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ARTICLE |
Recognition

The Administration recognizes AAUP, pursuant to the
final certification of the Pennsylvania Labor Relations
Board of July 5, 1973 in Case Nos. PERA-R-1123-E;
PERA-R-1137-E, as the exclusive collective bargaining
representative of the employees of Temple University in
the unit described below for the purpose of negotiating
with respect to wages, hours and other terms and condi-
tions of employment:

All full time faculty, including department chairmen,
employed at Temple University, full time professional
librarians (including department heads) on the Paley
Library budget or in other colleges and schools in-
cluded in the bargaining unit, non-faculty academic
professionals as defined in Appendix A. Excluded
from the bargaining unit are members of the faculty,
librarians and support professionals at T.U. Rome,
the Medical School, Law School, Dental School and
Hospital of Temple University and all other non-
faculty and professional employees, including teaching
associates, and graduate assistants, Computer Activity
personnel, and management, supervisors, first-level
supervisors and confidential employees as defined in
Act195.

ARTICLE I
Definitions

1. Faculty-All full time employees who hold faculty
rank at Temple University excluding all visiting fa-
culty.

2. Librarians-All professional librarians including De-
partment Heads on the Paley Library budget and in
other colleges and schools included in the bargaining
unit.

3. University-The Temple University of the Common-
wealth System of Higher Education.

4. Temple-The Board of Trustees, President, Provosts,
Vice Presidents, Deans, and such other supervisors
and managerial personnel as defined in The Public
Employee Relations Act 195. It shall not include
Department chairpersons or Department heads in
Paley Library.
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AAUP-The Temple University Chapter of the Amer-
ican Association of University Professors.
Members of the bargaining unit-Faculty, librarians
and academic professionals represented by the AAUP
for purposes of collective bargaining.
Department chairperson-A faculty member who is
the functional head of an academic department.
Dean-The chief executive officer of each College
or School of Temple University.
President-The President of Temple University of
the Commonwealth System of Higher Education.
College or School-The terms are interchangeable
and refer to the Colleges and Schools now included
in the AAUP bargaining unit, namely:

College of Liberal Arts

School of Business Administration

College of Education

College of Health, Physical Education, Recreation

and Dance

School of Social Administration

College of Allied Health Professions

School of Pharmacy

Tyler School of Art

College of Music

School of Communications and Theater

College of Engineering Technology
Board of Trustees-The Board of Trustees of Temple
University of the Commonwealith System of Higher
Education.
Gender-The masculine, feminine and neuter gender
as used in this Agreement import one another. The
singular number shall import the plural whenever
applicable.
Visiting Faculty-A visiting faculty member is one
who is either on leave from another institution of
higher learning during his stay at Temple or one
who during the first year of employment is not
being considered for permanent affiliation by Temple.

ARTICLE 111
Salaries

A. General

1. All employees covered by this Agreement shall
receive a retroactive increase of 6.2% of their 1972-
73 salaries dating back to July 1, 1973.

Temple will not be required to pay any contributions
for 1973-74 to TIAA-CREF or to the Equitable for
pension contributions covered by the amount of this
increase.

Summer school salaries for 1974 shall be adjusted
by the amount of the above increase. This shall also
apply wherever percentages of salaries are used.

2. For the year 1974-75 beginning July 1, 1974 the
following shall apply:

a. All salaries of continuing employees shall be
increased by 5.5% or $825 per year, whichever
is greater.

b. On January 1, 1975 there will be a further in-
Crease at the rate of 2%% per year of the 1973-
74 salaries of continuing employees or $375 per
year, whichever is greater.

In addition, funds at the rate of 1% per year of the
1973-74 salary base shall be set aside for Merit
Increases, as described in this Agreement, ef-
fective January 1, 1975.
In addition, funds at the rate of 1% per year of the
1973-74 faculty salary base shall be set aside for
inequity increases as, described in this Agree-
ment, effective January 1, 1975,
In addition, funds at the rate of 1% per year of the
1973-74 salary base for academic professionals
will be set aside in accordance with Article m,
Section B, of this Agreement, to be applied ef-
fective January 1, 1975,
An additional increase of 1% of the 1973-74 sal-
ary will be made effective January 1, 1975 for
continuing librarians in lieu of an inequity in-
crease.

3. For the year 1975-76, beginning July 1, 1975 the

following shall apply:
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AAUP-The Temple University Chapter of the Amer-
ican Association of University Professors.
Members of the bargaining unit-Faculty, librarians
and academic professionals represented by the AAUP
for purposes of collective bargaining.
Department chairperson-A facuity member who is
the functional head of an academic department.
Dean-The chief executive officer of each College
or School of Temple University.
President-The President of Temple University of
the Commonweaith System of Higher Education.
College or School-The terms are interchangeable
and refer to the Colleges and Schools now included
in the AAUP bargaining unit, namely:

College of Liberal Arts

School of Business Administration

College of Education

College of Health, Physical Education, Recreation

and Dance

School of Social Administration

College of Allied Health Professions

School of Pharmacy

Tyler School of Art

College of Music
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College of Engineering Technology
Board of Trustees-The Board of Trustees of Temple
University of the Commonwealth System of Higher
Education.
Gender-The masculine, feminine and neuter gender
as used in this Agreement import one another. The
singular number shall import the piural whenever
applicable.
Visiting Facuity-A visiting faculty member is one
who is either on leave from another institution of
higher learning during his stay at Temple or one
who during the first year of employment is not
being considered for pérmanent affiliation by Temple.

ARTICLE Il}
Salaries

A. General

1. All employees covered by this Agreement shall
receive a retroactive increase of 6.2% of their 1972-
73 salaries dating back to July 1, 1973.

Temple will not be required to pay any contributions

for 1973-74 to TIAA-CREF or to the Equitable for

pension contributions covered by the amount of this
increase.

Summer school salaries for 1974 shall be adjusted

by the amount of the above increase. This shall also

apply wherever percentages of salaries are used.
2. For the year 1974-75 beginning July 1, 1974 the
following shall apply:

a. All salaries of continuing employees shall be
increased by 5.5% or $825 per year, whichever
is greater.,

b. On January 1, 1975 there will be a further in-
crease at the rate of 2%% per year of the 1973-
74 salaries of continuing employees or $375 per
year, whichever is greater.

In addition, funds at the rate of 1% per year of the
1973-74 salary base shall be set aside for Merit
Increases, as described in this Agreement, ef-
fective January 1, 1975,
In addition, funds at the rate of 1% per year of the
1973-74 faculty salary base shall be set aside for
inequity increases as, described in this Agree-
ment, effective January 1, 1975.
In addition, funds at the rate of 1% per year of the
1973-74 salary base for academic professionals
will be set aside in accordance with Article 111,
Section B, of this Agreement, to be applied ef-
fective January 1, 1975.
An additional increase of 1% of the 1973-74 sal-
ary will be made effective January 1, 1975 for
continuing librarians in lieu of an inequity in-
Crease.

