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in
 the Memorandum of Agreement
) (
Highlights of Improvement
) (
By-laws
) (
Tenure and Promotion
) (
Appointment
) (
Academic Freedom
) (
Grievance Procedure
) (
Meeting with the Administration
) (
Establishing regular meetings between representatives of UFF and the President and Provost of the
 University (Article 6)
) (
Creating an improved grievance procedure that allows faculty, acting
 
individually or as part of a group or through the union, to seek
 
recourse for violations of 
contract rights and protection & 
Giving faculty more time to settle d
isputes before losing the
 right 
to file a grievance (Article 31).
) (
Extending academic freedom to matters of university governance
 (Article 10). 
) (
Giving faculty more rights in and better procedures for the
appointment process (Article 12).
) (
Establishing 
that departments can 
create discipline-specific and
 
binding clarifications of university tenure and promotion criteria
 
(Article 19 and Article 20).
) (
Guaranteeing that faculty members ha
ve the right to develop bylaws or their units, colleges and 
departm
ents and vote on them by secret 
ballot
 & 
Making departmental/college bylaws affecting terms and conditions of
employment binding, and violations subject to grievance (Article 9).
) (
See 
reverse side for further i
nformation on:
 Parental Leave Pilot Program; Family Leave (Article 24.7); Appointment (Article 12); and
 Assignments (Article 19); Grievance Procedure and Arbitration (article 31); Non- Renewal (Article 13.2Academic Freedom (Article 10); Non-Discrimination (Article 11); and Tenure (Article 19).
)
 (
Basic provisions:
A faculty 
member is entitled to up 19 and a half weeks or 1 semester leave paid parental leave
Extremely inclusive definition includes, adopted, foster, and stepchildren as well other situations in which faculty member, spouse, or domestic partner becomes legal 
guardian. (See specific language in footnote below)
At the time of separation from the university, “the number of hours that the faculty member used during the parental leave (minus the number taken as accrued leave) will be deducted from total balance of
 accrued sick and/or vacation leave. 
Restrictions: a faculty member can take only one leave during the pilot program; if both parents are in the collective bargaining unit, only one may take a leave per event during the pilot program, and the leave must b
e taken during a period when the faculty member would be working.
) (
Any written commitment to a faculty member regarding an appointment or matter associated with appt shall be subject to enforcement under art. 31. Commitments made at appointment not were
 enforceable through the grievance committee in the old contract (12.1.c).
Faculty explicitly included at each stage of the appointment process, in particular the faculty hiring committee, which must be at 75% department faculty members and can be exclusiv
ely department members. No candidate can be hired if the faculty as a whole has determined that the appointee is unacceptable (12.2. c & e). The faculty hiring committee
 not mentioned in old contract.
Each candidate interviewed for a job position in the ba
rgaining unit shall be provided with the URL addresses for the UFBOT-UFF Agreement and shall be advised, prior to the negotiation of the candidate’s initial salary, how to access a listing of the salaries of the faculty members in the department/unit, by r
ank and years of experience (12.2.b).
) (
(This is an unpaid leave but may be taken with pay by using accrued leave.)
Faculty members who have worked twelve months at the University are eligible for up to twelve weeks of unpaid leave in order to care for 
an “immediate family member.” 
The significant improvement is that the definition of immediate family member has been greatly extended
 to include: “a faculty member’s spouse, domestic partner, great grand-parent, grandparent, parent, brother, sister, child,
 grandchild, great-grandchild, or the great grandparent, grand parent, parent, brother, sister, child, grandchild, or great-grandchild, of the faculty member’s spouse or domestic partner, or the spouse or domestic partner of any of them. An ‘immediate fami
ly member’ shall also include an individual for whom the faculty member, domestic partner, or spouse is the current legal guardian or holds medical power-of-attorney, or other dependent or relative who lives in the faculty member’s household” (24.7.B.1).
) (
Appointment (Article 12)
) (
Family and Medical Leave (Article 24.7)
) (
Parental Leave, 3-yr. Pilot Program
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 (
Extended filing deadline of 60 days (from 30) for everything except for disciplinary action (which is 15 days following receipt of 
notice of discipline). For salary grievances the clock can start as late as the receipt of any salary warrant in which the discriminatory act or omission is reflected but the
 clock can start no later than 
the 6
th
 full pay period after the effective date of
 the pay action (31. 6. c. 4).
) (
Grievance Procedure and Arbitration (Article 31)
) (
New article extends “equitable opportunity” to cover Faculty member’s overall “development and advancement” not just meeting minimum criteria for T&P, and enjoining Uni
versity to make a good faith effort to provide equitable facilities and resources necessary to all faculty. [14. 1 D & E
;
 for equitable opportunity for tenure promotion, see 14.4]. 
Example, a faculty member could grieve not being given access to graduate t
eaching if that were significant to development and advancement in their discipline even if graduate teaching is not a requirement for promotion.
Written commitments in regard to assignments are 
grievable
 under article 31
 (14.1 F).
Teaching preferences. “T
he chair shall make good faith effort to accommodate a faculty member’s teaching preferences to the extent practicable.” In addition, the chair must inform the faculty member in advance of changes, discuss those changes with the faculty member, and inform 
the faculty member of the expected impact of, any contemplated change in the assignment in regard to teaching, scholarship, creative activity, and service (14. 2 E & F
).
Moving Office and Equipment. If a change in assignment requires moving equipment (or o
ne’s office), the faculty member is to be notified one a month before the required move and assistance by BOT for move must be given for that move (14.3 
B.2 )
.
New: Faculty members can
not be required to take an 
overload assignment
 (an overload assignment i
s defined as the assignment of any duties in excess
 of a faculty member’s 1.0 
fte
.
Strengthened faculty autonomy in determining appropriate time and place for performance of unscheduled activities (people can’t be required to be in their offices).  
“No fa
culty member’s assignment shall be arbitrary or unreasonable” New:  Defines 14.5 defines “arbitrary and unreasonable” as assignments made without consultation or without fair and reasonable attempt to accommodate faculty – means research needs to be consid
ered.
) (
Assignments (Article 19)
)
 (
The 
MoA
 extends academic freedom to all kinds of service. The old contract protected academic freedom for faculty engage
d in assigned service at UF.  (See article 10.1.a)
The new language specifically provides that academic freedom is a right in addition to constitutional freedom of expression. The old contract considered academic freedom to be more restricted than constitutional freedom of speech in the following respect. 
Faculty had the legal right to express 
themselves
 but could be disciplined by the University for doing so. For instance, under the old contract, faculty could be disciplined for expressing an opinion that contradicted official UF policy. This improvement i
s important because recent legal decisions have tended not to protect this right but rather to treat faculty much as employees of corporations which can restrict
 employees’ public statements. (10.1.b1; 10.4.a)
 
