACTION: DATE:
SUBMITTED BY: Irwin L. Goldstein (301) 445-1992 iv@usmd.edu

c\documents and settings\marionni\my documents\home\msoffice\winword\regents\epc\2010-2011\nov10\adjunct faculty policy
cover.docx


mailto:irv@usmd.edu

	Board of Regents


OFFICE OF THE CHIEF OPERATING OFFICER/

VICE CHANCELLOR FOR ADMINISTRATION AND FINANCE

TELEPHONE. 301.445.7923

FACSIMILE: 301.445.27617

3300 METZEROTT ROAD

ADELPHI, MD 20783-1690

7O: Patricia S. Florestano
FROM: Joseph V. Vivona
DATE. October 27, 2010

RE: Proposed Policies to Implement the Recommendations of
the Legislative Workgroup on the Status of Graduate Assistants and Adjunct
Faculty

. LEGISLATIVE WORKGROUP ON THE STATUS OF GRADUATE ASSISTANTS AND
ADJUNCT FACULTY: BACKGROUND AND RECOMMENDATIONS

The Report of the Joint Chairs of the General Assembly’s Budget Committees for the 2009 Session
required the University System of Maryland (USM) to convene a Workgroup to address “measures to
improve the status of graduate assistants and adjunct faculty at public higher education institutions.”
In November 2009, that legislative workgroup produced an extensive report, the Report of the
Workgroup on the Status of Graduate Assistants and Adjunct Faculty in Maryland'’s State Higher
Education Institutions (“the Report”). This Report, which was previously shared with the Board,
included a series of recommendations to improve the status of graduate assistants and adjunct faculty.

These recommendations would charge the governing boards of each of the Maryland’s state higher
education institutions, including the USM Board of Regents, to do the following:

e Complete an analysis of the economic benefits for graduate assistants and the compensation
levels of adjunct faculty, as compared to peer institutions.

e Gather data to develop a “profile” of USM adjunct faculty.
e Adopt minimum USM policy standards for graduate assistants and adjunct faculty .
e Evaluate the effectiveness of the policies in improving the status of graduate assistants and

adjunct faculty by December 31, 2012.

Il USM RESPONSE TO THE REPORT’S RECOMMENDATIONS
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The USM committed itself to full implementation of the Report’s recommendations. In early 2010, two
workgroups formed, consisting of institution provosts and vice presidents for administration and
finance, graduate assistants and adjunct faculty representatives, members of CUSF, and USM staff.
Through the work of these groups, the recommended surveys are nearly completed, and their results
will be reported to the Board in an upcoming meeting. The groups also worked throughout the year to
develop proposed USM policies focused on the specific recommendations of the Report for
consideration by a range of USM shared governance councils and committees.

Based upon the review and suggestions of members of those groups, including the Council of University
System Faculty, the USM’s committees of provosts and vice presidents for administration and finance,
the Council of University Presidents, as well as groups of graduate assistants and adjunct faculty with
whom USM staff met, the proposed policies were finalized and are now before the Board. These
policies are as follows:

e Graduate Assistants: A new policy, /lI-7.11 Policy on Graduate Assistantships, which replaces ViI-
4.50 Policy on Employment of and Benefits for Graduate Assistants.

e Adjunct Faculty: A new policy, II-1.07 Policy on the Employment of Adjunct Faculty in the
University System of Maryland, with amendments to the current //-1.06 Policy on the
Employment of Part-Time, Non-Tenure-Track Instructional Faculty in the University System of
Maryland.

. KEY ELEMENTS OF THE PROPOSED POLICY ON GRADUATE ASSISTANTSHIPS

The Legislative Workgroup’s chief findings regarding the status of graduate assistants pointed to uneven
due process protections across institutions; the need for assured shared governance participation for
graduate assistants; stipends at levels comparable to peer institutions; and greater clarity and certainty
in the duties, time commitments and other expectations related to graduate assistant appointments. As
such, the Report recommended the adoption of minimum USM policies dealing with:

e Due process protections, including grievance procedures.

e Economic benefits, addressing stipends, tuition assistance, and other benefits.

e Working conditions, such as appropriate workloads and supervisor/mentor expectations.

e Effective participation in institution shared governance, with periodic opportunities to meet and
discuss issues of concern with faculty and administration.