3. For the year 1975-76, beginning July 1, 1975 the

following shall apply:



All salaries of continuing employees shall be in-
creased by 4% of the 1974-75 salaries. In addi-
tion 1%% of the 1974-75 salary base shall be set
aside for merit increases as described in this
Agreement.

b. Beginning January 1, 1976 all salaries of contin-
uing employees shall be increased by 5% of the
1974-75 salaries.

c. Beginning January 1, 1976 Temple will pay one
half of the cost of Family coverage under the
Blue Cross/Blue Shield Major Medical Plan.

4. Salary Minima: The following minima will apply to

all faculty regardiess of whether they are on aca-

demic or calendar year contracts.

a. As of July, 1, 1973 the following minima will
prevail for continuing faculty:

instructor $ 8,000
Asst. Professor 10,000
Assoc. Professor 12,500
Professor 15,700

b. As of July 1, 1974 the following minima will
prevail for continuing faculty:

Instructor $10,000
Asst. Professor 11,500
Assoc. Professor 14,100
Professor 17,800

c. As of July 1, 1975 the following minima will
prevail for continuing faculty:

Instructor $10,500
Asst. Professor 12,000
Assoc. Professor 15,000
Professor 18,500

B. Academic Professionals

Within sixty days Temple shall issue:

a. a job description for each Academic Profes-
sionals job, and

b. a salary grade level into which each job shall
be slotted based on the Administrative Salary
Structure attached as Appendix B.

2. By the same date Temple and the AAUP shali

have jointly established a six-member Review Com-
mittee (three members to be selected by each party).
Any Academic Professionals dissatisfied with Tem-

C. Me
1.

ple’s determinations in (a) or (b) above shall be en-
titled to appeal to the Review Committee within 20
days after the issuance of Temple's determinations.
The Review Committee shall hear all appeals and
shall make such written recommendations as it
deems appropriate within 20 days to the Vice Presi-
dent for Personnel Resources for final determina-
tion. Such determinations shall not be subject to the
grievance and arbitration provisions of this Agree-
ment.

A fund at the rate of 1% of the 1973-74 salary base
of academic professionals shall be assigned for these
adjustments effective January 1, 1975. Any unused
monies from this fund shall be divided equally among
the academic professionals, as of January 1, 1975.
rit Salary

FACULTY

Faculty are evaluated for merit increases by their
peers, by their chairperson and by their Dean. Mer-
it increases reflect the contributions that an indi-
vidual faculty member makes to the teaching, re-
search, and service functions of the University. The
process for determining merit increases will be as
follows:

Each college, for the 1974-75 year, shall receive,
effective January 1, 1973, a merit fund at the rate
of 1% per year of the 1973-74 salaries of faculty
bargaining unit members in the college; and, each
college, for 1975-76 year, shall receive a merit
fund of 1%% of the 1974-75 salaries of faculty bar-
gaining unit members in the coliege.

The Dean will notify each department of the mer-
it funds assigned to it. The chairperson of each de-
partment, after consultation with an appropriate
committee selected by the faculty of the department,
will submit to the Dean recommendations for indi-
vidual merit salary increases. In the event that the
recommendations of the committee differ from
those of the chairperson, the committee’s recom-
mendations shall also be submitted to the Dean. To
aid them in their deliberations, both the chair-
person and the committee shall upon request have
access to current salaries of eligible faculty mem-
bers in their departments.



The Dean of the college, in and after consultation
with the appropriate college committee (as desig-
nated by the college faculty), shall make recommen-
dations to the Academic Vice President, explaining
in writing to the Academic Vice President, to the
college committee, and to the AAUP significant de-
partures from the department committee’s recom-
mendations.

LIBRARIANS

Paley Library for the 1974-75 year shall receive a
merit fund effective January 1, 1975 at the rate of
1% per year of the 1973-74 salaries of bargaining
unit members in that unit; and Paley Library for
the 1975-76 year, shall receive a merit fund of
1%% of the 1974-75 salaries of bargaining unit
members in that unit.

The Director of Libraries, in and after consultation
with the appropriate elected committee of the Aca-
demic Assembly, shall make merit recommenda-
tions to the Academic Vice President, explaining in
writing to the Academic Vice President, the elected
committee, and the AAUP significant departures
from the elected committee’'s recommendations.
ACADEMIC PROFESSIONALS

Each Dean or Vice President, whichever pertains,
shall, for 1974-75 year, receive a merit fund ef-
fective January 1, 1975 at the rate of 1% per year
of the 1973-74 salaries of the bargaining unit aca-
demic professionals in his area of responsibility;
each Dean or Vice President, whichever pertains,
shall, for the 1975-76 year receive a merit fund of
1%% of the 1974-75 salaries of the bargaining unit
academic professionals in his area of responsibility.
Each Dean or Vice President will, in conjunction
with his department heads and supervisors, deter-
mine the individual merit awards. Notification of the
awards will be given to the AAUP (and, upon request,
an explanation of a given merit award will be made

tothe AAUP).
The procedures described above shall be the ex-

clusive method of determining merit salary in-
creases.

D. Salary Adjustment for Faculty — Inequities Fund

Within 30 days of the signing of this Agreement, a
University Inequity Adjustment Committee shall be
formed. It shall consist of a representative from the
Office of the President, the Vice President for Aca-
demic Affairs (or one person designated by him), one
small school Dean and one other Dean (each selected
by the Council of Deans), and four members named by
the AAUP.

The Committee shall first consider among other things
the differences between colleges in average salaries
by years of service in each rank to see if they repre-
sent inequities. Using its best judgment, the Commit-
tee shall then apportion among the various colieges
an amount of money equivalent to salary increases at
the rate of 1% per year of the 1973-74 salary base of
faculty members within the bargaining unit in a man-
ner designed to help correct salary inequities between
colleges and within colleges.

It shall complete the apportionment between colleges
within 60 days after its appointment.

The procedure for distributing these funds to individ-
ual faculty members within each college in order to
correct individual inequities shall also be determined
by the University Inequity Committee. All inequity
salary increases so determined shall be effective
January 1, 1975.

Redressment of Wage Inequities for Women and
Minorities (Faculty and Academic Professionals)

In order to identify and correct any existing faculty
salary inequities based on sex or race, Temple and
AAUP shall each appoint six persons from within the
University community to serve on a Salary Review
Committee.

The Committee's responsibilities will be three-fold:
(1) to develop a comprehensive system for determining
any internal inequities affecting women or minority
faculty members; (2) to guide and advise departmental
faculties, chairpersons and deans in redressing any
such inequities; and (3) to hear appeals from persons
who are dissatisfied with redressment decisions of
departmental faculties, chairpersons and deans.
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Within 30 days of the signing of this Agreement, the
members of the Salary Review Committee will be
named. The Committee shall collect data as it deems
appropriate on such matters as teaching, research and
service. Appropriate support staff and computer time
will be made available to the Committee. It will run a
multiple regression on the data for the majority group
(white males) in each school, department or group of
departments.

