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UtahState

UNIVERSITY

FACULTY SENATE EXECUTIVE COMMITTEE
MINUTES

JANUARY 19, 2010 3:00 P.M.

Champ Hall Conference Room

Present: Ed Heath (Chair), Byron Burnham, Maria Cordero, Renee Galliher, Jerry Goodspeed, Kelly Kopp, Glen
McEvoy, Terry Messmer (sub), Mike Parent, Darwin Sorensen, Nathan Straight, Dave Wallace, Vincent Wickwar,
President Stan Albrecht (Ex-Officio), Provost Ray Coward (Ex-Officio), Joan Kleinke (Exec. Sec.), Marilyn Bloxham
(Assistant) Guests: John Engler, Dave Hansen, Dave Parkinson, Larry Smith

Ed Heath called the meeting to order at 3:00 p.m.

Approval of Minutes
Byron Burnham moved to approve the minutes of December 7, 2009. Motion was seconded by Jerry Goodspeed
and the motion passed unanimously.

University Business - President Albrecht
The State Board of Regents has taken action on two important items impacting USU. First is the approval of the
gifting of the Swaner Preserve & EcoCenter in Park City. This will be a tremendous asset for the University with a
value of $36 million. The preserve is 1,200 acres of which 12 acres are developable. There is a 10,000 square
foot facility located on the preserve, which provides some office and conference space. It is also distance
education ready. Provost Coward highlighted three areas of focus for the facility; youth education, adult
education for credit and noncredit, and land management. The deans of Science, Agriculture, and Natural
Resources have been involved in the process thus far and others on campus have expressed interest for greater
involvement.

The Regents also approved the creation of the Caine College of the Arts.

President Albrecht said that the discussion of furloughs will be taken off the table for the immediate future. He
feels there will be other ways to deal with the mandatory 3% budget reduction for this year. However, furloughs
may need to be considered at some point in the future.

Dean Yolanda Flores-Niemann has asked President Albrecht to not renew her appointment as Dean of the
College of HASS after this semester. A replacement has not been selected nor has it been decided what capacity
Dr. Niemann will continue in. An interim dean will be chosen and will serve for a minimum of one year.

Announcements
The next Brown Bag Lunch with the President will be Friday January 22, at noon in Champ Hall.

The Faculty Senate calendar for 2010-2011 was distributed to the Executive Committee.

A motion was made to place elections for Committee on Committee as an action item on the Senate agenda.
Motion was seconded and passed.

Information Items
Bookstore Report — David Parkinson. The USU Bookstore has installed a new computer system. The old
system had been in place since June 1999 and had reached 98% disk capacity. A physical inventory was
conducted as well as the installation of 25 new registers, some of them at RCDE locations. The Bookstore
competes with the biggest businesses in the world for textbook and supply sales. They have developed a more
competitive pricing structure to increase sales; however, this necessitates paying less for books at buy back.
There have been some problems receiving international books on time for classes and they are working on
changing the adoption dates to correct this.
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A motion to place the report on the consent agenda was made by Mike Parent, second by Glenn McEvoy. Motion
carried.

New Business
PRPC Code Changes Section 401 Composition and Authority of the Faculty — John Engler. PRPC met on
the recommendations for section 401. A question was raised previously on whether faculty appointed research
ranks were still classified as term faculty. No one on the PRPC committee was aware that it had changed so the
recommendation was left unchanged. The PRPC asks the senate why the federal cooperator ranks are the only
term faculty exempt from the limitations listed in 401.5.3(4). No one on the FSEC committee was aware of the
reason. It was also questioned whether the 50% limitation on adjunct appointments should be eliminated. PRPC
felt strongly that it should be kept in place. Darwin Sorensen commented on the statement regarding research
ranks, specifically “faculty members whose primary function is research and whose source of funding is extra-
mural are appointed to one of the following ranks”. There are some researchers whose funding is not extra-
mural, so does the code reflect current practices of the University? John will take this to the committee. The
definition of lecturer rank was also discussed and questioned regarding what type of courses lecturers can be
teaching, and their role statements regarding research. Discussion continued about what level of code changes
are being made and the best way to present these to the Senate.