The proposed policy seeks to establish minimum standards applicable to all USM institutions for each of
these recommendations as well as other protections. It will replace the USM’s current policy on
graduate assistants, which requires only that institutions “develop policies concerning tuition remission
and other benefits.” Its key elements include:

e A focus on the importance of assistantships to students’ graduate education, including the
opportunities for relevant professional skill-building and financial support. The policy’s explicit
goal is to establish standards for the administration of assistantships that serve the achievement
of these purposes.





V.

A requirement that each institution provide every graduate assistant with a handbook that
sets out general policies and procedures for assistantships. This provision will ensure that all
USM graduate assistants are informed of their rights, responsibilities and benefits and the
means for accessing them.

Timelines for the duration of assistantships, as well as decisions regarding renewals and
assignments. These timelines will decrease uncertainty and afford graduate assistants greater
ability to make financial and academic plans. The timelines are subject to institutional feasibility
and allow for flexibility in exigent circumstances.

A requirement that each graduate assistant receive a detailed appointment letter, with
mandatory content. The appointment letters must include elements such as specific start and
end date expectations, specificity as to the economic benefits of the assistantship, and workload
requirements. They are intended to provide clarity and a common understanding, for both the
graduate student and the assistantship supervisor, of the expectations of the assistantship.
Mandatory grievance procedures at each institution. These provisions will remedy the lack of
formal grievance procedures for graduate assistantships at some institutions and establish core
due process protections at every institution. Responding to a high priority concern voiced by
graduate assistants, the policy provides redress for allegations of retaliation for the exercise of a
student’s due process rights.

A goal of compensation levels which are competitive with peer institutions. This goal is
subject to fiscal feasibility.

Required opportunities for graduate assistants to regularly communicate concerns to
administration and participate in shared governance. This major Report recommendation may
be met through traditional shared governance channels, or through special periodic meetings
with graduate student representatives. It minimally establishes twice-annual meetings between
graduate assistant representatives and graduate deans and vice presidents.

KEY ELEMENTS OF THE PROPOSED POLICY ON THE EMPLOYMENT OF ADJUNCT FACULTY

The Legislative Workgroup findings regarding adjunct faculty were complex, reflecting both the changing

nature of adjunct faculty and striking variations in policies, practices and part-time instructional needs

across institutions. Traditionally, adjunct faculty were distinguished, highly successful professionals who

taught occasional courses to share their specialized expertise with students. In recent years, however,

some number of adjunct faculty are instead individuals who rely on adjunct teaching for their livelihood

by teaching multiple entry-level courses, sometimes at multiple institutions. The objective of current

USM effort to obtain a profile of the USM’s adjunct faculty population is, in large part, to determine how

substantial the latter group is in the USM. Likewise, a major goal of the proposed policy is to better

address the needs of adjunct faculty in that category who provide high quality instructional services at

particular USM institutions on a long term basis.

In addition, the Report recommended that the Board adopt a policy to set minimum standards for:

Adjunct faculty compensation.





e Grievance and disciplinary procedures.

e Effective participation in shared governance with periodic opportunities for elected adjunct
faculty representatives to meet and discuss issues of concern with regular faculty and
administration.

e Appropriate access to office and meeting space, equipment and other supports.

The proposed policy begins to address all of these recommendations and concerns. While a USM policy
already exists regarding the employment of “part-time non-tenure-track instructional faculty,” its
protections relate mostly to longer term, salaried part-time faculty. Accordingly, the proposals before
the Board would adopt a new policy for adjunct faculty (i.e., faculty appointed to teach specific courses
and compensated on a course-by-course basis) and amend the existing policy to clarify that it applies to
salaried part-time, non-tenure-track faculty. Key elements of the new adjunct faculty policy include:

e Creation of a category of adjunct faculty who have a “consistent record of high quality
instruction” at a particular institution, who will receive additional financial and professional
consideration. These faculty, described as “Adjunct Faculty II” in the policy, will receive tangible
benefits after teaching consistently and being evaluated as high-performing at a USM
institution. These additional considerations will include a modest salary increase, priority
consideration for future teaching assignments, and eligibility for longer term appointments than
the typical single-semester adjunct faculty appointment.