Data for a woman or a minority member will be sub-
stituted into the appropriate equation and an estimated
salary will be computed and compared with the pres-
ent salary. The difference, if any, between the esti-
mated salary and the present salary will be submitted
to departmental faculties, chairpersons, and deans as
a basis for investigating whether an inequity exists.
The Committee will be available to work closely with
departmental faculties, chairpersons, and deans to
help determine if redressment awards should then be
recommended. The departmental faculties, chairper-
sons and deans will inform the Salary Review Com-
mittee of their respective decisions.

Any person who is dissatisfied with his redressment
award (or lack thereof) as decided by the above pro-
cess may appeal to the Salary Review Committee. In
the event the Committee decides that the appeal has
merit, it shall consult with the appropriate dean be-
fore submitting its final recommendation to the Aca-
demic Vice President. The Committee will also send
a written statement of its decision to the person in-
volved.

If the Academic Vice President does not agree with
the Committee, he shall so inform the woman or mi-
nority person and the Committee of his reasons. The
decision of the Academic Vice President shall not be
subject to the grievance and arbitration provisions of
this Agreement.

The Salary Review Committee shall complete its de-
velopment of the comprehensive system for deter-
mining any internal inequities and shall send esti-
mated salary data to departmental faculties, chair-
persons and deans by February 15, 1975.

INEQUITY REDRESSMENT FOR ACADEMIC
PROFESSIONALS

An academic professional who believes there is a dis-
parity in salary because of race or sex may avail
himself of the grievance procedure herein.

Miscellaneous

1 MATCHING OFFERS
In the event that the Administration wishes to pay
any member of the bargaining unit in terms more
favorable than those set forth herein, it may do so
provided that it makes a written request with a de-
tailed rationale to the AAUP and the AAUP grants
its written approval in regard thereto; except, how-
ever, when the departmental faculty, chairperson
and Dean wish to retain a faculty member who has a
bona fide offer (in writing) from a rival institution,
the Dean (with the approval of the departmental fac-
ulty and the chairperson) may offer a competitive
salary adjustment to attempt to retain the individual
without the prior approval of the AAUP. In the event
that a salary increase results, Temple shall inform
the AAUP in writing within ten days of the decision.

2. SUMMER COMPENSATION
Summer teaching shall be paid at the rate of 3% of
the preceding academic year salary for each se-
mester hour taught.

ARTICLE IV
Fringe Benefits

Temple will maintain in full force and effect dur-
ing the term of this Agreement all of the fringe bene-
fits set forth in the Temple University Fringe Bene-
fits Handbook, dated July 1,1971, as amended to the
day immediately preceding the effective date of this
Agreement, except as amended within this Agrement.

1. Group Permanent Insurance-Temple will offer to
all present policy holders of Group Permanent In-
surance an equivalent amount of Group Term Life
Insurance at the prevailing payroll deduction based
on attained age.

11
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Pension Program

Any employee covered by this Agreement who has
at least ten years of service at the age of 55 may
elect to retire at age 62 or later. The employee must
notify Temple in writing that he desires to retire early.
Upon delivery of the written request, the employee
may elect to accelerate both his contribution and the
University’'s contribution so that at the elected time
of retirement there will be additional contributions
to his pension fund.

For example, if the election was made at age 55 that
the employee wished to retire at age 62, the follow-
ing alternatives are available:

At age 55 - 12 years paid in 7; each an-
nual contribution increased to 12/7 of
stated rates.

At age 56 - 11 years paid in 6; each an-
nual contribution increased to 11/6 of
stated rates.

At age 57 - 10 years paid in 5; each an-
nual contribution increased to 10/5 of
stated rates.

At age 58 - 9 years paid in 4; each an-
nual contribution increased to 9/4 of
stated rates.

At age 59 - 8 years paid in 3; each an-
nual contribution increased to 8/3 of
stated rates.

At age 60 - 7 years paid in 2; each an-
nual contribution increased to 7/2 of
stated rates.

At age 61 - 6 years paid in 1; each an-
nual contribution increased to 6/1 of
stated rates.

An individual who selects an early retirement date
may upon proper notice (at least one year) select
another retirement date.

Life Insurance

1. All employees covered by this Agreement will
be offered $5,000 non-contributory life insurance.

2. All employees will be given the opportunity to
purchase up to twice their salary (minus the $5,000
non-contributory insurance) on a contributory basis
at the prevailing rates.

D. Sick Leave Policy

Librarians shall be entitled to up to three months

sick leave. Academic professionals who are class

one employees shall enjoy the same sick leave policy

as now enjoyed by the faculty. Other academic pro-

fessionals will enjoy present sick leave policy as set

forth in the Employees’ Handbook.

Maternity Leave

1. For all bargaining unit members compensation
for maternity leave shall be treated the same as
for any other temporary disability.

2. Compensation for maternity leave shall not exceed
the contractual obligation to the faculty member.

3. Credit for tenure shall accumulate during matern-
ity leave only at the request of the faculty member.
Similarly, credit for completion of the probationary
period for librarians and academic professionals
shall accumulate during maternity leave only at
the request of the librarian or academic professional.

Leave of Absence

1. If the administration approves a leave of absence
without pay for a member of the bargaining unit,
the employee shall have the option of continuing
his fringe benefits during the leave of absence
at his own expense.

2. If the employee is disabled, the University will
continue to fund all of their fringe benefits except
pension.

Staffing on Rotation Basis
During the days preceding and following Christmas
and New Year, all offices that do not need to be fully
staffed shall operate with a partial staff. Members
of the bargaining unit in those offices shall work on
an equitable rotation basis to provide minimum staff-
ing needs.
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ARTICLE V
Work Load

A. Faculty

B.

A.
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1. Faculty teaching work loads shall be reasonable,
fair, and consistent with current practices and shall
also reflect research activity, creative activity, and
service to Temple University performed by the
faculty member.

Librarians and Acadimic Professionals

1. The normal work week shall be 35 hours. The
working hours of individuals shall be scheduled
by each department in accordance with the stand-
ards of professional service.

2. For all hours scheduled and worked beyond 35,
compensatory time off shall be granted as follows:
a. Time and a half off for all hours worked be-
tween 4:30 p.m. on Friday, or the day preceding
a holiday, and 8:30 a.m. Monday or 8:30 a.m.
of the next regularly scheduled work day follow-
ing the holiday.
b. Straight time off for all other over time hours.
3. Compensatory time off may be accumulated by the
librarian or academic professional up to 70 hours
and used at his option, subject to approval of his
supervisor, which approval shall not be unreason-
ably withheld.

ARTICLE VI
Tenure Procedures

Tenure practices and policies set forth in the Ten-
ure statement approved by the Board of Trustees of
September 1, 1970, shall not be altered during the life
of this Agreement without the concurrence of the
Board of Trustees and the Faculty Senate.

Tenure is an appointment which carries with it a col-
lection of rights enjoyed by the faculty, and as such
represents a status unique to institutions of higher
learning. The policy of Temple is not to have quotas
limiting the number of persons who can advance to
the distinguished status of tenured faculty.