Mike Parent moved to place the proposed changes in section 401.4 as an action item on the agenda, seconded
by Nathan Straight. Motion carried.

EPC Items — Larry Smith. The Curriculum Subcommittee reviewed 28 requests for course changes. The
Academic Standards Subcommittee approved a language revision that will add clarity to the issue of second
bachelor degrees.

Mike Parent moved to place the EPC report on the consent agenda, Jerry Goodspeed seconded and the motion
carried.

BFW Resolution on Faculty Furloughs — Vance Grange, BFW Chair. Vance was not in attendance. Mike
Parent made a procedural clarification that resolutions require a first and second reading. This item can be
placed under new business on the agenda and if accepted will be sent back to FSEC for a second reading.

Mike Parent moved that the BFW presentation be placed as an information item on the FS agenda, Renee
Galliher seconded. Motion carried.

Adjournment

Ed Heath asked for a motion to adjourn the meeting. The meeting adjourned at 4:10 p.m.

Minutes Submitted by: Joan Kleinke, Faculty Senate Executive Secretary, 797-1776
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Issues/Recommendation
Purpose:

To make changes to Policy 311 “Disciplinary Procedures” of the University
Policy Manual.

Issues:

e Change title of policy from “Disciplinary Procedures” to “Corrective Action”

¢ Introduce a “letter of expectation” as an informal opportunity for an
employee to improve performance, or to alert an employee about
substandard performance

¢ Reduce “formal” progressive corrective action steps from three to two
(Oral Reprimand and Written Warning) by eliminating the Written Warning
with Probation, since this step is duplicative of the Written Warning step

¢ Require that the employee be notified in writing when the oral reprimand
or the written warning has been rescinded to allow the employee closure
on the situation

Recommendation:

Because these are basically housekeeping changes, the Office of Human
Resources recommends that the revisions be approved.



UtahState

UNIVERSITY
POLICY MANUAL

GENERAL

Number 311
Subject: Disciplinary-ProceduresCorrective Action

Covered Employees: Benefited Exempt and Non-exempt Staff
Date of Origin: January 24, 1997

311.1 POLICY

Utah State University strives to provide continuous employment through effective
planning and proper selection of employees.

The University's objective for disciphnary corrective action is to eerrecteliminate
violations, improve performance, avoid recurrence, and protect the interests of the
University. Normally, employees areshould be given an opportunity to improve their
performance through informal discussion which could include a letter of expectation
before sanctions are imposed. However, some circumstances may warrant immediate
sanctions, including dismissal.

Professional-and-classifiedBenefit-eligible, non-faculty (exempt and non-exempt)
employees being formally correcteddiseiptined by imposition of sanctions need to be
aware of their rights to use available avenues of review and redress, including discussing
the issues with a representative of the Office of Human Resources and following the
University grievance policy (Policy 325 Grievance Procedures) and/or equal opportunity
complaint procedures_(Policy 305 Affirmative Action/Equal Opportunity).

The imposition of sanctions, including dismissal of an employee for cause, may result for
any of the following job-related reasons under circumstances that demonstrate the
inability or unwillingness of the employee to meet his/herhis-er-her responsibilities to the
University. It is impossible to provide an exhaustive list that identifies every type of
conduct or performance problem that may result in some form of diseiplinecorrective
action. However, to offer University employees some guidance, the following list
provides examples of conduct that may result in the application of diseiphinary-sanctions:
negligence; incompetence; violation of University policies; excessive or unauthorized
absence; misuse of institutional property or funds; disorderly conduct; fraud; falsification




on an employment application; unsuitability to job requirements; being under the
influence of alcohol or drugs while working; insubordination; unjustified interference
with the work of others; violation of applicable statutory requirements or University
regulations relating to employment practices, including, but not limited to, regulations
prohibiting discrimination or harassment because of race, color, religion, sex, national
origin, age, disability, veteran's status, sexual orientation, or other legally impermissible
behavior; conviction of a crime by a court of competent jurisdiction; and violation of
other generally accepted standards of conduct, where such violation creates substantial
inefficiency and/or an unacceptable work atmosphere at the institution.