e The establishment of minimum due process rights for adjunct faculty. These provisions will

address significant gaps in the due process rights of adjunct faculty on some campuses by
requiring minimum grievance procedures and informal pre-termination hearings.

e A prohibition against retaliation for the exercise of grievance rights or participation in shared
governance activities. While the decision whether to renew an adjunct faculty member’s
appointment remains with the institution, the policy provides that it may not be made for
retaliatory reasons. This protection was a high priority for adjunct faculty representatives.

e Maeasures providing greater clarity and predictability in adjunct faculty appointments. To
lessen the uncertainty in adjunct faculty employment, these provisions require detailed
appointment letters and regular performance evaluations. They also set a goal that institutions
should notify adjunct faculty of teaching assignments 45 days before the class start date, to the
extent feasible.

e Partial compensation for last-minute class cancellations. This provision will require payment of
10% of the full course compensation if the institution cancels the course within 30 days of the
class start date and does not offer the faculty member re-assignment.

e A goal of compensation levels which are competitive with peer institutions. This goal is
subject to fiscal feasibility.

e Required opportunities for adjunct faculty to regularly communicate concerns to
administration and participate in shared governance. These provisions seek to remedy the lack
of shared governance participation by adjunct faculty on most USM campuses. As in the
graduate assistant policy, institutions may meet this requirement through traditional shared
governance or special periodic meetings with adjunct faculty representatives. It minimally
establishes twice-annual meetings, and mandates reimbursement for reasonable expenses
incurred by adjunct faculty for shared governance participation.
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V. IMPLEMENTATION AND EVALUATION

Implementing the above policies will require a concerted effort on the part of each USM institution over
many months. Furthermore, institutions will incur costs of varying magnitude as they pursue
implementation. After the USM has completed the compensation and adjunct profile analyses
recommended by the legislative Workgroup, we will work with the institutions to determine accurate
cost estimates and to identify sources of funding to cover those costs at each institution.

Finally, it is important to note that both policies embody a commitment to continuous improvement in
the status of graduate assistants and adjunct faculty. Consistent with the Report’s recommendations,
the policies establish a two year process for institution implementation, progress reporting to the Board,
and formal evaluation of the policies’ effectiveness. Thus, at the end of the two year period, the Board
will be able to determine the impact of these initiatives on the status of graduate assistants and adjunct
faculty, and the steps needed to continue and, if necessary, enhance progress toward meeting this
commitment.






Il — 1.06 — POLICY ON THE EMPLOYMENT OF SALARIED PART-TIME, NON-

TENURE TRACK INSTRUCTIONAL FACULTY IN THE
UNIVERSITY SYSTEM OF MARYLAND

(Approved by the Board of Regents on October 11, 2002;

1v.

technical amendment
August 26, 2004, amended , 2010)

PURPOSE

This policy is designed to govern practices at

institutions of the University System of Maryland (USM)

related to search processes, appointments, contracts, and
conditions of employment for salaried part-time, non-tenure-track
(PTNTT) instructional faculty to assure high quality of
instruction by individuals with appropriate credentials

and experience and to provide a set of baseline policies

for PTNTT faculty in all USM institutions.

APPLICABILITY

A. Application to Salaried PTNTT Faculty. This policy applies only to faculty
members of the USM institutions (i) who are employed on a less than full-time
basis, (ii) who are neither tenured nor eligible for tenure, and (iii) whose
responsibilities are primarily or exclusively in the instructional program,
and (i1v) who are compensated on a salary basis.

B. Adjunct Faculty Policies. PTNTT Faculty who are compensated on a
per-course basis are “adjunct faculty” under USM policies and are not
included in this policy. Adjunct faculty are covered instead by USM Policy
Il — 1. — Policy On The Employment Of Adjunct Faculty In The University
System of Maryland.

PERCENT OF EFFORT

The percent of effort of PTNTT faculty members shall be
based on the definition pursuant to USM Policy 11-1.05 and
shall be calculated either on a semester or an academic-
year basis, depending on the length of the appointment.

