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PREAMBLE 

 

It is the intent of the Board and the Union to promote the quality and effectiveness of education at 

Chicago State University and to promote high standards of academic excellence in all phases of 

instruction, research, and service. The Board and Union recognize that mutual benefits are to be 

derived from the improvement of Chicago State University and that the participation of employees in 

the formation of policies under which they provide their services is educationally sound. The Board 

and the Union further recognize that an effective and harmonious working relationship will facilitate 

the achievement of common objectives and will provide an environment conducive to the delivery of 

high quality education. 

 

This Preamble is a statement of intent and is not subject to Article 6, Grievance Procedure. 
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DEFINITIONS 

 

Performance by Designee:  Any action or responsibility assigned to an official or representative of 

the Board, the University President or other university administrator, or 

the Union may be performed by a designee of such official or 

representative.  

 

 

Titles or Headings: Any titles or headings are inserted solely for convenience of reference 

and shall not be deemed to limit or affect the meaning, construction, or 

effect of any provision of this Contract. 

 

Whenever Used in This Contract: 

1. Academic Support Professional shall mean an employee who is so designated by the Labor 

Board.  

 

2. Academic Term shall mean a semester. 

 

3.  Accreditation shall mean being listed among the nationally recognized accredited agencies 

and associations listed in the Higher Education Directory.  

 

4.  Adequate Cause shall mean one or more acts or omissions which, singly or in the aggregate, 

have directly and substantially affected or impaired an employee's performance or fulfillment 

of her/his professional duties.  

 

5. Aggregate shall mean a collective sum considered over the whole evaluation period. 

 

6. Appropriate University Vice President shall mean a University Vice President responsible 

for coordination and supervision of the University program or organizational unit in which an 

employee is primarily assigned.  

 

7.  Board shall mean the Board of Trustees created by ñan Act to provide it with the authority to 

operate, manage, control and maintain Chicago State University.ò  To the extent permitted by 

law, the term ñBoardò shall also refer to any successor agency of the Board of Trustees of 

Chicago State University.  

 

8.  Chapter President shall mean the President of the chapter of the Union at Chicago State 

University. 

 

9.  CUE shall mean credit unit equivalency.  

 

10.  Days shall mean calendar days unless otherwise specified.  

 

11.  Department shall mean the University department, division, unit or other organizational 

entity in which an employee is primarily employed.  

 

12. Department Chair/Director shall mean the person immediately responsible for management 

of the University department, division, unit, or other organizational entity in which an 

employee is primarily employed.  
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13.  Educational Contract shall mean a contract through which the University provides a 

conference, course, or other Continuing Education offering at the request of, and in 

coordination with, a governmental unit, community organization, or private business.  

 

14.  Employee shall mean a member of the bargaining unit. 

 

15.  Employer shall be defined as the ñBoard of Trustees for Chicago State University.ò 

 

16.  IBHE  shall mean the Illinois Board of Higher Education. 

 

17.  ILCS  shall mean Illinois Compiled Statutes.  

 

18. Labor Board  shall be defined as the ñIllinois Educational Labor Relations Board.ò 

 

19. Lecturer  shall mean a teaching professional or resource professional who has been appointed 

on a temporary basis.  

 

20. Member of the Immediate Family shall mean the employee's husband, wife, mother, father, 

brother, sister, mother-in-law, father-in-law, child, or a member of the immediate household of 

the employee.  

 

21. PAI  shall mean Professional Advancement Increase. 

  

22. Professional Degree shall mean a law degree (J.D. or L.L.B.), doctor of medicine (M.D.), or 

doctor of dentistry (D.D.).  

 

23. Reassignment shall mean the assignment of duties to an employee outside of the designated 

department/unit in which that employee's appointment is formally located.  

 

24. Relative shall mean the employeeôs mother, father, brother, sister, grandmother, grandfather, 

aunt, uncle, niece, nephew, brother-in-law, sister-in-law, first cousin, child or grandchild.  

 

25. Resource Professionals shall mean librarians, counselors, and media specialists. 

 

26. State Universities Retirement System shall mean the retirement system established by ñAn 

Act to provide for the creation, maintenance, and administration of a Retirement System for the 

benefit of the staff members of the State Universities and certain affiliated organizations, 

certain other State educational and scientific agencies and the survivors, dependents, and other 

beneficiaries of such employeesò approved on July 21, 1941, as amended.  

 

27. Summer Session shall mean an established academic term (other than fall or spring) during 

which scheduled instructional activities are offered.  

 

28. Teaching Professionals shall mean teaching faculty.  

 

29. Technical Support Staff shall mean member of Unit C, as defined by the Labor Board in 

Appendix K. 
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30. Terminal Degree shall mean a doctoral degree, MFA degree, or MLS degree with an 

additional masterôs degree. A degree in fine arts or library science from an accredited graduate 

school which is recognized by the granting institution and the major professional association in 

a relevant field or discipline as the academic equivalent of an MFA degree or MLS degree will 

be treated as the equivalent. The Provost, in consultation with the Dean and, where appropriate, 

the Department Chair, may determine other degrees to be terminal for an academic discipline 

and shall notify the Union of such determination.  

 

31. Transfer shall mean a change in the designated department/unit within the same bargaining 

unit in which the employee's appointment is formally located.  

 

32. Union shall mean the University Professionals of Illinois, Local #4100, an affiliate of the AFT, 

IFT, and AFL-CIO.  

 

33. Union President shall mean the President of Local #4100. 

 

34. University shall mean Chicago State University. 

 

35. University President shall mean the chief academic and administrative officer of the 

University.  
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JOINT ARTI CLES FOR UNITS A, B, and C 

 

Article 1  Recognition  

Article 2  Consultation 

Article 3  Nondiscrimination 

Article 4  Personnel Files 

Article 5 Sanctions and Termination 

Article 6 Grievance Procedure 

Article 7  Management Rights 

Article 8 Union Rights  

Article 9 Facilities and Equipment 

Article 10 No Strike or Lockout  
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ARTICLE 1  

RECOGNITION  

 

1.1. Pursuant to the certification of the Illinois Office of Collective Bargaining and the Illinois 

Educational Relations Labor Board, the Board recognizes the Union as the exclusive 

bargaining agent for academic employees in the bargaining units at Chicago State University 

described in the certification.  (See Appendices H, I, and J, Certification Agreements.) 

 

1.2. During the term of this Contract, no employee in the bargaining unit shall be reassigned to 

employment in a position outside of the bargaining unit without her/his consent. 

 

1.3. When the University President creates a new academic employee classification or adds an 

additional position to an existing classification, the University President will notify the Union 

President of the title of the classification and the duties of the classification within three 

months of appointment. At the request of the Union President, the University President will 

schedule meeting(s) to discuss whether the classification should be included in a bargaining 

unit. If necessary, final determination of the appropriate placement of the classification will be 

made according to the procedures of the Illinois Educational Labor Relations Board.  

 

1.4. At the start of the academic year, the University President will inform the Union Chapter 

President of the name of the administrative office responsible for providing the Union with unit 

employee information. Once each semester, and once during the summer session, that 

administrative office will provide to the Union Chapter President updated employee 

information. This information will be provided within 45 days of the beginning of the semester 

or summer term or within 30 days after completion of a general salary increase affecting 

employees within the unit. The Union will provide to a designated administrative office a 

listing of Chapter Officers no later than 10 days after the beginning of a semester or summer 

term.  

 

1.5. Nothing contained in this Contract shall be construed to prevent the Board, its members, 

officials, agents, representatives or employees from meeting with any individual or 

organization to hear views on any matter. The specific and expressed terms of this Contract 

shall not be changed as a result of any such meeting except by mutual agreement of the Board 

and the Union.  

