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UWF and UFF-UWF agree to TA the following articles. However, the Parties may agree to make
minor revisions as needed in these articles related to and including adding headings as
necessary, correcting formatting, spelling, spacing, or other scrivener's error corrections.
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ARTICLE1  RECOGNITION
ARTICLE2  CONSULTATION
ARTICLE3  UFF PRIVILEGES
ARTICLE4  RESERVED RIGHTS
ARTICLES  JOB CLASSIFICATION
ARTICLE 10  ASSIGNMENT OF RESPONSIBILITIES
ARTICLE 14  LAYOFF AND RECALL
ARTICLE 15  PROMOTION PROCEDURE
ARTICLE 18  JOB ABANDONMENT
ARTICLE19  LEAVES
ARTICLE 20 INVENTIONS AND WORKS
ARTICLE21  CONFLICT OF INTEREST / OUTSIDE ACTIVITY
ARTICLE 24  SABBATICALS AND PROFESSIONAL DEVELOPMENT LEAVES
ARTICLE 27 UFF INSURANCE DEDUCTION
ARTICLE 28  PAYROLL DEDUCTION
ARTICLE29  MAINTENANCE OF BENEFITS
ARTICLE30  MISCELLANEOUS PROVISIONS
ARTICLE31  SEVERABILITY
ARTICLE 33 TOTALITY OF AGREEMENT
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UWF and UFF-UWF agree to TA the following articles. However, the Parties may agree to make
minor revisions as needed in these articles related to and including adding headings as necessary,
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Article 5
ACADEMIC FREEDOM AND RESPONSIBILITY

5.1 Policy.

It is the policy of the Board and the UFF to maintain and encourage full academic freedom.
Academic freedom and responsibility are essential to the full development of a true university
and apply to teaching, research/creative activities, assigned service, and the activities set forth
in Sections 11.4(f) (Criteria) regarding participation in governance and 11.4(g) regarding other
assigned University duties.

5.2 Campus Free Expression

University policies supportive of campus free expression shall align with Florida Statutes and the
United States and Florida Constitutions.

5.23 Teaching and Research.

Consistent-with-the-exercise-of-academicresponsibility; Faculty will have freedem- the right to
present and discuss their ew+ academic subjects, franklyand-forthrightly freely and candidly;

without fear of censorshlp_ anel— te—seleet—ms#uetrenaJ—mateﬂaJs—aﬁd—dete#mre—gFaGeS%

ef—eve#y—Faeuk—y—Memba—Faeu—Lt—y—w—HJ—a%e—be—#ee— Facultv aIso have the rlght to engage in

scholarly and creative activity and publish the results in a manner consistent with their
professional obligations.

5.4 Selection of Course Materials and Determining Grades.

Faculty shall have freedom to select instructional materials and determine grades in accordance
with this Agreement, University policies, Board rules and regulations, Florida Board of Governors
regulations, and Florida Statutes.

5.35 Academic Responsibility.

Academic freedom is accompanied by the corresponding responsibility to_uphold professional

and ethical standards. Faculty are expected to:

(a) be forthright and honest in the pursuit and communication of scientific and scholarly
knowledge;
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(b)  respect all University employees and students;-statfand-colleagues-asindividualstreat

them-h-a -with collegiality in all professional settings-wanner; and avoid any exploitation

efsuch-personsforprivate-advantage for personal gain;

(c) respeet-_maintain the integrity of the- all applicable evaluation process-with—+regard-te

(d)

authe#&ed—as—sueh—and not purport to speak for the University unless expressly authorlzed

to do so, and clearly distinguish personal views from official University positions when
necessary to avoid ambiguity; and

(e)  contribute to the orderly and effective funetioning- operations of their Faculty-Member's
academic Unit {pregram Departmentdivisionand/orCoellegel-and/er the University.

5.46 Professional Responsibilities.

In addition to their assigned duties, Faculty haveresponsibilitiesarisingfrom-the-nature-of-the
educational-process are responsible for upholding the broader ethical expectations of teachers,

researchers, and public employees.- Sueh- These responsibilities include, but are not limited to,
observing and upholding the ethical standards of their discipline; participating, as appropriate, in
the shared system of collegial governance, especially at the Department level; respecting the
confidential nature eftherelationship-betweenprofessorandstudent of records and information
where required by law; -adheringto-one’sproperrole maintaining professional expectations and
behavior as teacher, researcher, and intelectual mentor, and-ceunselor; and conducting oneself

in a professional eelegial manner in all interactions.