IT the appointment is for an academic year, the
calculation shall not be done on a semester basis, even
though there may be disparities between semesters in the
assigned teaching load.

RANKS

BOR Policy (11-1.00) lists the following approved ranks
that may be used for PTNNT instructional faculty.
Institutions shall confer on each PTNTT instructional
faculty member one of the following ranks, as appropriate
and commensurate with credentials and professional
experience. (Institutions are not required to use all
available ranks.)

a. Assistant Instructor

b. Lecturer

C. Senior Lecturer

d. Adjunct Assistant Professor





e. Adjunct Associate Professor
f. Adjunct Professor

The University of Maryland University College may also
assign ranks in the Collegiate series (See USM Policy I1-
1.00, Section 11.C.6.a.-d.).

V. POLICY

A. Search

1.

Credentials. Each institution shall develop written
standards for the academic degrees or professional
certifications and professional experience required for
appointment to PTNTT instructional faculty ranks. These
standards may vary depending on the level of courses to be
taught.

Search Procedures. The institutional president to
designee shall assure that each department or unit has in
place written procedures for selecting faculty. These
procedures shall include verification of credentials.
Search procedures shall reflect the commitment of the
institution and the University System of Maryland to equal
opportunity and affirmative action.

B. Hiring

1.

Contracts/Letters of Appointment. Each PTNTT faculty

member shall be provided with a written contract or formal
letter of appointment prior to the beginning of the
assignment. The contract or letter shall state the academic
rank, length of appointment, time of service (9 months, 9.5
months, one year), percent of full-time, salary, whether or
not the appointment is renewable, nature of the assignment,
benefits (if any), and performance-evaluation policies and
procedures. In addition, all contracts/letters of offer
shall specify what happens if a course is canceled prior to
the start of class.

Information for Faculty. Upon signing the contract,

the PTNTT faculty member shall have access to the
institution’”s Faculty Handbook, in a written or electronic
version.

Term of Employment. Initial contracts shall be for a
period of one semester, but subsequent contracts may be for
longer periods not to exceed three years.

C. Working Conditions

1.

Support for Teaching. The appointing department or

unit shall provide each PTNTT instructional faculty member
with the support it determines to be necessary for the
execution of the appointee’s duties. Provision should be
made for new appointees to attend departmental and
institutional orientation sessions. Support shall also
include the following:

a. information on the department’s policies, requirements,





and goals for each course, along with access to examples

past course syllabi (if available);

b. official schedule of classes, including academic
calendar and time frames of class meetings;

C. assistance in ordering textbook(s) for the course(s),
ancillaries for the text(s), and office supplies;

d. copying services for course materials;

e. appropriate place for meeting with students during

scheduled office hours, except if instruction is
completely technology-mediated;

f. an institutional email account along with computer
access; and
g- telephone access.
2. Professional Development. Professional development

opportunities for PTNTT instructional faculty should be
supported to the extent possible. This may include
extending invitations to departmental, institutional, and
external faculty development events.

3. Teaching Assignment. The appointing department or unit
shall provide PTNTT faculty with reasonable and adequate
notice of projected teaching assignments prior to the start
of classes. Notice of 45 days iIs suggested.

4. Performance Evaluation. The institutional president or
designee shall assure that each department or unit has in
place written procedures for evaluating faculty performance
on a regular schedule, as required by Board of Regents’
Policy 11-1.20. Departments shall evaluate the teaching of
PTNTT faculty members on the same basis used to evaluate the
teaching of tenure-track faculty members.

Evaluations shall be kept on record in a
personnel file and shall be consulted when
decisions about promotion, salary, and any
subsequent contract are made.

5. Faculty Participation. PTNTT faculty members shall be
integrated into the scholarly, intellectual, academic, and
social life of the department or unit, and institution.
Institutional shared-governance procedures shall include
PTNTT faculty.

6. Salaries. Every effort should be made to make salaries
professionally appropriate and competitive to the extent
allowed by available fiscal resources.