 

ARTICLE 2 

CONSULTATION  

 

2.1. To achieve program effectiveness, the process of consultation is an essential activity for 

Chicago State University employees. Those employees who have supervisory responsibilities 

must have regular personnel meetings with employees who report to them to discuss and 

clearly communicate job-related tasks and responsibilities. The process should be a collegial 

one allowing each participant to consider options while gaining a sense of what is the best 

course of action in a given situation. Consultation enables a greater in-depth understanding of 

the relevant issues and leads to enhanced decision-making. This process cannot be used to alter 

or ignore any of the terms of this Contract.  

 

2.2. Meetings between the University President and the Union President shall be held once each 

month or as the parties agree for the purpose of discussing matters pertinent to the 
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administration of this Contract or any other mutually agreeable matters. Each party may invite 

such other persons as they feel necessary to such meetings and shall inform the other party of 

such persons so invited. The meetings shall be held on a mutually agreeable date in a mutually 

agreeable location. Such meetings shall not constitute or be used for the purposes of 

negotiation or discussion of grievances. A scheduled meeting may be canceled by agreement of 

both parties.  

 

ARTICLE 3 

NONDISCRIMINATION  

 

In accordance with applicable Federal and Illinois State law, neither the Board nor the Union shall 

discriminate against any employee on the basis of that employee's race, color, religion, sex, age, 

national origin, disability, membership or non-membership in the Union, political affiliation, sexual 

orientation, or marital status.  

 

ARTICLE 4 

PERSONNEL FILES  

 
 

4.1. The University shall maintain one official personnel file in a central location for each employee 

of the University. The personnel file shall contain all written evaluations of the employee, 

decisions rendered as a result of the grievance procedure contained in Article 6 of this 

Contract, and other materials pertinent to the employeeôs professional activities. Anonymous 

individual comments shall not be placed in the personnel file.  

 

4.2. All written evaluations contained in the personnel file shall be signed by the primary evaluator 

and the person being evaluated. Summary statements of student evaluations, where relevant, 

shall be signed by the person preparing the summary.  

 

4.3. If materials are presented for placement in an employeeôs personnel file which predate the 

immediately preceding evaluation of the employee for retention, promotion, or tenure, the 

materials shall not be placed in the personnel file. Any written evaluation presented during an 

evaluation of an employee which is not placed in the personnel file prior to the next evaluation 

of the employee for retention, promotion, or tenure shall be destroyed.  

 

4.4. Except as hereinafter noted, an employee at the University may examine her/his personnel file 

during the regular business hours of the office in which the file is kept under such conditions as 

are necessary to insure the integrity and safekeeping of the file. An employee may not examine 

confidential materials submitted in connection with the employee's initial appointment.  

 

4.5. Employees will be notified of all materials placed in their personnel file that are not normally 

copied to the employee. An employee may attach a concise statement in response to any item 

in the personnel file. Upon request and payment of the cost of photocopying, an employee may 

obtain copies of any non-confidential materials in the personnel file. An employee will be 

notified when the University makes copies of materials from the personnel file.  

 

4.6. In accordance with University policies, including any records retention policy, an employee 

who has ended her/his employment at the University may examine her/his personnel file during 

the regular business hours of the office in which the file is kept under such conditions as are 

necessary to insure the integrity and safekeeping of the file. Confidential materials submitted in 
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connection with the employeeôs initial appointment may not be examined. The employee may 

attach a concise statement in response to any item in the personnel file. Upon request and 

payment of the cost of photocopying, an employee may obtain copies of any non-confidential 

materials in the personnel file.  

 

ARTICLE 5 

SANCTIONS AND TERMINATION  

 

This article applies to tenured/tenure-track faculty, Academic Support Professionals, and Non-Civil 

Service Technical Support Staff.  Lecturers shall be covered by Sections 5.l.a, b, c, g, h, i, and 

Section 5.5.  

 

5.1. Sanctions  

 

a. Appropriate sanctions less than termination may be imposed on an employee for 

violation of employment obligations contained in the Board or University policy, rules, 

regulations, or in the UPI/BOT Contract, within six months of the alleged violation. 

The Board/University shall provide each department with a copy of all applicable 

policies, rules, and regulations. No employee shall be sanctioned for a violation of these 

policies, rules, or regulations until they are made available in each department, at the 

reference desk of the library, on the CSU website, and provided to the Union Chapter 

President.  

 

b. Prior to any sanction being imposed on an employee, the University President or her/his 

designee shall hold at least one meeting with the employee to notify the employee that a 

sanction is being considered, to present the alleged violation and related documentation, 

and to discuss possible resolution of the matter. The Union Chapter President shall be 

informed of this meeting, and a Union representative may be present at the meeting, 

with the consent of the employee.  

 

c. If the matter is not resolved by the meeting, the University President shall send the 

employee written notice of the sanction, including a statement of the reasons for the 

sanction.  

 

d. If the proposed sanction is other than a written reprimand, or if it is for a penalty equal 

to more than two days pay, the employee shall have the right, at her/his request, to a 

hearing before a panel of three tenured employees. Such request shall be made to the 

University President. One member of the panel shall be selected by the employee, one 

by the University President, and the third by the two members so selected. If the 

employee has requested a hearing, and if a panel is not selected by this method within 

10 work days of service of the notice of intent to impose the sanction, the University 

President, in consultation with the Union Chapter President, shall select the remaining 

member(s) of the panel.  

 

e. The panel shall review the reasons for the proposed sanction and related 

documentation. The committee has a right to request of both the University and the 

employee identifiable documents related to the written charges. The burden of proof 

that a sanction is warranted and appropriate rests with the University. 
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f. The panel shall make a good faith effort to hold full-day hearing sessions, five days per 

week, on days when the University is in session. The University President will offer 

appropriate released time to employees serving on the panel. A hearing on a proposed 

sanction shall not exceed one month unless extended by a majority vote of the panel. If 

the panel concludes that the University has met its burden of proof for a sanction, and 

that the proposed sanction is appropriate, it will so report, with supporting reasons, to 

the University President. If the panel reaches an alternate conclusion, it will report its 

conclusion to the University President, with supporting reasons, and with 

recommendations for disposing of the matter. The President will issue a written 

decision within 30 work days of the receipt of the report of the panel. The deadline may 

be extended by mutual agreement.  

 

g. A record of any sanction imposed on an employee shall be placed in the employeeôs 

personnel file.  

  

h. Official sanctions may be issued only by the University President or her/his designee. 

 

i. No sanctions shall be imposed upon employees except in accordance with the 

provisions of Article 5.  

 

5.2. Sanctions 

 

This section applies to Civil Service Technical Support Staff. 

 

a. Appropriate sanctions less than termination may be imposed on an employee for 

violation of employment obligations contained in the Board or University policy, rules, 

regulations, or in the UPI/BOT Contract, within six months of the alleged violation.  

The Board/University shall provide each department with a copy of all applicable 

policies, rules, and regulations.  No employee shall be sanctioned for a violation of 

these policies, rules or regulations until they are made available in each department, at 

the reference desk of the library, on the CSU website, and provided to the Union 

Chapter President. 

 

b. Prior to any sanction being imposed on an employee, the supervisor shall hold at least 

one meeting with the employee to notify the employee that a sanction is being 

considered, to present the alleged violation and related documentation, and to discuss 

possible resolution of the matter.  The Union Chapter President shall be informed of 

this meeting, and a Union representative may be present at the meeting, with the 

consent of the employee. 