C. Only after exhausting the internal appeals and only if

the elected Personnel Committee of the Faculty Senate
votes in favor of tenure for a faculty member and
Temple rejects this recommendation, may an appeal
be made. The process shall be that within 2 weeks
after notification of the decision of Temple, an ag-
grieved faculty member must, if at all, notify Temple
and the AAUP that he wishes to appeal the Temple
decision. Thereafter, within one week Temple and the
AAUP shall jointly appoint a six-member committee
to review the decision. Each party shall submit a list
of six names of members of the Temple community.
If the parties are unable to agree upon six of these
twelve proposed names to form the committee, they
shall each strike three names from the list submitted
by the other party, and the remaining six persons
named shall form the committee. Within one week
thereafter, the committee shall select three additional
members from within the Temple Community. By a
majority vote the committee may either:

1. Confirm the decision of Temple

2. Reverse the decision of Temple

3. Remand one time for such further consideration

as it deems appropriate.

If the case is remanded for such further consideration
and as a result the established time limits for a tenure
decision are exceeded, it is hereby understood that
this will not constitute de facto tenure. The committee
shall be empowered to direct when reconsideration
must be completed. If the reconsideration decision
extends past July 1, and the final decision is against
tenure, the faculty member shall then receive an ad-
ditional one year terminal contract.

If following remanding a committee must again be
constituted, the members thereof need not be the same
persons as those who served on the committee when
the matter was initially remanded.

The decision of the committee shall in all cases
be final and binding upon Temple, the AAUP, and the
faculty member involved. A tie vote shall be deemed
to be a confirmation of the decision of Temple.
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ARTICLE VI
Termination of Service of Faculty

Termination of service of a tenured faculty member
or of an appointment before the end of its specified
term may be made only for retirement, adequate
cause, or retrenchment (i.e. financial exigency, dis-
continuation or reduction of a program or a depart-
ment).

Before terminating an appointment because of re-
trenchment, Temple will make every effort to place
the affected faculty members in other suitable posi-
tions. The released faculty member's position will not
be filled with a replacement within a period of three
years, unless the released faculty member has been
offered reappointment and at least one month within
which to accept or decline.

Written notice that employment is to be terminated

because of retrenchment shall be given as follows:

1. Not later than March 15 of the first academic
year of service if the appointment expires at the end
of that year; or if a one year appointment terminates
during an academic year, at least three months in
advance of its termination.

2. Not later than December 15 of the second or third
academic year of service, if the appointment ex-
pires at the end of that year.

3. At least twelve months before the expiration of an
appointment after 3 or more years of service at the
University.

4. For tenured faculty, at least 18 months notice.
In each case, Temple shall have the option of sub-
stituting equivalent severance salary.

Retrenchment of faculty is one of the last and most
serious steps an institution of higher learning takes
in times of financial crisis. Temple and AAUP agree
that, as far as possible, the process of natural attri-
tion shall be used instead of retrenchment. In the re-
mote event of retrenchment, Temple and the AAUP
shall meet to discuss the best way to implement re-
ductions. Whenever possible, retrenchment should be
consistent with the University’'s moral and legal com-
mitment to Affirmative Action.

The order of retrenchment within a department or

program of instruction shall be:

1. Part-time faculty,

2. Non-tenured faculty,

3. Tenured faculty, provided that the faculty with the
least years of service to Temple University shall
be released first.

Either Temple or the AAUP may consider an order of

retrenchment different from that listed above to take

into account such important factors as:

1. The faculty remaining shall have the requisite
qualifications to perform the work required

2. Affirmative Action goals

3. Academic excellence

4. Early retirement.

In such event each party shall appoint six persons to a
12-person committee to decide the best method of re-
trenchment. Each party shall appoint at least half its
representatives from the faculty of the program, de-
partment or college affected. An order of retrench-
ment different from that specified above shall require
approval of a majority of the members of the full
committee. The decision of the committee shall be
final and binding.

Dismissal for Adequate Cause:

The definitions and procedures in the September 1,
1970 statement approved by the Board of Trustees
and stated in pages 13-16, entitied Termination of
Service by the University, of the September 1971
Faculty Handbook shall be included as part of this
Agreement and shall not be aitered as applied to mem-
bers of the bargaining unit during the term of this
Agreement without the concurrence of the AAUP, the
Board of Trustees, and the Faculty Senate. These
definitions and procedures shall govern the dismissal
of a faculty member for adequate cause with the addi-
tion that if the Board of Trustees overrules the Hear-
ing Committee’s reconsideration decision, the faculty
member involved may submit his case within 10 days
of notification of the overruling decision to binding
arbitration, under the arbitration provisions of this
Agreement.
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ARTICLE Vil
Promotions

Any applicant for a promotion to a position (except de-
partmental chairperson) or rank within the bargaining
unit shall, upon the denial of his application and after the
final exhaustion of internal appeals, be entitled to utilize
the grievance and arbitration provisions of this Agree-
ment. In any such arbitration the decision of Temple
shall be upheld by the arbitrator unless the arbitrator
shall find that the decision of Temple appears on its face
to be arbitrary or capricious, or that it violates the pro-
cedures established herein for promotion or set forth in
the 1971 edition of the Faculty Handbook. In either event,
the remedy of the arbitrator shall be to remand the de-
cision for reconsideration.

ARTICLE IX

Appointment, Promotion, and Termination
of Service of Librarians

A. Terms of Appointment
1. ANl full-time librarians within the bargaining unit
shall be appointed for such terms of office as shall
be provided in this statement of policy, subject to
the provisions contained herein with respect to the
termination of their appointments. The terms and
conditions of every appointment shall be stated in
writing and shall be in the possession of both
Temple and the librarian before the appointment
becomes effective.

2. Librarians who desire to be employed on a ten-
month (two months leave without pay) basis rather
than on a twelve-month basis shall make application
in writing for the same to the Director by March
1st of the preceding fiscal year. The Director shall
render a decision by April 1st. In the event that the
request cannot be granted to all librarians submit-
ting such a request, the Director, in making his
determination, shall do so on the basis of the oper-
ating needs of the library, and the relative seniority
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of the librarians involved. Where there is a conflict

and one or more of them has previously been re-

fused in a prior request, then preference shall be
granted to such librarian notwithstanding relative
seniority.

Librarians shall be appointed initially for a term of

one year and may be reappointed for two additional

terms of one year and two years respectively.

a. An appropriate committee of the Academic As-
sembly will advise the library Director on de-
cisions to grant and not to grant reappointment
during the first and second years, preceding con-
sideration for reappointments. The Director's
decision shall be made at least 90 days prior to
expiration of any contract.

b. A series of terms amounting to four years which
shall be considered a probationary period will be
followed by:

(1) a termination of contract, provided at least
six months notice of the termination has been
given in writing; or

(2) a one-year terminal contract for the fifth
year; or

(3) a regular appointment. (A librarian initially
hired at the P1 rank must be recommended for
a P2 rank at the end of four years, or he will
receive a terminal contract.)