7. Benefits. PTNTT instructional faculty contracts and
letters of appointment shall include a written statement of
benefits available to the appointees. Appointees shall be
provided with access to relevant BOR policies governing the
provision of those benefits to USM faculty and staff. PTNTT
instructional faculty in their Tifth semester of appointment
at 50% time or more shall be eligible for the benefits
listed in sections 7.a. and 7.b, subject to the terms of the
policies cited.

a. USM Benefits





~
-

o/ o/ o/ o/ o/

Tuition remission for faculty member (see USM Policy
VII-4.10);

Tuition remission for dependents (see USM Policy VII-
4.20);

Family and medical leave (see USM Policy 11-2.31);
Annual Leave (see USM Policy 11-2.40);

Earned sick leave (see USM Policy 11-2.30);
Collegial sick leave (see USM Policy 11-2.30);
Personal leave (see USM Policy 11-2.40);

Leave for jury service (see USM Policy 11-2.50);

and

Leave without pay (see USM Policy 11-2.20).
Part-time non-tenure-track faculty shall be
ineligible for sabbatical leave or for terminal
leave, regardless of length of service.

()
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Institutional Benefits. Institution-
controlled benefits provided to part-time
tenured and tenure-track faculty and their
spouses and dependent children.
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11—1.07 POLICY ON THE EMPLOYMENT OF ADJUNCT FACULTY IN THE UNIVERSITY SYSTEM OF

MARYLAND
(Approved by the Board of Regents on )}
PURPOSE

This policy is designed to establish baseline standards for the institutions
of the University System of Maryland (USM) related to search processes,
appointments, contracts, and conditions of employment for adjunct faculty.
The goal of the policy is to assure a high quality of instruction by
individuals with appropriate credentials and experience and to provide a set
of policies that will lead to continuous improvement in the status of adjunct
faculty in all USM institutions.

APPLICABILITY

A. Adjunct Faculty. This policy applies only to adjunct faculty, defined for
the purposes of this policy as faculty members of the USM institutions who
are:

1. Employed to provide instructional services;
2. Neither tenured nor eligible for tenure; and

3. Appointed to teach specific courses and compensated on a course-by-
course basis.

B. Policies for Salaried Part-Time, Non-Tenure Track Faculty. Part-Time,
Non-Tenure Track (PTNTT) faculty who are appointed to salaried positions
are not included as “Adjunct Faculty” for the purposes of this policy, and
are covered instead by USM Policy Il — 1.06 — Policy On The Employment OF
Salaried Part-Time, Non-Tenure-Track Instructional Faculty In The
University System Of Maryland.

C. University of Maryland University College Overseas Programs. This policy
does not apply to the overseas programs of the University of Maryland
University College, which must comply with the Status of Forces
Agreements, contractual provisions of the Department of Defense, and local
and national employment laws in the nations where programs are located.

CATEGORIES OF ADJUNCT FACULTY

For the purposes of this policy, adjunct faculty shall be designated as one
of the following:

A. “Adjunct Faculty 1”: All adjunct faculty, except those faculty members who
meet the criteria for designation by an institution as Adjunct Faculty
117

B. “Adjunct Faculty I11”: Adjunct faculty members who are determined by an
institution to have a consistent record of high-quality instruction as
follows:
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1. Each institution shall grant Adjunct Faculty Il status to adjunct
faculty members who meet the following criteria:

a. After establishing a record of teaching consistently for
multiple semesters at a USM institution, according to criteria
to be determined by the Chancellor no later than December 31,
2010.

b. Supported by a series of high-level performance evaluations
over the course of multiple semesters at the institution; and

c. Upon written request by the faculty member to the institution.

2. An institution may adopt alternative criteria for the designation of
Adjunct Faculty 11 status, provided that the institution’s
requirements are not more restrictive than those listed in paragraph
111.B.1, above, of this section.

1IV.  ADJUNCT FACULTY POSITION TITLES

In addition to designation of adjunct faculty as Adjunct Faculty 1 or Adjunct
Faculty 11, each institution may establish a range of position titles for its
adjunct faculty, consistent with the goals of this policy.