 

c. After meeting with the supervisor, if a disciplinary action notice is deemed warranted, 

the supervisor will forward the disciplinary action notice to the Human Resources 

Director for review. 

 

d. The Human Resources Director may request a meeting with the employee and a union 

representative prior to issuing a decision. 

 

e. If the proposed sanction is other than a written reprimand and the employee disagrees 

with the Human Resources Directorôs decision, she/he may request a hearing before a 
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panel of three (3) employees.  A hearing board shall be established to hear all such 

cases.  One member shall be selected by the Union, one member shall be selected by 

the Administration, and the third member shall be selected by the other two (2) 

members. 

 

f. The panel shall review the reasons for the proposed sanction and related 

documentation.  The committee has a right to request of both the University and the 

employee identifiable documents related to the written charges.  The burden of proof 

that a sanction is warranted and appropriate rests with the University. 

 

g. If the panel concludes that the University has met its burden of proof for a sanction and 

that the proposed sanction is appropriate, it will so report, with supporting reasons, to 

the Vice President for Labor and Legal Affairs.  If the panel reaches an alternate 

conclusion, it will report its conclusion to the Vice President for Labor and Legal 

Affairs, with supporting reasons, and with recommendations for disposing of the 

matter.  The Vice President for Labor & Legal Affairs will issue a written decision 

within 30 workdays of the receipt of the report of the panel.  The deadline may be 

extended by mutual agreement. 

 

h. A record of any sanction imposed on an employee shall be placed in the employee 

personnel file. 

 

i. Official sanctions may be issued only by the Human Resources Director. 

 

j. No sanctions shall be imposed upon employees except in accordance with the 

provisions of Article 5. 

 

5.3. Termination  

 

Termination at any time of a tenured/tenure-track appointment, Academic Support 

Professional, or a Non-Civil Service Technical Support employee, or of a probationary 

appointment before the end of the specified term, may be effected for adequate cause.  

 

a. (1) Prior to service of a notice of intent to seek termination, the University 

President shall, when practicable, hold at least one meeting with an employee to 

discuss possible remedial actions by the employee or to discuss settlement of 

the matter. The Union Chapter President shall be informed of this meeting, and 

a Union representative may be present at the meeting with the consent of the 

employee. If such a meeting is not practicable, the University shall make at least 

one good faith attempt to communicate with the employee by registered or 

certified mail, return receipt requested, addressed to the employee's last known 

address, to offer the employee the opportunity to propose remedial actions by 

the employee or to discuss settlement. The Union Chapter President shall be 

informed of this attempt to communicate with the employee.  

 

(2)  Prior to such a meeting or attempted communication, the University President 

shall provide the employee with a written statement of the purpose of the 

meeting including an identification of the topic(s) to be discussed.  
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(3)  Additional meetings or communications to discuss possible remedial actions by 

the employee or to discuss settlement of the matter, may continue until either 

the University President or the employee notifies the other in writing of her/his 

belief that further meetings will not be productive.  

 

(4) No later than six months from the date of the first meeting or communication 

under Section 5.2.a (1) (a time limitation which may be extended by written 

agreement of the parties), the University President shall provide the employee in 

writing with one of the following:  

 
 

(a)  A statement that further action on the matter will not be pursued, and 

that all references to it will be removed from the employeeôs personnel 

file; or  
 

(b)  A statement that further action on the matter will not be pursued at that 

time, but that reference to it shall remain in the employeeôs personnel 

file; or  
 

(c) Specification of any remedial actions to be taken by the employee, the 

date by which the remedial actions are to be taken, the method to be 

used to evaluate whether the remedial actions have been successful, and 

a statement that no notice of termination will be issued before evaluation 

of the remedial actions; or   
 

(d) The terms upon which the matter is to be settled; or  

 

(e)  A notice of intent to seek termination.  

 
 

b. If the University President serves a notice of intent to seek termination, the following 

procedure shall apply:  

 

(1)  A termination proceeding shall be initiated by the University President serving 

notice of intent to seek termination, including a statement of reasons for 

termination of the employee, by registered or certified mail, return receipt 

requested, addressed to the employee's last known address, with a copy to the 

Union Chapter President. Such mailing of the notice or other documents under 

this Article shall constitute service.  

 

(2)  A tenured/tenure-track employee served with a notice of termination shall have 

a right to a formal hearing before a committee of five tenured employees. If, 

within 14 days of service of a notice, the employee delivers to the University 

President a written request for a formal hearing, including a designation of two 

tenured employees to serve on the committee, then within 14 days of delivery of 

such a request, the University President shall select two tenured employees to 

serve on the committee. An Academic Support Professional or non-Civil 

Service Technical Support employee served with a notice of intent to seek 

termination shall have a right to a formal hearing before a committee of five 

employees selected from the academic support employees. If, within 14 days of 

service of a notice, the employee delivers to the University President a written 

request for a formal hearing including a designation of two employees to serve 

on the committee, then within 14 days of delivery of such a request, the 
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University President shall select two employees to serve on the committee. If 

the employee files a timely request for a hearing, additional time may be 

requested for selection of committee members. The four employees so selected 

shall select a fifth member of the committee. If a fifth member is not selected by 

the method described above, then the University President, in consultation with 

the Union Chapter President, shall promptly appoint the remaining member of 

the hearing committee. The Chairperson of the committee shall be selected by 

the committee. 

 

(3)  An employee, who in a timely manner requests a formal hearing in writing after 

being served notice of intent to seek termination, shall be served by the 

University President with a notice of hearing and specific written charges at 

least 20 work days prior to commencement of the hearing. During the 

proceedings, the employee will be permitted to have a counselor or an advisor 

of her/his choice. When practicable, the employee shall be present, but such 

presence is not required for the proceeding to go forward.  
 

(4)  A verbatim record of the hearing will be taken and a printed copy will be 

provided to the employee. The burden of proof that adequate cause exists rests 

with the University, and shall be satisfied only by clear and convincing evidence 

in the record considered as a whole. 
  

The employee will be afforded the opportunity to present witnesses and to 

confront and cross-examine all witnesses.  
 

(5) The committee shall make a good faith effort to hold full-day hearing sessions, 

five days per week, on days when the University is in session. The Board will 

offer appropriate released time to employees serving on the committee. A 

termination hearing shall not exceed in the aggregate a period of three months 

unless extended by a majority vote of the Hearing Committee. The committee 

has a right to request, of both the University and the employee, identifiable 

documents related to the written charges. The findings and recommendations of 

the Hearing Committee shall be reduced to writing and served on the employee 

and the University President within 20 work days after the conclusion of the 

hearing. If the Hearing Committee concludes that adequate cause has not been 

established by the evidence in the record, it will so report to the University 

President. If the University President rejects the report, she/he shall state in 

writing the reasons for doing so to the Hearing Committee and the employee, 

and provide fourteen days for delivery of a written response. If the Hearing 

Committee concludes that adequate cause for dismissal has been established, it 

will so recommend in writing, with supporting reasons, to the University 

President. If the Hearing Committee concludes that adequate cause for a 

sanction less than dismissal has been established, it will so recommend in 

writing, with supporting reasons, to the University President.  
 

(6) The recommendation of the University President, along with that of the Hearing 

Committee should it not concur with the President, shall be delivered to the 

Board for final action.  
 

(7) If the employee does not request a hearing in accordance with Section 5.2.b (2) 

or if a Hearing Committee fails to provide its findings and recommendations 
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within 20 work days after conclusion of the hearing, the University President 

shall submit her/his recommendation to the Board for final action.  
 

(8) An employee terminated for cause shall not be entitled to salary, severance pay, 

or any other compensation beyond that earned up to the last day of employment.  
 