When significant allegations are identified, a professional-orclassifiedbenefit-eligible,

non-faculty employee may be put on leavesuspended with pay pending notice of and an
opportunity to respond to the charges at a meeting. After an investigation has taken place

and the employee has been given an opportunity to discuss the results, appropriate action
will be taken by the University.

The University's philosophy of corrective actiongdiseiphine is one of constructive action,
administered fairly and consistently. Normally, corrective diseiphinary-action will be
progressive; however, sanctions may be initiated at any step in the process at the
University's discretion, depending on the performance problem, the type of conduct, or
the nature of the offense involved.

Throughout the entire corrective actiondiseiphnary process, all parties involved should
maintain confidentiality to ensure the rights of the employee and the institution.

311.2 PROCEDURES DEFINITIONS

2.1 Corrective Action

Employment-related action (including imposition of sanctions) undertaken to correct or
modify unacceptable job performance or behavior to acceptable standards. Corrective
action measures authorized to be imposed upon employees include an oral reprimand,
written warning, administrative leave with or without pay, and dismissal from

employment.

2.2 Termination Notice

Actual personal delivery of a written statement to an individual. If the individual cannot
be personally located at the usual place of employment during assigned working hours,
notice may be given by mailing the statement to the employee at his/her last known
address. If notice is mailed, it is deemed effective for all purposes when deposited in an
appropriate mailbox or mail slot.




311.3 PROCEDURES

23.1 Guidelines for PayroHl-Employees-er-Staff Employees in their Introductory

Period (see Policy 395 Introductory Period of Employment)

(1) Dismissal from employment may be effected prior to the end of an a-staff-employee's
introductory period er-at-any-time-forpart-time-or-temporary-staff-with or without cause
and without giving the employee a written statement of cause for dismissal, for any
lawful reason deemed adequate by the University, including but not limited to,
unsatisfactory performance, unacceptable behavior, or violations of University policy.

(2) Supervisors should maintain written documentation regarding the dismissal of part-
time-and-temporary-employees-and-staff-employees in their introductory period. This
documentation should include a statement of the problems encountered, attempts to
correct them and the reason for dismissal. A copy of this documentation should be
forwarded to the Office of Human Resources for review-and-inclusion in the appropriate
primary-personnel file. A reason for termination must be included in the comments
section of the termination EPAF.

(3) RPart-time-and-temporary-employees-and-staffBenefit-eligible, non-faculty employees
in their introductory period do not have access to the University's formal grievance
process (pehieyPolicy 325 Grievance Procedures). However;, these employees have the
right to respond, explain, correct, or deny in writing any facts in question and send their
reply to the Office of Human Resources; for inclusion in their file.

(4)_The progressive corrective actiondiseiphinary procedures outlined in the following
section need not be followed for part-time and temporary employees, and benefit-eligible,
non-faculty employees-staff in their introductory periods of employment.

23.2 Corrective ActionBiseiphinary Procedures for Professional-and-Classified
Employees

The University believes the corrective actiondiseiptnary procedures set forth below are
generally appropriate concerning employee conduct and performance. Provisions of these
procedures are not, however, absolute rules. These guidelines outline general policies that
supervisors should consider when counseling with -are-diseiphining-staf-employees.
Normally, progressive corrective actiondiseiphine will involve the following steps, but
exceptions or deviations may occur whenever the University deems that circumstances
warrant that one or more steps in the process should be skipped. Accordingly, some
circumstances may warrant immediate dismissal. Before imposing sanctions,
administrators should consult with the Office of Human Resources .

(1) Progressive steps.

If an employee fails to perform hisfherwork in accordance with the requirements of the
position and the expectations of the University, the supervisor should talk to the



employee to find out the facts of the situation prior to any formal correctivediseiphnary
or-discharge action._This meeting could include the delivery of a letter of expectation
which would include a copy of the employee’s job description and a discussion about
unsatisfactory performance with a timeline for follow-up. Depending on the situation,
there are exceptions which may occur in the progressive corrective actiondiseiphnary
procedures outlined here.