V. RECRUITMENT AND SELECTION OF ADJUNCT FACULTY

1. Credentials. Each institution shall develop written standards for
the academic degrees or professional certifications and professional
experience required for appointment as adjunct faculty. These
standards may vary depending on the level of courses to be taught.

2. Selection Procedures. The institutional president or designee shall
assure that each department or unit has in place written procedures
for selecting adjunct faculty. These procedures shall include
verification of credentials, and shall reflect the commitment of the
institution and the University System of Maryland to equal
opportunity and affirmative action.

V1. PROFESSIONAL DEVELOPMENT AND WORKING CONDITIONS

A. Support for Teaching. The institution shall provide each adjunct faculty
member with the support it determines to be necessary for the execution of
the appointee’s duties, which may include access through the institution’s
website or other electronic resources, including the following:

1. Information on the department’s policies, requirements, and goals for
each course, along with access to examples of past course syllabi (if
available);

2. Official schedule of classes, including academic calendar and time
frames of class meetings;

3. Assistance in the selection of textbook(s) for the course(s)and
ancillaries for the text(s), if these are not otherwise selected by
an institutional designee;
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4. An institutional email account along with access to on-campus
computer facilities; and

5. For adjunct faculty teaching face-to-face classes on campus:

a. Telephone or other voice access, as appropriate;

b. Necessary office supplies;

c. Copying services for course materials; and

d. Appropriate space for meeting with students during scheduled
office hours.

B. Professional Development. Professional development opportunities for
adjunct faculty shall be supported to the extent feasible, and may include
invitations to departmental, institutional, and external faculty
development events.

C. Performance Evaluation. The institutional president or designee shall
assure that each department or unit has in place approved written
procedures for evaluating adjunct faculty performance on a regular
schedule, as required by Board of Regents” Policy 11-1.20.

1. Departments shall evaluate the teaching of adjunct faculty members in
a manner that identifies high-level performance, according to
institution or departmental standards.

2. Evaluations shall be kept on record in a personnel file and shall be
consulted when decisions about promotion, compensation, and any
subsequent appointment are made.

VII. APPOINTMENT AND ASSIGNMENT
A. Appointment of Adjunct Faculty Members.
1. Contracts and Letters of Appointment. Each adjunct faculty member,
including both Adjunct Faculty I and Adjunct Faculty 11, shall be

provided a written contract or formal letter of appointment prior to
the beginning of the assignment, which includes:

a. Position title, <~~~ - Formatted: Bullets and Numbering

b. Contract term,

c. Per-course compensation,

d. Description of the assignment,

e. Institution benefits, if any,

F. Performance-evaluation policies and procedures,

g- Explanation of the implications of the cancellation of a course
before its start date.

2. Provisions for Adjunct Faculty I1.

a. After designation as Adjunct Faculty Il at an institution, a <~~~ { Formatted: Bullets and Numbering

faculty member:

i. Shall receive a compensation increment of at least 10%
of the minimum, annual per-course compensation for
adjunct faculty at the institution, consistent with
State and USM budget policies.
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. Shall be given priority consideration, to the extent
operationally feasible, among adjunct faculty for
future teaching assignments in the subjects for which
the faculty member has had consistent instructional
experience at the institution.

May be eligible for longer term appointments that
assure the faculty member assignment to a fixed number
of classes during the term of the appointment.

b. The designation of a faculty member as Adjunct Faculty 11 will
not prevent the faculty member from competition for or
selection into a position as salaried PTNTT or other faculty.

c. Each institution has the discretion to:

i. Adopt standards and protocols for the periodic

evaluation of a faculty member’s status as Adjunct

Faculty I1;

Provide additional compensation or other benefits to

Adjunct Faculty 11;

iii. Determine the compensation increment for Adjunct
Faculty Il based upon the minimum compensation for
adjunct faculty in a particular school, department, or
other unit; and

iv. Administer alternative adjunct faculty promotion and
compensation systems, provided that they meet or
exceed the requirements of this section.