(9) An employee served with notice of termination may be suspended or reassigned 

by the University President with compensation if the University President is of 

the opinion that the employee's presence in her/his appointed position 

constitutes a threat of bodily harm or harm to property or might impede 

University operations. If, following the hearing process described above, it is 

determined that no actions against the employee will be imposed, the employee 

will be restored to her/his appointed position.  

 

(10) A record of any disciplinary action taken against an employee shall be placed in 

the employee's official personnel file.  

 

This section applies to Civil Service Technical Support Staff. 

 

5.4. Termination 

 

Termination procedures for Civil Service Technical Support Staff shall be in accordance with 

the Civil Service Statutes and Rules of the State of Illinois. 

 

5.5. All actions imposed upon employees pursuant to this Article are subject to Article 6, Grievance 

Procedure.  

 

ARTICLE 6  

GRIEVANCE PROCEDURE  

 

6.1. Purpose  

 

The Board and the Union encourage the informal resolution of grievances, agree that problems 

should be resolved before the filing of a grievance and encourage open communication so that 

resort to the forma1 grievance procedure will not normally be necessary. The purpose of this 

Article is to promote a prompt and efficient procedure for the investigation and resolution of 

grievances. The procedures hereinafter set forth shall be the sole and exclusive method of 

resolving the grievances of employees.  

 

6.2. Resort to Other Procedures  

 

If, prior to filing a grievance hereunder, or while a grievance proceeding is in progress, an 

employee seeks resolution of the matter in any other forum, whether administrative or judicial, 

the Board shall have no obligation to entertain or proceed further with the matter pursuant to 

this grievance procedure. This waiver does not apply in cases where the grievant has sought 

resolution of the matter by filing a complaint of illegal discrimination with the EEOC or 

through any other forum established by state or federal law to resolve complaints of 

discrimination prohibited on the basis specified by those laws. Further, since the Board and the 

Union do not intend that this grievance procedure be a device for appellate review, a response 

by the Board or its representatives to a recommendation of a hearing officer, or other 
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individual or group, having appropriate jurisdiction in any other procedure, shall not give rise 

to a grievance under this procedure.  

 

6.3. Definitions  

 

a. The term ñgrievanceò shall mean a dispute concerning the interpretation or application 

of a specific term or provision of this Contract, subject to those exclusions appearing in 

other Articles of this Contract.  

 

b.  The term ñgrievantò shall mean an employee or group of employees in a dispute over a 

term or provision of this Contract as it relates to them, or the Union in a dispute over a 

term or provision of this Contract as it relates to the Union as an organization.  

 

6.4. Representation  

 

The Union may, with the consent of the employee, represent an employee in a grievance filed 

under this Article. An employee may also represent herself or himself in a grievance at Step 

One filed under this Article. If an employee chooses to represent herself or himself, she or he 

shall so inform the Union President and the Administration at the time of filing. No resolution 

of any individually processed grievance shall be inconsistent with the terms of this Contract, 

and for this purpose, the Union President shall have the right to have an observer present at all 

grievance meetings. The Union grievance representative shall be notified at least 48 hours in 

advance of any such meeting.  

 

6.5. Grievance Representatives  

 

Within 30 work days after the execution of this Contract, the Union President shall furnish to 

the Board a list of all persons authorized to act as grievance representatives at the University 

and shall update the list as changes occur. A grievance representative shall be an employee of 

the University and shall have the responsibility to meet classes, office hours, and other 

assigned duties and responsibilities. If the responsibilities of a Union grievance representative 

require rescheduling of the representative's University duties, the representative may, with the 

approval of the appropriate University Vice President, arrange for the rescheduling of such 

duties or their coverage by colleagues. Such approval shall not be unreasonably withheld.  

 

6.6. Appearances  

 

If it is necessary for an employee to participate in a mediation, grievance, or arbitration 

proceeding during working hours, the employee's salary shall neither be reduced nor increased 

for time spent in such activities. Prior to participation in any such proceeding, the employee 

shall make arrangements acceptable to the appropriate University Vice President for the 

performance of the employee's duties. Approval of such arrangements shall not be 

unreasonably withheld.  

 

6.7. Grievance Forms  

 

All grievances and requests for review must be submitted in writing on forms as attached to 

this Contract in Appendices A, B, and C, and shall be signed by the grievant. Except for the 

initial filing of the grievance, if there is a difficulty in meeting any time limit, the Union 
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representative may sign such documents for the grievant and later file a copy signed by the 

grievant.  

 

6.8. Compliance with Procedure  

 

All grievances must be filed in accordance with the procedures in this Article. All grievances 

will cite the specific Article(s) allegedly violated.  The Board or the University President shall 

be under no obligation to process or consider a grievance that is not filed in accordance with 

the procedures of this Article.  

 

6.9. Procedure for Handling Grievances  

 

a. Step One: Mediation  

 

(1)  A grievance shall be filed with the University President or her/his designee 

within 30 work days following the date of the act or omission giving rise 

thereto, or the date on which the employee knew or reasonably should have 

known of such act or omission if that date is later. In the written grievance 

which is filed, the grievant may, for the purpose of seeking informal resolution 

of the grievance, request the postponement of any action in processing the 

grievance formally for a period of up to 30 work days. If such a request is made, 

it shall be granted. Upon the grievantôs written request, additional 30 work day 

extensions will be granted unless to do so would impede the resolution of the 

grievance. During a postponement period, the University President shall, upon 

request, arrange an informal conference between the appropriate University 

representative(s) and the grievant. The grievant may terminate the 

postponement period at any time by giving written notice to the University 

President that the grievant wishes to proceed with the mediation meeting 

provided for below. If the postponement period, or any extension thereof, 

expires without such written notice, the grievance shall be deemed informally 

resolved to the grievantôs satisfaction and need not be processed further. 

 

(2)  After a grievance has been filed, the University President or her/his designee 

shall notify the Mediation Panel, which shall conduct an initial meeting with the 

grievant no later than 30 work days following:  

 

(a)  Receipt of the grievance if no postponement is requested or  

 

(b)  Receipt of written notice that the grievant wishes to proceed with the 

mediation meeting.  

 

In advance of the mediation meeting, the grievant shall have the right, upon 

request, to a copy of any existing identifiable documents relevant to the 

grievance. At the mediation meeting, the grievant shall have the right to present 

any evidence in support of the grievance.  

 

(3)  The Mediation Panel shall be composed of a mediation officer designated by 

CSU/UPI and a mediation officer designated by the Provost. CSU/UPI and the 

Provost will each designate two additional persons as alternates to be available 
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in the event the originally appointed person is unable to participate or where 

there may be a conflict of interest. The primary mediators will work together to 

provide appropriate training for the alternates.  

 

(4)  The Mediation Panel shall conduct meetings in a manner they deem appropriate 

to the resolution of the matter. The mediation process shall be conducted as 

expeditiously as possible. The Mediation Panel shall not function as advocates 

for any side in the conflict; rather, the panel shall work in concert for the sole 

purpose of resolving the grievance. Should the mediation be successful, a 

written report of the resolution shall be made, including the withdrawal of the 

grievance, signed by all parties involved and kept on file. If the mediation is not 

successful, a written report of the proceedings with evidence considered shall be 

given to the University President or his/designee and the Union, within 20 work 

days following the conclusion of the meetings.  

 

 b. Step Two  

 

If the grievance is not satisfactorily resolved through Step One mediation, the Union 

may, upon request of the grievant, file a written request for review with the University 

President or her/his designee within 30 work days following receipt of the mediation 

report, who will then notify the chair of the Step Two Grievance Committee.  