Librarians who have completed less than one year
at the time of the signing of the contract shall begin
their first one-year appointment at the start of the
fiscal year 1974-75. Librarians who have completed
one year, but less than two years, at the time of the
signing of this contract shall begin their second
one-year appointment at the start of the fiscal year
1974-75. Librarians with more than one year, but
less than four years of full-time service at Temple
University will be considered for re-appointment
until the completion of their fourth year of full-

time service to the library. Librarians currently

employed with four or more years of full-time
service to the library will be considered to have
successfully completed the probationary period.
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B. Standards for Promotion and Completion of
the Probationary Period
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1.

A decision that the probationary period has been
successfully completed or a decision to promote
shall be based on the judgment that an individual
meets the accepted standards of performance for
professional librarians in areas which contribute
to the educational and research mission of the uni-
versity such as, but not limited to, reference serv-
ice, collection development, bibliographic organiza-
tion and control.
Criteria for promotion as established by the Aca-
demic Assembly and accepted by the Director shall
be used in consideration of promotion and/or re-
appointment. These criteria may be reviewed from
time to time and changed by mutual agreement of
the Academic Assembly and the Director. The cri-
teria used in consideration in these areas should
include:

(1) effectiveness of performance as a librarian;

(2) evidence of continuing professional growth;

(3) effectiveness of service to the library;

(4) scholarly performance; and

(5) years of service in rank.

No other criteria than that determined by the above
procedure may be used in evaluating a librarian’s
performance in determining promotion or reap-
pointment.

Librarians with significant experience in the insti-
tution from which they come shall be considered for
completion of the probationary period within two
years of full-time service, and under exceptional
circumstances may be granted a regular appoint-
ment on employment.

Librarians may always be considered for “com-
pletion of the probationary period” after shorter
periods of service than those specified above.
Librarians have the right to professional expres-
sion of judgments and views.

- =

C. Procedures

1.

Recommendation for consideration for promotion
and/or completion of the probationary period may
be initiated .at the appropriate time by any or all of
the following:
(1) librarian’s immediate supervisor,
(2) the appropriate Committee of the Librarians’
Academic Assembly,
(3) library administration,
(4) any colleague, and
(5) the librarian himself.
Initial evaluation for promotion shall be through
the appropriate Committee of the Academic Assem-
bly of Librarians (which Gommittee is to be defined
by the librarians of the Academic Assembly) and
the list of candidates shall be sent to the Director.
Prior to the final vote by the Committee it shall
consulit with the Director on its recommendations.
The Committee and the Director will use their best
efforts to resolve any differences and to discuss
with each other the reasons for promotions or non-
promotions.
If the Director is not in agreement with the recom-
mendation of the Committee, the Director will in-
form the individual and the Committee in writing
within ten days of his decision. The Committee
shall subsequently inform the librarian of the rea-
sons for its recommendations. If the individual
and/or the Committee wish to dispute the Director’s
decision, he must be informed within ten days of
receipt of his decision.
If there is no change in decision on the part of the
Director, it shall be forwarded immediately to the
Vice President for Academic Affairs. The decision
of the Vice President for Academic Affairs must be
given in writing within ten days to the individual,
the library Director, the Academic Assembly, and
the AAUP. If the matter is not resolved to the li-
brarian’s satisfaction it may be submitted to Arbi-
tration in accordance with this Agreement.

Librarians who have completed the probationary

. period shall maintain their status even if they have

a temporary physical or mental disability of less
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than six months duration that prevents them from
carrying out their responsibilities. With the appro-
priate medical certification the librarian may re-
turn to his university responsibility with the status
of having completed the probationary period.

Time spent on official leave from the university
will not be included in the calculations of the various
time periods stated above unless the librarian re-
requests in writing to the Director, and the Director
approves, that such leave time be included in the
timing of decisions on completion of the probation-
ary period.

D. Procedures for Periodic Evaluation of Librarians

1.

During the initial six months of employment, the
immediate supervisor and the librarian shall meet
at least once for informal discussions of profes-
sional performance and responsibilities involved.
At the end of six months a written evaluation shall
be made by the supervisor, discussed with the li-
brarian, signed by both, and placed in the librarian’s
personnel file. This initialling shall not be deemed
to constitute approval by the librarian. The librarian
is entitled to attach any written comment or refuta-
tion he deems appropriate to the evaluations.

Thereafter, annual written evaluations shail be
made each January by the immediate supervisor,
discussed with the librarian, signed by both and
placed in the librarian's personnel file. The librar-
ian is entitled to attach any written comment or
refutation he deems appropriate to the evaluation.

E. Termination of Service by Temple
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1.

Written notice that a reappointment or initial ap-
pointment is not to be renewed will be given to a
librarian who has not completed the probationary
period as follows: Three months for less than two
years of service, six months after two years of
service.

Termination of service of a librarian who has
completed the probationary period or an appoint-
ment before the end of its specified term may be
made only for retirement, adequate cause, or re-
retrenchment (i.e. financial exigency, discontinua-
tion or a reduction of a program or department).

Retrenchment: In every case of retrenchment, the
librarian who has completed the probationary period
shall be given at least six months notice or equiva-
lent severance salary. Librarians during the pro-
bationary period shall be given notice or equivalent
salary of not less than one month during the first
year of service, and six weeks after completing
one year of service, and eight weeks after two
years of service. Retrenchment shall be made ac-
cording to the following order:
a. part-time librarians,
b. librarians on probationary appointment accord-
ing to the inverse date of hire within the library,
c. librarians who have completed the probationary
period by inverse order of date of hire within the
library, provided in each case above that the li-
brarians remaining have the requisite qualifica-
tions or specialties to perform the work re-
quired. An appropriate committee of the Aca-
demic Assembly will advise the administration on
decisions implicit in the retrenchment process.

F. Dismissal for Adequate Cause

1.
2.

Adequate cause.

Dismissal of a librarian who has completed the

probationary period, or before the end of the speci-

fied term of an appointment, will be preceded by:

a. discussion between the librarian and appropriate
administration officers looking toward a mutual
settlement;

b. informal inquiry by the appropriate elected com-
mittee of the Assembly of Librarians, which may,
failing to effect an adjustment, determine whether
in its opinion dismissal proceedings should be
undertaken;

c. a statement of reason framed with reasonable
particularity from the Director of Libraries.
This statement of reasons must be sent to the
librarian and the AAUP. If the matter is not re-
solved to the satisfaction of the librarian in-
volved, he may use the grievance and arbitration
procedure.
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G. Recall

Appointment, Promotion, and Termination of Service

1.

Following a lay off due to retrenchment, any li-
brarian laid off due to retrenchment shall be re-
called in inverse order of lay off provided they have
the present ability to perform the work available.
Laid off employees shall have recall rights for a
period equal to their length of service but in no
case to exceed two years.

Notice of recall shall be sent to the laid off em-
ployee at his last address of record. The librarian
will be given two weeks to consider the acceptance
of such offer. The librarians thus recalled will make
every effort to report as soon as possible there-
after, but in no case may such reporting date be
beyond two months.