) (
Academic Freedom (Article 10)
) (
C
larifie
s tenure-track and permanent status accruing faculty must be renewed unless
a. 
The position or department is abolished, or a reallocation or reorganization of resources … would justify the non-renewal OR
b. 
The faculty receives an overall “unsatisfactory” 
evaluation
This is an important improvement because it establishes annual renewal as the normal course of events for faculty in tenure or permanent status accruing lines who have not yet earned tenure or permanent status and restricts circumstances under w
hich they can be can be denied reappointment. In the old contract, a tenure track person or perm-status faculty member could have been non-renewed for reasons not specified, custom and recent practice acted as guidelines. 
Provides for extended employment (of at least a year) in the event that the 
BoT
 fails to fulfill any of its obligations in re: appropriate notice. (13.3 A and B)
Faculties employed for between 1-2 years receive one semester; faculty in their third yea
r, re
ceive 
twelve months notice. Soft money faculty of five years or more, receive 12 months
;
 under 5 years, 90 days. This is a significant improvement because the old contract provided faculty on soft money with less than five year, were entitled to no notice 
and faculty of five years or over, 90 days. 
) (
Non-Renewal (Article 13.2)
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The new article is significantly more inclusive than the old contract. It prohibits discrimination on the basis of: ethnic origin, political opinion, and sexual orientation
. The 
BoT
 stated on the record that discrimination against gender orientation and performance was included under the article’s language on sexual orientation (11.2.a.2). The old contract provided protection against discrimination on the basis of “race, col
or, sex, religious creed, national origin, age, veteran status, disability, political affiliation, or marital status” (old article 6.2)
.
Protection against harassment.
 Faculty members shall be protected from illegal harassment, including but not limited to
 harassment on the basis of race, age, gender, or disability, in accordance with federal and state law. Illegal harassment occurs when the work place is permeated with intimidation, ridicule, and insult that is sufficiently severe or pervasive
( 11.2.b
). Th
e old contract protected only against sexual harassment and non-retaliation for union membership.
) (
Non-Discrimination (Article 11)
) (
Academic Freedom cont. (Article 10)
) (
The 
BoT
 must protect the faculty’s academic freedom not only at UF but also in regard to other institutions.
The 
BoT
 must treat faculty fairly and civilly in performing their duties as trustees. 
b
)
The 
BoT
 must respect the integrity of the evaluation process c)
T
he 
BoT
 must sustain principles of shared governance d)
The 
BoT
 must prohibit unauthorized persons (not faculty, staff, or students) from “entering or interrupting faculty classrooms or laboratories during instructional time” and support the authority of th
e faculty member to have unauthorized persons removed from their classroom or laboratory (e). This is of particular importance to faculty who teach potentially controversial material 
such as 
Women’s studies,
 Evolution, queer studies, and 
the Middle East.
T
he 
BoT
 must prohibit “disruptive student behavior, including behavior that involves violence against faculty, staff or student….” [10.4] During this bargaining, the 
BoT
 argued that a student had a right to disrupt a class, and the bargaining team prevailed
. 
) (
In regard to academic freedom, the old contract specified responsibilities only for faculty. The 
MoA
 specifies the “academic responsibility” also of the trustees, which include “the competent performance of duties and obligations
 and a commitment to foster within the University a climate favorable of academic freedom.”  This protection is particularly important in Florida, where the legislature has stipulated content at the high school level. 
) 
 (
The new article formalizes the right of each department to develop discipline-specific applications or interpretations of criteria for tenure and promotion. The 
BoT
 sets university-wide standards, and the individual departments specify (or establish “clari
fications”) that define what in their discipline fulfills/embodies those standards for tenure and promotion and makes them binding. 19.5. D  
The 
MoA
 also declares that tenure when ready is the law of the land, a big thing for some departments. See 19.3(c)
 