 

(1) The Grievance Committee shall be composed of one faculty member appointed 

by CSU/UPI and one member appointed by the Provost, and one other member 

chosen by a consensus of the other two members. If consensus is not able to be 

reached, the third person will be designated by the Provost. The committee shall 

choose a chairperson.  

 

(2) The committeeôs sole responsibility will be to hear the facts surrounding the 

issues and to make a recommendation to the University President. The 

committee and the Union shall schedule a conference for the purpose of 

reviewing the matter not later than 30 work days following receipt of the request 

for review. The union representative shall present evidence in support of the 

grievance. The Chair of the Step Two Grievance Committee shall issue a 

written report of the proceedings with evidence considered, and it shall be given 

to the University President and the Union within 15 work days following the 

conclusion of the review conference. The President shall issue a decision, 

stating the reasons therefore, within 15 work days following receipt of the report 

of the committee.  

 

(3) Only those acts or omissions and terms or provisions of the Contract identified 

in Step Two may be considered at subsequent steps.  

 

c. Step Three  
 

  

If the grievance is not satisfactorily resolved at Step Two, the Union may, upon the 

request of the grievant, proceed to arbitration by filing a written notice of intent to do 

so. Notice of intent to proceed to arbitration must be filed with the University President 

within 30 work days after receipt of the Step Two decision and shall be signed by the 
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grievant and the Union President. No later than 30 work days after filing a written 

notice of intent to arbitrate, the Union and the Board will select an arbitrator and date  

after the filing of the intent to arbitrate. All dates may be extended by mutual consent of 

the Union and the Board.  

 

d. Withdrawal of Grievance  

 

A grievance may be withdrawn at any time by the grievant or by the Union 

representative at any point during Step Two or Three.  

 

6.10. Arbitration Procedure  

 

a. Selection of an Arbitrator  

 

Representatives of the Board and the Union shall meet within 90 days after the 

execution of this Contract for the purpose of electing an Arbitration Panel of no more 

than 15 members.  

 

Selection of an arbitrator to hear a grievance shall be by mutual agreement or by 

alternately striking names from the Arbitration Panel list until one name remains. The 

right of the first choice to strike from the list shall be determined by the flip of a coin. If 

the parties are unable to agree to a panel of arbitrators, they shall follow the normal 

American Arbitration Association procedure for the selection of an arbitrator. The 

parties may mutually select as the arbitrator an individual who is not a member of the 

Arbitration Panel.  

 

b. Authority of the Arbitrator  

 

(1)  The arbitrator shall neither add to, subtract from, nor modify or alter the terms 

or provisions of this Contract. Arbitration shall be confined solely to the 

application and/or interpretation of this Contract and the precise issue(s) 

submitted for arbitration. The arbitrator shall have no authority to determine any 

other issue(s). The arbitrator shall refrain from issuing any statements of 

opinion or conclusions not essential to the determination of the issue(s) 

submitted.  

 

(2) Where an administrator has made an academic judgment, such as a judgment 

concerning application of evaluation criteria in decisions on retention, 

promotion, or tenure, or a judgment concerning the academic acceptability of a 

sabbatical proposal, the arbitrator shall not substitute her/his judgment for that 

of the administrator. Nor shall the arbitrator review such decision except for the 

purpose of determining whether the decision has violated this Contract. If the 

arbitrator determines that the Contract has been violated, the arbitrator shall 

direct the University to take appropriate action. An arbitrator may award back 

salary where the arbitrator determines that the employee is not receiving the 

appropriate salary from the University, but the arbitrator may not award other 

monetary damages or penalties. If notice that further employment will not be 

offered is not given on time, the arbitrator may direct the University to renew 

the appointment only upon a finding that no other remedy is adequate, and that 
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the notice was given so late that (a) the employee was deprived of reasonable 

opportunity to seek other employment, or (b) the employee actually rejected an 

offer of comparable employment which the employee otherwise would have 

accepted.  

 

An arbitratorôs decision awarding employment beyond the sixth year shall not 

entitle the employee to tenure. In such case the employee shall serve during the 

seventh year without further right to notice that the employee will not be offered 

employment thereafter. 

 

c. Arbitrability 

 

 In all proceeding, the arbitrator shall first decide jurisdiction to act. Upon concluding 

that the arbitrator has no such power, the arbitrator shall make no decision or 

recommendation as to the merits of the grievance. Upon concluding that the issue is 

arbitrable, the arbitrator shall normally proceed with the hearing at the time, provided 

that either party may seek judicial review of the arbitratorôs decision as to jurisdiction, 

and have the hearing on the merits of the grievance delayed until such review is 

completed.  

 

d. Conduct of Hearing  

 

 The arbitrator shall hold the hearing in the Chicago area unless otherwise agreed to by 

the parties. The hearing shall commence within 21 days of the arbitratorôs acceptance 

of selection, or as soon thereafter as is practicable, and the arbitrator shall issue the 

decision within 30 days of the close of the hearing or the submission of briefs, 

whichever is later, unless additional time is agreed to by the parties. The decision shall 

be in writing and shall set forth findings of fact, reasoning, and conclusions on the 

issue(s) submitted. Except as modified by the provisions of this Contract, arbitration 

proceedings shall be conducted in accordance with the rules and procedures of the 

American Arbitration Association.  

 

e. Effect of Decision  

 

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

Union, and the grievant, to the extent permitted by and in accordance with applicable 

law and this Contract. 

 

f.  Fees and Expenses  

 

 All fees and expenses of the arbitrator shall be divided equally between the parties. 

Each party shall bear the cost of preparing and presenting its own case. Any party 

desiring a transcript of the proceedings shall bear the cost. The cost of any transcripts 

required by the arbitrator shall be divided equally between the parties.  

 

6.11. Miscellaneous Provisions  

 

a. Settlement Implementation  
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 All formal grievance settlements shall specify a time by which the settlement shall be 

implemented. The time limit may be extended by mutual agreement between the 

University President and the Union President.  

 

b. Time Limits  

 

All time limits contained in this Article may be extended by mutual agreement of the 

parties, except that the time limits for the initial filing of a grievance may be extended 

only by agreement between the University President and the Union President. Upon 

failure of the University President to provide a decision within the time limits provided 

in this Article, the Union may appeal to the next step. Upon the failure of the Union to 

file an appeal within the time limits provided in this Article, the grievance shall be 

deemed to have been resolved by the decision at the prior step.  
 

c. All grievances, requests for review, notices, and decisions shall be transmitted in person 

or by certified or registered mail, return receipt requested. In the event of a question as 

to the timeliness of any grievance, request for review, notice or decision, the date of 

receipt shall be determinative.  
 

d. Precedent  
 

 No complaint informally resolved or grievance resolved at either Step One or Two shall 

constitute a precedent for any purpose unless agreed to in writing by the University 

President and the Union President.  
 

e. Retroactivity  

 

 An arbitratorôs award may be retroactive as the equities of a case may demand, but in 

no case shall an award, including an award of back salary, be retroactive to a date 

earlier than 30 days prior to the date the grievance was initially filed in accordance with 

this Article, or the date on which the act or omission occurred, whichever is later. 
 

f. Processing  

 

The filing or pendency of any grievance, or of arbitration proceedings, under this 

Article shall not operate to impede, preclude, or delay the Board from taking action. 