(a) Oral reprimandwarning. Initial correctivediseiphinrary action should be in the form of
an oral discussion and subsequent documentationwarniag. This meeting should be held in
private and should provide an opportunity for problem solving that results in clear
problem identification, correction strategies, and employee commitment to improve. This
meeting should be documented with_the employee’s signature and date. If the employee
declines to sign, it should be so noted. -a-note-to-the-employee's-file-and-a-copy-to-the
empleyee—TFhisneteThe document should inform the employee that this is the first step in
the formal corrective actiondiseiphnary process and include consequences of failure to
improve. The employee has the right to respond either verbally or in writing.

If the employee successfully corrects the identified problems and maintains satisfactory
performance, a written notice will be given to the employee with a copy to his/her file.

(b) Written warning. A written warningreprimand may be issued to an employee who
does not correct a performance deficiency in response to an oral reprimandwarping-when

s iolation of Universitvoaliow b as )

The purpose of a written warning -reprimand-is to make certain that the employee is fully
aware of the performance deficiency or misconduct he/she has committed, what is
expected, and-a reasonable time frame in which to accomplish the improvement, and the
consequences of the failure to meet satisfactory expectations. The employee should sign
the written warningreprimand signifying_that it has been received. Should the employee
decline to sign, it should be so noted. The employee will receive a-cepy-ef-the original
warning_letter and the-eriginala copy should be sent the to Office of Human Resources to
be filed. Supervisors mustare-encouraged-to consult with a representative of the Office of
Human Resources before issuing a written warningreprimand.

If the employee successfully corrects the identified problems on a consistent basis, a
written notice rescinding the warning will be given to the employee with a copy to his/her
file and a copy to the Office of Human Resources.




(2) Other sanctions.

A benefit-eligible, non-faculty employee may be suspended with pay when continued
employment may be harmful to the University or impede the outcome of a thorough and
fair investigation of the facts regarding an alleged offense.

A benefit-eligible, non-faculty employee may be suspended without pay in cases
involving gross misconduct or chronic behavioral problems for which there seems to be
no other appropriate response.

Human Resources.

(3) Final sanction.

The final sanction in the corrective actiondisciphnary process will be taken when the
University is satisfied that the staff employee has been given an opportunity to meet the
appropriate behavior or performance standard and has failed to do so, or when the
particular circumstances warrant immediate dismissal in the best interests of the
University.

Before imposing sanctions, administrators mustsheutd consult with the Office of Human
Resources (see petieyPolicy 399 Termination of Exempt and Non-exempt Staff).

An employee may resign rather than face corrective action. By doing so, however, the
employee loses the right to file a grievance. Employees cannot be compelled to resign;




resignation must be voluntary. Resignations should be made in writing and cannot be
rescinded without mutual agreement of the employee and the University.

(4) Written documentation.

Dismissed employeesstaff-members shall receive from their supervisors a written
statement summarizing the problems encountered, attempts to correct them, and the basic
reason(s) for dismissal. The original statementA-cepy will be given to the affected
employee and a copythe-eriginal should be sent to the OfficeBirector of Human

Resources {or-histher-desighated-representative)-to be placed in the employee's primary
file.

Unwem%y% 3 AIternatlves for Employees Involved in Correctlve ACtIOﬂD—ISGFpl—I—FIa-Fy
Procedures

If a University employee questions actions encountered during the corrective
actiondiseiphinary process, or if he/she they-feels that the proceedings are unwarranted or
unjust, the following resources are available to discuss appropriate corrective
actiondiseiphinary processes with the employee:

(1) Department heads, supervisors, deans and vice presidents,
(2) the Office of Human Resources.

Benefit-eligible, non-facultyStaff employees may also request a hearing under the
guidelines of the grievance policy (Policy 325 Grievance Procedures).




4.1 Department Heads, Supervisors, Deans, and Vice Presidents

Responsible for maintaining discipline and enforcing consistent and fair performance
standards following the guidelines outlined in this policy. Supervisors must consult with
the Office of Human Resources prior to any disciphinary-actions beyond the oral

reprimand.

4.2 Office of Human Resources

Responsible for communicating the University's philosophy of corrective actiongdisciphine
for constructive improvement and assisting supervisors in the application of these
guidelines.

4.3 Employees

Responsible for working closely with supervisors to address and improve performance
according to the procedures outlined in this policy.