If a faculty member meets criteria, she will get tenure.
 Tenure criteria for individual faculty 
can not
 be changed after the appointment of the faculty member.  
BoT
 changes to the general criteria for tenure must made in consultation with UFF (article 8
 1).  If a faculty member has at least three years, he or she has the right to chose to be evaluated under the previous criteria).
(19.8(d) (no provision of the guidelines shall be inconsistent with the agre
ement); also 19.6(b-c).
       
The new article e
stablishes that equitable criteria must be used in tenure evaluation in two regards. The faculty member must be given assignments that permit for an equitable opportunity to achieve tenure criteria in regard to other faculty; faculty assignments must be co
nsistent with tenure criteria (19. 5A, D.1.a, and 19.5.e 4). The ‘discipline-specific clarifications’ for tenure “shall be adaptable to various assigned duties, so that department faculty have an equitable opportunity to earn tenure, regardless of their as
signments.” 
(19. 5 D.1.a).
  
The new article gives the right to faculty to stop the tenure clock for one year in the case of becoming a parent or otherwise taking on significant care for responsibilities for a new born (this is a very inclusive definition
 of parenting) OR for family medical leave (see definition) (19.4.a). 
) (
Tenure (Article 19)
) (
New definition of sexual harassment.
 The new article defines sexual harassment as “unwelcome sexual advances, or requests for sexual favors, and other verbal
 and physical conduct of a 
sexual  nature
 when” submission to such conduct is 
quid pro quo
 (i.e., made an explicit or implicit condition of employment or academic status or will be a basis for academic decisions affecting the individual) or produces a “hos
tile environment” (i.e. permeates the workplace with intimidation, ridicule, and insult sufficiently severe as to alter the individual’s conditions of employment). (11.2.b1-4)
The new definition is crafted to more clearly specify and protect the rights of 
all parties involved. Thus, “policies and regulations regarding harassment shall be … employed to protect individuals from discrimination, not to regulate the content of speech or restrict academic freedom…” This article distinguishes between sexual harass
ment and appropriate scholarly use of sexually explicit or suggestive materials. (11.2.b. 
5 )
The procedures for the sexual harassment policy were clarified and more exte
nsively delineated. (11.2
.-
3)  
The 
MoA
 also acknowledges that students can harass fac
ulty, which can be sign
ificant for untenured faculty.
) (
Non-Discrimination (Article 11)
) 
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