Reasonable efforts, including the shortening of time limits when practical, shall be 

made to conclude the processing of a grievance prior to the expiration of the grievantôs 

employment. In no event shall any employee, as a result of a pending grievance, receive 

compensation following cessation of employment.  
 

g. Reprisal  

 

 No reprisal of any kind will be made by the University or Union against any grievant, 

witness, or other participant in the grievance procedure by reason of such participation.  
 

h. Records  

 

 All written materials pertinent to a grievance shall be filed separately from the 

personnel file of the grievant or witness, except decisions resulting from arbitration or 

settlement.  
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ARTICLE 7  

MANAGEMENT RIGHTS  
 

7.1. The Board retains and reserves to itself all rights, powers, privileges, duties, responsibilities, 

and authority conferred upon and vested in it by law, whether exercised or not, including, but 

not limited to, the right to operate, manage, control, organize, and maintain the University, and 

in all respects carry out the ordinary and customary functions of management, and to adopt 

policies, rules, regulations, and practices in furtherance thereof.  

 

7.2. The Boardôs exercise of its rights, powers, privileges, duties, responsibilities, and authority, 

and the adoption by the Board of policies, rules, regulations, and practices in furtherance 

thereof, shall be limited only by the specific and expressed terms of this Contract.  

  

7.3. Neither the Union nor the Board waives the rights guaranteed it under the Illinois Educational 

Labor Relations Act.  

 

ARTICLE 8  

UNION RIGHTS  

8.1. Use of Facilities  

 

a. Subject to and in accordance with University policies on the use and scheduling of 

physical facilities, including payment of charges established by the University for the 

use of such facilities, the Union may use the physical facilities of the University, except 

for student residential facilities.  

 

b. The Union may use services of the University in accordance with University policies on 

the use of such services, including payment of charges established by the University.  

 

8.2. Provisions of Materials  

 

Prior to each regular, special, or sub-committee meeting of the Board, a copy of any of the 

following materials which are intended for public distribution will be transmitted to the Union 

President and to the Chapter President at the University: (a) the agenda for the meeting; (b) the 

reports of the University President to the Board; c) supportive materials prepared by the 

University for the Board or its sub-committees. The materials will be transmitted to the Union 

President and the Union Chapter President at the same time such materials are transmitted to 

Board members.  

 

8.3. Release Time of Union Representatives 
 

a. Release time, leaves without salary, and additional purchased time shall be granted in 

accordance with terms agreed upon by the University and the Union. (See 

Memorandum of Understanding-UPI Release Time Credit Unit Equivalents.) 
 

b. Employees granted release time and/or leaves without salary as described above shall 

not be considered representatives of the University for any activities on behalf of 

employees or UPI. The Union shall indemnify and hold the Board, its agents and 

employees harmless against any damages due to a violation of this clause.  

 

8.4. Bulletin Boards and other forms of communication 
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a. The Union may post materials on University bulletin boards. The Union must be clearly 

identified on the face of any posted material. The Union shall assume all costs 

associated with any posted material. Posted material shall bear the date of posting and 

may be removed by University representatives after having been posted for a period of 

21 calendar days, unless the University grants permission for a longer posting.  

 

b. The Union may utilize University voice mail and e-mail. 
 

c.  The Union shall indemnify, defend, and hold the Board, its agents, and employees 

harmless against any claim, demand, suit or form of liability arising as a result of the 

posting of any Union materials on University bulletin boards in accordance with the 

provisions of this Article.  Materials which are not posted in accordance with the 

provisions of this Article may be removed by University representatives.  

 

ARTICLE 9  

FACILITIES AND EQUIPMENT  
 

9.1. In accordance with applicable law, policy, and established procedures the Board will seek to 

provide a safe  working environment for all employees, adequate equipment and materials, and 

instructional, office, and laboratory facilities conducive to the performance of professional 

obligations.  

 

9.2. In accordance with University policy, an employee may obtain entry to her/his office during 

periods when the building in which the office is located is closed.  

 

9.3. In accordance with applicable University policy and procedures, University facilities, 

equipment, or personnel shall be used only for University business.  

  

ARTICLE 10  

NO STRIKE OR LOCKOUT  
 

The Board agrees that there will be no lockout at the University during the term of this Contract. The 

Union agrees there will be no strike by itself and that it will not authorize or encourage any strike by 

bargaining unit employees during the term of this Contract.  

 

ARTICLE 11  

DUES CHECKOFF AND FAIR SHARE  
 

11.1. In accordance with the State Salary and Annuity Withholding Act (5 ILCS 365), and except as 

limited below, the Board agrees to deduct Union membership dues, in an amount established 

by the Union and certified in writing by the Unionôs treasurer to a designated University 

administrator, from  the salary of each employee who gives the University written 

authorization to make such deduction.   Deductions will be made in each pay period beginning 

with the first full pay period commencing at  least seven calendar days following receipt by the 

University administrator of the dues deduction authorization.  
 

11.2. Dues deducted will be remitted to the Union treasurer or other official designated in writing by 

the Union as soon as payroll warrants are prepared and verified. Accompanying each 

remittance shall be a list of the employees from whose salaries such deductions were made and 

the amounts deducted.  
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11.3. Any authorization to withhold Union dues from the salary of an employee shall terminate and 

such withholding shall cease upon the happening of any of the following events: (a) 

termination of the employee's employment; (b) written notice by the employee to the 

appropriate University administrator of cancellation of the authorization; (c) expiration of the 

time during which such withholding was authorized; or (d) when the total amount authorized to 

be withheld has been so withheld.  

 

11.4. The Board shall not be under any obligation to make any deductions for dues if any 

employeeôs pay within any pay period, after deductions for withholding tax, State Universities 

Retirement System, State insurance and other mandatory deductions required by law is less 

than the amount of authorized  deductions. In such event, it will be the responsibility of 

the Union to collect its dues for that pay period directly from the employee.  

 

11.5. The Union shall give written notice to the appropriate university administrator of any changes 

in its dues at least thirty days prior to the effective date of any such change. If any change in 

Union dues requires modification of the computer programs used in processing Union dues 

deductions, the Union shall, upon request of the Board, pay the actual cost of such 

reprogramming.  

 

11.6. The Union shall indemnify, defend, and hold the Board, its members, officials, agents, 

representatives or employees, harmless against any claim, demand, suit, or any form of liability 

(monetary or otherwise), including attorneyôs fees and costs, arising from any action taken or 

not taken by the Board, its members, officials, agents, representatives or employees, in 

complying with this Article or in reliance on any notice, letter, or written authorization 

forwarded to the Board pursuant to this Article. The Union assumes full responsibility and 

liability for the disposition of  monies deducted from the salaries of employees for Union dues 

by the Board once the University has remitted such monies to the officer designated by the 

Union to receive such remittance. The Union shall promptly refund to the University any funds 

received pursuant to this Article which are in excess of the amount of dues which the 

University has agreed to deduct.  

 

11.7. Nothing in this Article shall require the Board to deduct Union fines, penalties, or special 

assessments from the salary of any employee.  

 

11.8. The Board shall not be liable to the Union by reason of the requirements of this Article for the 

remittance or payment of any sum other than that constituting authorized deductions for Union 

dues from the salaries of employees who authorize such deductions.  

 

11.9.  Fair Share  

 

a. The Board hereby agrees that all employees covered by this Contract who are not 

members of Union, upon their initial appointment, and continuing during the term of 

this Contract, so long as they remain non-members of the Union, shall pay to the Union 

each month their fair share of the costs of the services rendered by the Union that are 

chargeable to non-members under state and federal law.  

 

b. The Union shall certify to the appropriate University Administrator a fair share amount 

not to exceed the dues uniformly required of members in conformity with federal and 

state law and Labor Board rules.  
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c. Such fair share payment by non-members shall be deducted by the Board from the 

earnings of the non-member employees and remitted to the Union within 10 work days 

of said  deduction unless required to remit a fee to the Labor Board for escrow.  