ARTICLE X

of Academic Professionals

A. Terms of Employment

1.

Each full-time academic professional shall receive,
at the time of employment, a letter setting forth
a brief description of the academic professional’'s
duties, his or her salary and any employment con-
ditions particular to the individual academic pro-
fessional. Thereafter, whenever the academic pro-
fessional’s duties and/or responsibilities change
significantly, the academic professional shall receive
a new appointment letter as stated above.

An academic professional may request a two-month

leave of absence without pay. Such leave is subject
to the approval of his supervisor.

B. Procedures for Periodic Evaluation of Academic
Professionals
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1.

The probationary period shall be no more than
two years. Written evaluation shall be made by
the Director or supervisor at regular intervals
(at least annually), discussed with the academic
professional, signed by both and placed in the
academic professional’s personnel file. This sign-
ing shall not be deemed to constitute approval

by the academic professional. The academic pro-
fessional is entitled to attach any written comment
or refutation he/she deems appropriate to the eval-
uation.

All those academic professionals who shall have
been employed at Temple for more than two years
as of the signing of this Agreement shall be pre-
sumed to have satisfactorily completed the pro-
bationary period.

Academic professionals shall have the right to
the professional expression of judgments and views.

C. Termination of Service by Temple

1.

During the probationary period, any academic pro-
fessional who is terminated, for other than dis-
ciplinary reasons necessitating immediate discharge,
shall be entitled to written notice or equivalent
salary as follows:
Two weeks if employed less than six months;
Four weeks if employed more than six months
but less than one year;
Two months if employed more than one year
but less than two years.

Academic professionals who have completed the
probationary period shall, minimally, receive notice
of termination (or equivalent salary) as follows:
Two months if employed less than two years;
Four months if employed at least two years
but less than four years;
Six months if employed four or more years.

Academic professionals who have completed the
probationary period shall be terminated only for
retirement, adequate cause, or retrenchment (i.e.
financial exigency, or discontinuance or reduction
of a program or department).

Dismissal for adequate cause of an academic pro-
fessional who has completed the probationary period
shall be preceded by (1)discussion between the aca-
demic professional and the appropriate administrat-
ive officer(s) and (2)a written statement of reasons
framed with reasonable particularity and sent to the
academic professional and to the AAUP.
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5. Retrenchment within a department or program
shall be made according to the following order:
a. Part-time academic professionals,

b. Academic professionals on probationary appoint-
ment,

c. Academic professionals who have completed the
probationary period by inverse date of hire within
Temple, provided that, in each case, the aca-
demic professionals remaining have the requisite
qualifications or specialties to perform the work
required.

6. Temple shall make every effort to place retrench-

ed academic professionals in other positions in
the University.

7. The position of an academic professional who
is laid off because of a retrenchment after the

completion of his/her probationary period shall
not be filled for a period of one year without first
offering the position to the academic professional
who was laid off. Upon receipt of such offer in
in writing, an academic professional shall have
one month to decide whether he/she wishes to
accept the offer.

8. An academic professional who has completed the
probationary period and who is terminated (except
for retirement) or laid off shall be entitled to
utilize the grievance and arbitration provisions of
this Agreement.

ARTICLE XI
Selection and Compensation of
Department Chairpersons

The AAUP and Temple University recognize that
the role of the chairperson differs among academic
units across the University and even within depart-
ments in any school or college. Accordingly, the
AAUP and Temple agree that in the designation of
any chairperson the mode of designation of the depart-
ment's nominee shall be determined by the department,
provided that the department shall consult with the

Dean before making a final determination of the pro-
cedure and that the last such instance of consultation
shall occur no more than thirty days before a nominee
is to be designated. Normally, no chairperson shall
be nominated or appointed without the approval of
a majority of fulltime faculty of the department.
Should the Dean find it necessary not to accept the
department’s nominee, he shall ask for an alternate
nominee. Should mutual concurrence not then be ar-
rived at, the Dean may then appoint an acting chair-
person but shall account for his action to the approp-
riate faculty body in his college.

B. Accordingly, the AAUP and Temple agree that the
designation of the departmental chairperson shall be
the mutual concern and shall require the input of
the Dean and the departmental faculty, and that no
chairperson shall be designated without departmental
faculty and Dean concurrence in the appointment.

C. Chairpersons are appointed for initial terms not to
exceed five years. Beyond this, with due consider-
ation to the value of change, they may be reconsider-
ed for an additional term or terms not to exceed
five years each.

D. Incumbent chairpersons shall finish their current
terms.

E. Department chairpersons or department heads in the
Library may receive extra compensation in addition
to their salaries for their administrative duties. When
they do receive such extra compensation, the AAUP
will be notified in writing of the amount and the rea-
sons for the extra compensation.

ARTICLE X1l
Affirmative Action

Temple and the AAUP agree to cooperate in the im-
plementation of the Affirmative Action Program.
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ARTICLE Xiil
No Discrimination

Neither Temple nor the AAUP shall discriminate a-
gainst or in favor of any employee on account of race,
color, creed, marital status, national origin, political
belief, political affiliation, sex, age, AAUP member-
ship or non-membership except that the AAUP Bylaws
and Constitution requiring membership as a condition
of voting and service on committees shall not be con-
sidered in violation of the above.

. ARTICLE XiV
Maintenance of Standards

This Agreement shall not be interpreted or applied
in any manner which will in any way deprive any member
of the bargaining unit of his existing contractual salary
or contractual fringe benefits, or those fringe benefits
set forth in the Temple University Fringe Benefits Hand-
book, dated July 1, 1971, as amended to the day immed-
iately preceding the effective date of this Agreement

(unless this Agreement specifically improves upon a
given fringe benefit).

Futhermore the following items contained in the 1971
edition of the Faculty Handbook shall be maintained unless
this Agreement specifically alters a given item listed
below, namely:

1. Employmentfor extra compensation
2. Internalcompensation

3. Summerresearch and instruction

4. Overload

The current methodology with respect to the following
matters shall not be altered during the term of this

Agreement without the approval of both the Faculty Senate
and Temple:

1. Grantsinaidof research
2. Study leaves
3. Summerresearch awards
The current practices with respect to University patent
policy shall not be altered during the term of this Agree-

ment without the approval of both the Faculty Senate
and Temple.
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Any change in the definition of the academic year
and fiscal year which affects members of the bargaining
unit must be preceded by discussion with AAUP.

ARTICLE XV
Grievance Procedure

A. The AAUP and Temple agree that they will use
their best efforts to encourage the informal and
prompt settlement of grievances. However, in the
event a grievance may arise between Temple and
one or more of its employees, or between Temple
and the AAUP, involving the interpretation and ap-
plication of this Agreement which cannot be settled
informally, a grievance procedure is described here-
in below for the orderly resolution of such grievances.
The AAUP shall be notified in advance and shall
have the right to be present at all steps of the griev-
ance procedure. It shall have the right to represent
the grievant at all such steps unless the grievant
waives such representation.