3. Teaching Assignments. The appointing department or unit shall
provide adjunct faculty with reasonable and adequate notice of
projected teaching assignments prior to the start of classes.

a. Each institution shall have the goal of providing such notice
45 days before the class start date, to the extent feasible.
Nothing in this section shall prevent a department or unit from
making an adjunct faculty teaching appointment on short notice
based on changed circumstances in class enrollments, the
availability of resources, or other factors.

b. 1T the institution cancels a fall or spring semester class to
which an adjunct faculty member has been assigned less than 30
days before the class start date, and has been unable to offer
the faculty member re-assignment to a comparable class, the
institution shall compensate the faculty member 10% of the
payment amount specified in the contract or appointment letter
for that class.

B. Notice of Policies and Procedures. Upon signing a contract or otherwise
accepting an appointment, the adjunct faculty member will receive access,
electronically or in print, to the institution’s faculty handbook and
institution or University System of Maryland policies, including those
policies explaining the benefits for which the faculty member may be
eligible.

VI11. COMPENSATION AND BENEFITS
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A. Compensation. Every effort should be made to make adjunct faculty
compensation professionally appropriate and competitive to the extent
allowed by available fiscal resources.

B. Benefits for Adjunct Faculty. An institution may provide designated
institutional benefits to adjunct faculty, in either or both of the
Adjunct Faculty 1 and Adjunct Faculty Il categories, at the discretion of
the President.

C. Sabbatical and Terminal Leave. Adjunct faculty are ineligible for
sabbatical leave or for terminal leave, regardless of length of service.

IX.  GRIEVANCE AND APPOINTMENT RIGHTS

A. Grievance Procedure. With the exception of those policies and procedures
that relate to the appointment, rank and tenure of tenured and tenure-
track faculty, adjunct faculty shall have available the same grievance
procedure as all other faculty, consistent with the USM Policy on Faculty
Grievances, No. 11-4.00.

B. Process Related to the Termination of Adjunct Faculty. All adjunct
faculty members shall have the opportunity for an informal hearing at the
level of the appropriate dean’s office before termination of an
appointment within the term of the faculty member’s contract. The
institution may remove the adjunct faculty member from the classroom,
while continuing to pay the faculty member, pending the outcome of the
hearing.

C. Subsequent Appointments. The decision whether to re-appoint an adjunct
faculty member after the term of the faculty member’s contract remains
within the discretion of the institution:

a. Consistent with Section VI1_A_2 of this policy;

b. Provided that the decision was not made for unlawful reasons or in
retaliation for the faculty member’s exercise of grievance rights or
shared governance activities.

X. PARTICIPATION IN THE CAMPUS COMMUNITY

A. Integration into Institution Life. Adjunct faculty members shall be
invited, to the extent feasible, to participate in the scholarly,
intellectual, academic, and social life aspects of the department or unit,
and institution.

B. Shared Governance Participation.

1. Institutions shall provide opportunities for adjunct faculty to
communicate their concerns to campus administration, provide advice
in the development and implementation of policies and procedures
related to adjunct faculty, and otherwise participate fully in shared
governance, through the selection of either:

a. Participation in existing shared governance bodies, with <~~~ { Formatted: Bullets and Numbering

sufficient numbers of positions designated for adjunct faculty
to ensure their significant representation; or
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b. The formation of an adjunct faculty advisory committee that
will meet periodically with campus administration, either
within existing faculty shared governance bodies or as a
separate body, with representatives elected by the adjunct

faculty members.

2. Such shared governance participation will provide adjunct faculty

representatives with the opportunity to meet with campus

administration, including the institution’s vice presidents for
academic affairs and administration and finance, at least twice

annually.

3. In recognition that adjunct faculty are compensated only for course-
by-course instructional services, each campus shall provide
reimbursement for travel and other reasonable expenses, consistent
with University System of Maryland and institution travel policies,
to each adjunct faculty member who serves on in institution-wide
shared governance body.

IMPLEMENTAT ION

The provisions of this policy, and any policies and procedures adopted by the
institutions for the administration of this policy, shall be implemented by
each institution employing adjunct faculty no later than September 1, 2011;
and each President shall submit a report to the Chancellor summarizing the
measures taken to implement this policy no later than November 1, 2011. The

Chancellor will report to the Board of Regents on the impact of the

implementation of this policy on the status of adjunct faculty no later than

November 1, 2012.