 

d. The Board shall provide the Union with the names of all employee non-members of the 

Union from whose earnings the fair share payment shall be deducted. It shall also 

provide the Union space to post a notice concerning fair share and appeal procedures.  

 

e. The Union and Board shall comply with the rules of the Labor Board concerning 

notice, objections, and related matters contained in its fair share rules.  

 

f. Upon adoption of any Union internal appeal procedure, the Union shall supply the 

Board with a copy. In addition, the Union shall advise the Board of subsequent changes 

therein.  

 

g. The Union shall indemnify and hold harmless the Board, its members, officers, agents, 

representatives and employees from and against any and all claims, demands, actions, 

complaints, suits or other forms of liability including attorneyôs fees and cost that shall 

arise out of, or by reason of action taken by the Board for the purpose of complying 

with the above provisions of this Article, or in reliance of any list, notice, certification, 

affidavit, or assignment furnished by the Union under any such provisions.  

 

h.  If, during the term of this Contract, the Labor Board or a court of competent jurisdiction 

rules any part of this Article void or not enforceable, the Union and the Board agree to 

convene negotiations on this matter immediately for the sole purpose of bringing this 

Article into compliance with the standards or rulings of said Labor Board or court.  

  

ARTICLE 12  

MINUTES, POLICIES, AND BUDGETS 

 

The Board will have a copy of each of the following documents placed in the reference section of the 

main library of the University and a copy provided to the Union Chapter President as soon as the 

documents are available:  

 

1. The approved minutes of the meetings of the Board and sub-committees. 

2. Published policies of the Board. 

3. Published University-wide policies of the University which affect employees. 

4. The internal operating budget of the University. 

5. The Universityôs Resource Allocation Management Plan or other appropriate 

planning document.  

6. Illinois State Legislative Report (upon public release). 

 

ARTICLE 13  

MISCELLANEOUS PROVISIONS  

13.1. Totality 

 

 The Board and Union acknowledge that during the negotiations which resulted in this Contract, 

both parties had the unlimited opportunity to present all demands and proposals and that this 

Contract shall constitute the entire Contract between the parties for its duration.  
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13.2. Amendment and Modification  

 

 Nothing herein shall preclude the Board and Union from mutually agreeing to amend or 

modify any of the provisions of this Contract. In the event the Board and Union negotiate a 

mutually acceptable amendment or modification of this Contract, the amendment or 

modification shall be put in writing and become a part of this Contract upon ratification by 

both parties.  

 

 13.3. Conflict with Policies or Regulation  

 

 If there is a conflict between the Civil Service Statutes and Rules or an existing Board or 

University policy or regulation and an express term or provision of this Contract, the term or 

provision of this Contract shall apply except as subject to the civil service statutes and rules.  

 

13.4. Availability of Contract  

 

 The Administration agrees to provide access to the Contract electronically and will provide a 

paper copy to each current employee in the bargaining unit.  The Administration agrees to print 

additional copies to be given to new employees only. 

 

13.5. Employee Identification  

 

 Employees may identify themselves as employees of the University for purposes of 

identification.  They may not present themselves as representing or speaking for the University 

unless they are engaged in activities assigned or officially approved by the University.  

 

13.6. Employee Assistance Program 

 

 The Board and the Union through this statement individually and jointly support the 

continuation of an Employee Assistance Program at the University. The Board and the Union 

encourage employees to utilize this program, and, to that end, will work together in assisting 

employees when these services are requested or otherwise appropriate. The Board will provide 

this program subject to the availability of funds, or a utilization review. A copy of the 

utilization review shall be given to the Union Chapter President.  

 

13.7. ADA and FMLA  

 

 The Board recognizes its obligation under the terms of the Americans with Disabilities Act.  

The Board has adopted a Regulation which is in compliance with the Federal Family and 

Medical Leave Act, a copy of which shall be made available upon request.  

 

ARTICLE 14  

SEVERABILITY  

 

14.1. In the event any provision of this Contract (a) shall at any time be contrary to law; or (b) is 

found to be invalid by operation of law or by a decision of a tribunal of competent jurisdiction; 

or (c) is rendered invalid by reason of subsequently enacted legislation; or (d) if compliance 

with or enforcement of any provision should be restrained by a tribunal of competent 

jurisdiction pending a final determination as to its validity, then the provision or provisions 



                            

28      

   

shall be of no force or effect, but the remainder of this Contract shall continue in full force and 

effect.  

 

14.2. If a provision of this Contract is rendered ineffective for any of the reasons specified above, the 

Board and the Union shall, within 30 calendar days thereafter, commence negotiations to seek 

resolution of any problem caused thereby.  

 

 

ARTICLE 15  

DURATION  
 

Except as provided below, the terms of this Contract shall become effective September 1, 2006 upon 

execution of this Contract by the Board and the Union and shall remain in effect through August 31, 

2010.  
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UNIT A  ARTICLES  

TENURED/TENURE-TRACK FACULTY  

 

 

Article 16 Employment Status & Notification 

Article 17 Leave Without Salary 

Article 18 Professional Responsibilities and Assignment of Duties 

Article 19 Faculty Evaluation and Evaluation Criteria 

Article 20 Retention 

Article 21 Promotion 

Article 22 Tenure 

Article 23 Program Reorganization 

Article 24 Staff Reduction Procedures 

Article 25 Transfer 

Article 26 Academic Program Elimination Review Committee 

Article 27 Compensable Fringe Benefits 

Article 28 Salary 

Article 29  Additional Compensation 
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ARTICLE 16  

EMPLOYMENT STATUS AND NOTIFICATION  

 

16.1. Each employee shall receive an individual employment contract upon initial appointment. The 

initial contract or appointment letter shall specify the period of appointment; the type of 

appointment; the rank of the individual; the evaluating department; the probationary year; and 

the salary. 

 

16.2. Subsequent to the initial individual employment contract, all employees shall receive an annual 

individual Employment Status Statement. The Employment Status Statement shall be sent to 

each employee within 30 work days after the beginning of the University's academic year or 

ratification of any successor Amendment, whichever is later. The Employment Status 

Statement shall indicate:  

 

a. The basic monthly salary of the employee for the academic year, including the salary 

increase components;  

 

b.   The employeeôs status (e.g., probationary, including probationary year; tenured; 

terminal);  

 

c.   The employeeôs rank;  

 

d.   That the employeeôs appointment is subject to the availability of funds, to the laws of 

the State of Illinois, and the Policies and Regulations of the Board of Trustees and the 

University, including the terms of this collective bargaining agreement.  

 

16.3. Modifications in the employeeôs annual base salary requiring ratification by the Board of 

Trustees will be reflected in a revised statement which will be issued within 30 work days from 

the date of Board ratification. Any modification in the employeeôs annual base salary, apart 

from annually negotiated salary changes, will be reflected in a revised statement which will be 

issued within 10 work days.  

 

16.4. At least once each semester, the University shall notify each employee, where applicable, of 

(1) the number of days of sick leave the employee has accrued, classified as pre- and post-

January 1, 1984, days; and as post-December 31, 1998 days; and days accumulated under 

Section 27.7.c.; and (2), where applicable, the number of days of annual leave the employee 

has accrued.  

 

16.5 If an employeeôs address and/or phone number changes, it shall be the employeeôs 

responsibility to notify the Department Chair and the Office of Human Resources in writing of 

that change.  Once the employee notifies the Chair and the Office of Human Resources, the 

employee will have satisfied his/her responsibility. 