First Step. A grievance may be presented in-
formally to the Chairperson® for the resolution within
twenty days after its occurrence or when the grievance
should have been known. In the event a grievance
is not informally settled within the twenty day period,
it must thereafter be presented formally in writing
to the Chairperson within ten days. The Chairperson
will discuss and answer the grievance within five
days after the grievance has been presented to him.

Second Step. in the event the answer in First
Step does not resolve the dispute, the matter may
then be presented to the Dean*or his designee for
resolution and discussion within five more days.
A grievance so presented in Step Two shall be answered
by Temple in writing within ten days after its present-
ation.

*Or the counterparts in the Library and among academic
and support professionals.

29




A.

30

Third Step. In the event the answer in Second
Step does not resolve the dispute. the grievance may
then be presented to the University Provost and Vice
President for Academic Affairs’or his designee for
resolution and discussion within five days. A grievance
so presented in Step Three shall be answered by
Temple in writing within ten days after its presentation.
Failure on the part of Temple to answer a grievance
at any step shall not be deemed acquiescence thereto,
and the AAUP or the grievant may proceed to the
next step.

A grievance on behalf of Temple may be presented
initially at Step Three by notice in writing addressed
to the AAUP atits offices.

All time limits herein specified shall be deemed to
be exclusive of Saturdays, Sundays and holidays.

Any disposition of a grievance from which no appeal
is taken within the time limits specified herein shall
be deemed resolved and shall not thereafter be con-
sidered subject to the grievance and arbitration pro-
visions of this Agreement.

A grievance which affects a substantial number or
class of employees may initially be presented at Step
Two or Step Three by the AAUP. The grievance
shall then be processed in accordance with the griev-
ance procedure.

ARTICLE XVI
Arbitration Procedures

In the event a grievance is not satisfactorily re-
solved within the preliminary steps of the grievance
procedure described in this Agreement, or the Agree-
ment otherwise provides that a matter may be re-
ferred to arbitration, and the grievant and/or the
AAUP wishes to proceed to arbitration, the parties
shall meet within ten days to attempt to select an ar-
bitrator competent in matters peculiar to institutions
of higher education and, if appropriate, to a particular
discipline. Shouid the parties be unable to agree on an
arbitrator within five days, the grievance may be re-

ferred to the American Arbitration Association for
resolution by a single arbitrator in accordance with
its Voluntary Rules of Labor Arbitration then in force.
The language used in this Agreement shall be binding
upon the arbitrator.

The decision of the arbitrator shall be final and
binding.

The costs of arbitration shall be borne equally by
Temple and the AAUP. Such costs shall be limited to
the arbitrator's fee and expenses and the charges of
the American Arbitration Association. In the event an
individual or individuals submit a matter to arbitra-
tion without the participation of the AAUP, the individ-
ual or individuals shall bear the costs otherwise borne
by the AAUP.

ARTICLE XVII
Rights of AAUP

The AAUP shall be entitled to the use of meeting
rooms and other university facilities upon application
to, and approval from, the appropriate Temple author-
ity on the same basis as granted to any group within
Temple.

The AAUP shall have the right to post its official com-
munications on approved bulletin boards in each Tem-
ple building and the AAUP shall have the right to use
at no cost the campus mail and mail boxes for the
distribution of its official communications.

Temple shall make available to the AAUP, upon rea-
sonable notice, information and data concerning the
wages, hours, and terms and conditions of employment
of members of the bargaining unit.

Temple shall reproduce and provide 3,000 copies of
this Agreement to the AAUP within 60 days following
ratification of the Agreement: the cost of such repro-
duction shall be borne equally by the parties.

The AAUP shall have the right to use the addresso-
graph service at the established standard rate.

Temple shall list one AAUP telephone number in the
University Telephone Directory.
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G. Temple shall allow reasonable time for librarians
and academic professionals for the processing of their
grievances during normal working hours.

H. Participation in Association Activities:

Since the American Association of University Pro-
fessors has historically been a professional organi-
zation, participation in Association Activities shall
be credited as University service in the same manner
that other professional service is credited.

ARTICLE XVII, Section A
Deduction of Dues

A. Deduction of Established Dues. Temple, subject
to any applicable law, will deduct from the salary of
any bargaining unit member who authorizes such de-
duction, the AAUP’s established monthly dues as cer-
tified by the AAUP. Any such employee wishing to
begin dues deductions shall submit a properly com-
pleted authorization card to Temple's Business Office.

B. A facsimile of the authorization card to be used for
the deduction shall be as follows:

“To Temple University:

I, the undersigned, a member of the AAUP bargaining
_unit, authorize Temple to deduct:

AAUP local dues
AAUP National dues

from my salary and to remit the amounts so deducted
to the AAUP.

This authorization shall remain in full force and ef-
fect until the same is revoked by me in writing, copies
of which revocation have been sent to the AAUP and
Temple during the period of October 15—November 1 of
any year to become effective the following January 1.

Name

Dept. —

Social Security No EmployeeNo.

Signature Date "
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Within 15 days after the close of any payroll period
Temple shall forward to the AAUP (1) the dues de-
ducted in the last payroli period and (2) a list showing
the names of bargaining unit members who authorized
such deductions and the amounts deducted.

The AAUP shall defend, indemnify and save harmiess
Temple, and its employees, from any and all liability,
costs and expenses (including attorney's fees) arising
as a result of the proper deduction of AAUP dues.

ARTICLE XVili
Rights of Temple

All managerial and administrative rights and func-
tions except those which are abridged by this Agree-
ment, are vested exclusively in Temple.

The enumeration of certain rights and privileges of
faculty members in this contract shall not be con-
strued to deny or diminish the existing rights, privi-
leges, and responsibilities of faculty members to par-
ticipate directly in the formation and recommendation
of educational policy within the University and its
schools and colleges, as these rights, privileges, and
responsibilities are described under the appropriate
constitutions of the various parts of the University.
Changes or modifications in University, school or
college procedures which affect the rights, privileges,
and responsibilities regarding the formation and re-
commendation of educational policies will be governed
by procedures prescribed in the University, school or
coliege constitutions, as approved by Temple.
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ARTICLE XIX
Personnel Files

Each unit within Temple University shall maintain
two personnel files for each employee.

There shall be a personnel file which shall include

but not be limited to the following:

1. Personal information.

2. Information relating to the employee’'s academic

and professional accomplishment submitted by the

employee or placed in the file by his request.

Records generated by the college.

Memoranda of discussions between the employee

and his department chairperson or supervisor re-

lating to evaluations of the employee’s professional

performance.

5. An accurate summary of evaluation reports of the
employee's academic and professional performance,
ascontained in the Administration file.

No materials shall be placed in the employee’s per-
sonal file until the employee has been given the oppor-
tunity to read the contents and attach any comments
he may so desire. Each such document shall be ini-
tialed by the employee before being placed in his file
as evidence of his having read such document. This
initialing shall not be deemed to constitute approval
by the employee of the contents of such document. If
the employee refuses to initial any document after

having been given an opportunity to read the same, a

statement tc that effect shall be affixed to the

document.