5.7 Academic Freedom and Academic Governance

The Board and the UFF recognize the necessity of a strong system of academic governance that
actively involves Faculty Members in areas of academic matters through elected bodies.
Participation in these bodies by Faculty is an expected component of faculty service to the
University and its academic mission.

Michael Mattimore
Chief Negotiator — UWF BOT

Signed by:

Mike Mattmore 0470372026

BZFZ40ESATO44RAT ...

Date

Jonathan Fink
Chief Negotiator — UFF UWF

DocuSigned by:

ﬁomf(uum Fik 4032026

93498C4B25164D9...
Date
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6.1
(a)

(b)

(c)
(d)

6.2
(a)

(b)

(c)

Article 6
NONDISCRIMINATION

Statement of Intent.

The University and the UFF fully support all laws intended to protect and safeguard the
rights and opportunities of each faculty member, staff member, and student to work
and learn in an environment free from any form of unlawful discrimination or unlawful
harassment.

The University and the UFF recognize their obligations under federal and State laws, rules,

and regulations prohibiting discrimination or harassment,—neludingFitle VH-of the Civil
. Py ” . . uT: ”

Nothing in this Article is intended to alter the eligibility requirements for benefits
provided by the University.

It is the intent of the University and the UFF that this statement of intent not be subject
to Article 22 (Grievance Procedure and Arbitration).

Nondiscrimination Policy.

Nondiscrimination. Neither the University nor the UFF will discriminate against any
Faculty Member based upon protected classes under federal and State lawrace—<color;
/ ter_{this_al I ter_identity) : ion, reliai 1

, hor

will the Unlver5|ty or the UFF abrldge any rlghts of Faculty related to union act|V|ty granted
under Chapter 447, Florida Statutes, including but not limited to the right to assist or to
refrain from assisting the UFF. Personnel decisions will be based on job-related criteria
and performance.

Discrimination Prohibition. No employee will discriminate against or harass any other
employee or any student based upon- protected classes under federal and State lawraee;

Sexual Harassment Sexual harassment is a form of sex discrimination prohlblted under
both Title VIl and Title IX. The definitions of “sexual harassment” under Title VIl and Title
IX are relevant to the University and Faculty. Unwelcome sexual advances, requests for
sexual favors, and other verbal or physical conduct of a sexual nature constitutes sexual
harassment when (1) submission to such conduct is made either explicitly or implicitly a
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(d)

6.3

term or condition of an individual’s employment or academic performance or evaluation,
(2) submission to or rejection of such conduct by an individual is used as the basis for
employment or academic decisions affecting such individual, or (3) such conduct has the
purpose or effect of unreasonably interfering with an individual’s work or academic
performance or creating an intimidating, hostile, or offensive working or learning
environment.

Consensual Relations.

(1)

(2)

Definitions:

For the purposes of this Section (d), the following definitions pertain:

A Consensual Relationship is a mutually acceptable, romantic and/or sexual
relationship between a Faculty Member and an employee, student and/or student
employee.

A Conflict of Interest arises when individuals with the authority and the
responsibility to evaluate the work or performance of an employee, student or
student employee initiate, acquiesce or engage in an intimate romantic and/or
sexual relationship with that employee, student or student employee.

Ethical Considerations.

The University of West Florida is committed to an academic and employment
environment free from harassment, discrimination, and unprofessional conduct.
Codes of ethics for most professional associations forbid professional-client sexual
relationships. Both professor-student and supervisor-employee relationships are
similar to those of a professional and a client. The respect and trust accorded to a
professor by his or her student, as well as the power exercised by the professor in
grading/evaluation, advising, or recommending study and future employment
diminish the student’s actual freedom of choice when entering upon a
relationship with that professor. A similar imbalance pertains in a
supervisor/subordinate employee relationship. When these asymmetrical
relationships are romantic and/or sexual in nature, they constitute an inherent
Conflict of Interest. Accordingly, Consensual Relationships involving Conflicts of
Interests are prohibited. Should such a Conflict develop, the teacher, supervisor
or advisor has the obligation to disclose its existence and to cooperate in making
alternative arrangements for the supervision, evaluation, teaching, grading, or
advising of the employee, student and/or student employee. These arrangements
will be set forth in a written conflict mitigation plan. The conflict mitigation plan
must be approved by the Provost.