 

ARTICLE 17  

LEAVE WITHOUT SALARY  

 

17.1. An eligible employee may apply for leave without salary twelve months after the date of 

her/his initial employment at the University. This requirement may be waived by the 
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University President upon written request of the appropriate University Vice President and the 

applicant.  

 

17.2. An application for leave without salary must be submitted to the employeeôs Department Chair 

at least three months prior to the starting date of the requested leave. The application must state 

the purpose and provide a written explanation of the need for the leave, and the time period for 

which the leave is requested. The purposes for which a leave may be requested are: (a) 

personal, (b) research, (c) advanced study, (d) professional development, and (e) public 

service. The three-month notification requirement may be waived by the University President 

upon written request of the applicant and approval by the appropriate University Vice 

President.  

 

17.3. A leave without salary is granted at the discretion of the University President. Each application 

for leave is evaluated on an individual basis. Upon written request of the applicant, the 

University President will provide a written explanation within ten working days to an 

employee whose application for leave without salary has not been approved. If an employee 

believes an application for a leave without salary has been arbitrarily and capriciously denied, 

she/he may file a grievance under Article 6, Grievance Procedure. The sole question to be 

decided in any such grievance shall be whether the denial was arbitrary and capricious.  

 

17.4. The initial grant of a leave without salary may be for a period of up to twelve months. The 

leave may be extended upon the agreement of the University President for a total leave which 

shall normally not exceed 36 consecutive months (three years) regardless of the percentage of 

the leave. Any extension exceeding 36 months total leave shall be reviewed based on the 

previously stated criteria, as well as whether the extension is in the best interest of the 

university. Each extension may be for a period of up to twelve months. 

 

17.5. Fractional Leaves 

 

a. Ordinarily, fractional leaves (less than 100%) will be granted only to tenured faculty.  

Probationary faculty may apply for a fractional leave after completion of three 

probationary years of service and for the purpose of meeting the educational 

requirements for tenure.  

 

b. When a tenured faculty member who has not attained the rank of professor takes a 

fractional leave of 25% or more for personal reasons, the time the person is employed 

during the period of the leave will count proportionately toward years in rank. The 

equivalent of eight months or more of full time employment in any year will count as 

one year of service. Upon return from leave status the employee will be placed in the 

appropriate year in rank and/or will be credited with the appropriate years of service for 

promotion.  

 

c. The time of actual employment during a fractional leave shall be counted 

proportionately for purposes of determining eligibility for sabbatical leave or retraining 

leave. The equivalent of eight months or more of full time employment in any year will 

count as one year of service.  Upon return from leave status, the employee will be 

credited with the appropriate years of service.  
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17.6. The application for an extension of a leave without salary shall include a written explanation of 

the need for the extension. Applications for an extension of a leave must be submitted to the 

University President at least three months prior to the starting date of the requested extension. 

The date upon which an application for an extension is due will be specified in the letter 

granting the leave. This extension date requirement may be waived by the University President 

upon written request of the applicant and approval by the appropriate University Vice 

President.  

 

17.7. Upon return to the University from a leave without salary, an employeeôs salary shall be 

adjusted to reflect non-discretionary increases which the employee would have received if not 

on leave.  

 

17.8. While on leave without salary, an employee shall retain accrued sick leave and annual leave 

earned prior to the commencement of the leave without salary, but shall not earn additional 

sick leave or annual leave.  

 

17.9. An employee on leave without salary may continue to contribute toward and receive the 

benefits of any State or Board insurance program and may continue to contribute toward and 

receive retirement credit in the State Universities Retirement System if the laws, rules, 

regulations, policies, and procedures governing the administration of such insurance programs 

or the State Universities Retirement System so permit. 

 

17.10. Crediting of Leave Time 

 

a.  Time spent by an employee on a leave without salary shall not be credited for the 

purpose of determining eligibility for sabbatical leave.  

 

b.  Time spent by an employee on a leave without salary for personal reasons shall not be 

credited for the purpose of determining eligibility for promotion.  

 

c.  Time spent by an employee on a full time leave without salary for the purpose of 

research, advanced study, professional development, or public service will be credited 

for the purpose of determining eligibility for tenure only if approved by the University 

President. Upon request, the President will provide a written explanation within ten 

working days to an employee whose  request to credit the time spent on a leave without 

salary for the purpose of determining eligibility for tenure has been denied. If an 

employee believes such a request has been  arbitrarily and capriciously denied, she/he 

may file a grievance under Article 6, Grievance Procedure. The sole question to be 

decided in any such grievance shall be whether the denial was arbitrary and capricious.  

 

 An employee may elect not to credit such time for the purpose of  determining 

eligibility for tenure. At the time of application, an employee must indicate in writing to 

the appropriate University Vice President whether the employee wishes time spent on a 

leave without salary to be credited for the purpose of determining eligibility for tenure. 

If an employee indicates in writing to the appropriate University Vice President before 

beginning leave without salary that the leave time is not to be credited for the purpose 

of determining eligibility for tenure, there shall be no retention evaluation of the 

employee during the period of the leave. 
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d. Time spent by an employee on leave without salary for the purpose of research, 

advanced study, professional development, or public service will be credited for the 

purpose of determining eligibility for promotion.  

 

17.11  Compulsory Leave  

 

 a.  If the University President believes an employee is unable to perform assigned duties 

due to illness or injury, the President shall inform the employee in writing of the basis 

for the President's belief, and may require the employee to obtain a medical 

examination by a doctor chosen and paid for by the University or by a doctor chosen 

and paid for by the employee. The doctor chosen and paid for by the employee must be 

acceptable to the University. Refusal of an employee to submit to a medical 

examination may result in suspension of the employee or other disciplinary action. The 

doctor shall submit an opinion to the President as to whether the employee (1) has a 

physical or mental condition which constitutes a health or other hazard to the employee, 

fellow employees, or others with whom the employee may come in contact, or (2) has a 

physical or mental condition which prevents the employee from performing the duties 

required by the position of employment. A copy of the doctorôs opinion shall be given 

to the employee. At the employeeôs discretion and expense, a second medical opinion 

may be obtained for consideration by the President. If two medical opinions are 

obtained which are in conflict, the two doctors, or the relevant professional association 

or society, shall be requested to identify a third doctor to supply an additional medical 

opinion for consideration by the President. The expense of the third doctor's opinion 

shall be shared equally by the employee and the University. 

 

b. If, after reviewing the medical opinions and other materials relevant to the employeeôs 

illness or injury, the President concludes that the employee (1) presents a health or 

other hazard to the employee, fellow employees, or others with whom the employee 

may come in contact, or (2) is unable to perform the duties required by the position of 

employment, the President shall place the employee on compulsory leave. The 

President shall notify the employee in writing of the duration of the compulsory leave 

period.  

 

 Any earned leave credits shall be used during the compulsory leave period. That 

portion of the  compulsory leave, if any, which is not covered by earned leave credits, 

shall be without pay.  

 

c. After expiration of one-half of the compulsory leave period, the employee may, upon 

prior notice to the University, and at the employeeôs expense, seek a medical opinion 

from a doctor  acceptable to the University as to the ability of the employee to return to 

work. If after  reviewing the opinion and other materials relevant to the employeeôs 

illness or injury the  President concludes the employee is able to return to work, the 

employee may return to work at the beginning of the next academic term of the 

University. 

 

d. If, after reviewing the opinion of a doctor chosen and paid for by the University or by a 

doctor  acceptable to the University chosen and paid for by the employee, and other 

materials relevant to the employeeôs illness or injury, the President concludes an 

employee is unable to return to work at the end of a compulsory leave, the President 