The personal file shall be available for examination by

the employee at his request.

There shall be a separate administration file which

shall contain:

1. All materials requested by the unit of Temple
University or supplied by the employee in connec-
tion with the employee’s original employment.

2. All observation reports of the employee’s academic
and professional performance.

The administration file shall only be available to the

committees and individuals responsible for the review

and recommendation of the employee with respect to
appointment, reappointment, tenure and promotion.

Such committees and individuals shail have access to

L

34 all summaries given to the employees.

ARTICLE XX
No Strike/No Lockout

A. Neither the AAUP, nor any member of the bargain-

ing unit, shall, during the term of this Agreement,
instigate, engage in, support, encourage, or condone
any strike, work stoppage, or other concerted re-
fusal to perform work.

in the event that any member(s) of the bargaining
unit engage in any activities prohibited above, the
President (or in his absence another officer) of the
AAUP shall, upon request by Temple, immediately
notify the involved member(s) of the inappropriate
and unsanctioned nature of the activity and shall in-
struct them to cease the activity and to resume their
regular duties. Upon request, the AAUP shall also
notify Temple in writing that such activities by mem-
bers have not been called or sanctioned by the AAUP.
Temple reserves the right to take appropriate action
(subject to the provisions of this Agreement) where
activities in violation of this Article by the AAUP
and/or members result in interference with any
operation of the University.

Temple shall not lock out any members of the bar-
gaining unit during the terms of this Agreement.

ARTICLE XXI
Savings Clause

It is understood and agreed that all agreements
herein are subject to all applicable laws now or
hereafter in effect; and to the lawful regulations,
rulings and orders of regulatory commissions or
agencies  having jurisdiction. |f any provision of

this Agreement is in contravention of the laws or
regulations of the United States or of the Common-

wealth of Pennsylvania, such provision shall be super-
seded by the appropriate provision of such law or
regulation, so long as same is in force and effect;
but all other provisions of this Agreement shall
continue in full force and effect.

If, at anytime thereafter, a provision once declared
invalid shall be valid, then the provision as origin-
ally embodied in this Agreement shall be restored
in full force and effect. a5




ARTICLE XXII
Federal Wage Controls

If the Federal Government institutes wage controls
in any form and any portion of this collective bargaining
agreement is deferred or cut back, the parties may
meet to consider a reallocation of the monetary equivalent
of the disapproved wages or benefits in a manner that
would result in government approval.

ARTICLE XXIli
Meet and Discuss Conference

Representatives of Temple and representatives of the
AAUP shall confer at least once each semester to
consider problems concerning this agreement and other
matters of mutual concern. The parties shall agree
upon a date for such conference which shall be mutually
convenient and each party shall, within at least ten
days of such date, submit to the other party a list of
topics to be included on the agenda of the conference.

ARTICLE XXIV
Agreement Construction

The Article or paragraph titles throughout this Agree-
ment are merely editorial identifications of their related
text and do not limit or control that text.

ARTICLE XXV
Duration of Agreement

This Agreement shall be effective July 1, 1973 and
shall continue in full force and effect up to and including
June 30, 1976. It shall automatically be renewed from
year to year thereafter unless either party shall notify
the other in writing by such time as would permit the
party to comply with the collective bargaining timetable
as set forth in Article VHI of the Public Relations Act.
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ARTICLE XXVI
New Positions
Academic Professionals

Should a-new Academic Professional position be created
during the term of this Agreement, the University shall
develop and implement a proper rate for each such po-
sition and report it to the AAUP.

When a salary for a new position is installed, the AAUP
may, at any time, but within a reasonable period which
may not exceed 30 days, file a grievance alleging that

such new rate does not bear a fair relationship to other
positions in the University.

37



APPENDIX A
Academic Professional

An Academic Professional is a full-time employee of
the University who is:

1. a counselor or academic advisor at the College of
Liberal Arts; or the Counseling Center; or Career
Services, Temple Opportunity Program, Special
Recruitment and Admissions Program; or

2. a supervisor of practice teaching at the College of
Education; or

3. a support professional in the intern teaching pro-
gram for college graduates who is not a member of
the faculty; or

4. any other support professional who is necessary
or adjunct to the teaching of students or research
functions of the University, including all those posi-
tions and individuals which were previously agreed
upon.

An Academic Professional is not a full-time member of
the faculty, a full-time librarian, a temporary employee,
an employee of the University assigned to the campus at
Rome, Iltaly, the Schools of Law, Medicine, or Dentistry,
or the Temple University Hospital or Computer Activity,
or any other employee of the University who is not a
member of the faculty or a professional employee coming
within the foregoing definition, and any employee of the
University who is a member of management or is a
supervisor, first-level supervisor or a confidential em-
ployee within the meaning of Act 195.
A support professional is an employee of the University
whose work is necessary or adjunct to the teaching of
students or to research functions of the University which
work shall:

A. 1. be predominantly intellectual and varied in char-

acter,;

2. require consistent exercise of discretion and
judgment;

3. require knowledge of an advanced nature in the
field of science or learning customarily acquired
by specialized study in an institution of higher
learning or its equivalent;

38

B.

4. be of such character that the output or result
accomplished cannot be standardized in relation to
a given period of time; or

be original and creative in character in a recognized

field of artistic endeavor and the result of which de-

pends primarily on the invention, imagination, or

talent of the employee.

APPENDIX B
Administrative Salary Structure

EFFECTIVE 7/1/73

Salary Lower Upper Salary
Grade Minimum  Quartile Midpoint Quartile Maximum  Grade
1 4,280 4,815 5,350 5,885 6,420 1
2 4,630 5,210 5,785 6,365 6,940 2
3 5,000 5,625 6,245 6,870 7,490 3
4 5,400 6,075 6,745 7,420 8,090 4
5 5,830 6,560 7,285 8,015 8,740 5
6 6,290 7,080 7,865 8,655 9,440 6
7 6,800 7.650 8,495 9,345 10,190 7
8 7,340 8,260 9,175 10,095 11,010 8
9 7.930 8,920 9,910 10,900 11,880 9
10 8,560 9,630 10,700 11,770 12,840 10
" 9,250 10,405 11,560 12,715 13,870 1
12 10,000 11,250 12,500 13,750 15,000 12
13 10,820 12,170 13.520 14,870 16,220 13
14 11,680 13,150 14,610 16,070 17,530 14
15 12,620 14,200 15,780 17,360 18,940 15
16 13,620 15,325 17,030 18,735 20,440 16
17 14,700 16,535 18,370 20,205 22,040 17
18 15,860 17,840 19,820 21,800 23,780 18
19 17,130 19,270 21,410 23,550 25,680 19
20 18,530 20,845 23,160 25,475 27,790 20
21 20,040 22,545 25,050 27,555 30,060 21
22 21,680 24,390 27,100 29,810 32,520 22
23 23,460 26,395 29,325 32,260 35,190 23
24 25,380 28,555 31,730 34,905 38,080 24
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