Investigation of Charges of Discrimination and Harassment.

Charges of discrimination, including those filed by Faculty alleging unlawful discrimination or
unlawful harassment by students, will be promptly investigated according to established
University procedures. No Faculty Member investigated under such procedures will be
disciplined until such investigation is complete and a finding of discrimination or harassment has

been issued.
Non-retaliation policy. No retaliation of any kind will be made by a Faculty Member, the
University, or UFF against any party, any witness, any UFF representative, or any other

(a)
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participant in this process or in any Grievance arising from this process for reason of such
participation.

(b)  To the extent possible, remedial measures to correct the effects of unlawful harassment
or unlawful discrimination will not unreasonably adversely affect an individual who was
found to be the victim of unlawful discrimination or unlawful harassment.

(c) If, after the completion of the investigation, any finding of unlawful discrimination is made,
arecord of the complete findings will be placed in the Faculty Member’s master evaluation
file. Such findings are not considered evaluative material for purposes of Section 1012.91,
Florida Statutes.

(d)  If afinding of no discrimination is made, no record will be placed in the Faculty Member’s
master evaluation file unless the Faculty Member requests in writing that a record of the
complete investigation be placed in the evaluation file.

6.4 Access to Documents.

No Faculty Member will be refused a request to inspect and copy documents related to claims of
discrimination under this Article, to which the Faculty Member is a party, except for records
which are exempt from the provisions of the Public Records Act, Chapter 119, Florida Statutes,
provided that the University may charge for copies of documents in accordance with law, rule,
University procedures, and this Agreement.

6.5 Discrimination Claims.

Claims that the Board or the University engaged in unlawful discrimination or unlawful
harassment may be presented as Grievances pursuant to Article 22 (Grievance Procedures and
Arbitration).

(a) It is the intent of the parties to this Agreement that matters which may be presented as
Grievances under Article 22 (Grievance Procedures and Arbitration) be so presented and
resolved through that procedure instead of using other procedures.

(b)  The UFF agrees not to process cases arising under this Article when alternative procedures
to Article 22 (Grievance Procedures and Arbitration) are initiated by the Grievant, except
that a Grievant may file an EEOC charge while the Grievance is in progress when such filing
becomes necessary to meet federal filing deadlines pursuant to 42 U.S.C. § 2000e et seq.

6.6 Charges of Discrimination Included as Part of a Grievance.

(a) Charges of discrimination, including unlawful harassment, included in Grievances will be
referred to the University’s equal opportunity officer or Title IX Coordinator as
appropriate for investigation of those charges in accordance with University procedures.

(b) If the charges of discrimination or harassment are not separable from other claims in the
Grievance, then the entire Grievance will be held in abeyance until a finding has been
made on the charges of discrimination or harassment and forwarded to the Step 1
reviewer. The Grievance will then be processed in accordance with the procedures
outlined in Section 22.5 (Grievance Procedure) of this Agreement, provided that the
thirty-Day limitation specified therein shall be extended to accommodate the
investigation of the discrimination complaint, not to exceed a period of ninety Days.
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(c)

(d)

6.7

If the charges of unlawful discrimination or unlawful harassment are separable from other
claims included in the Grievance, then the charges of unlawful discrimination or unlawful
harassment will be held in abeyance until a finding has been made on those charges by
the University’s equal opportunity officer or Title IX process, while the remaining claims
exclusive of the charges of unlawful discrimination or unlawful harassment will be
processed in accordance with the procedures outlined in Section 22.5 (Grievance
Procedure) of this Agreement. Once a finding has been made by the University’s equal
opportunity officer or Title IX process on those charges of unlawful discrimination or
unlawful harassment that were separated from other claims in the Grievance, the finding
will be forwarded to the Step 1 reviewer and the charges of discrimination or harassment
will be processed in accordance with the procedures outlined in Section 22.5 (Grievance
Procedure) of this Agreement.

The filing of a complaint with the Equal Employment Opportunity Commission will not
affect the processing of a Grievance related to unlawful discrimination or unlawful
harassment.

Academic Freedom.

The parties acknowledge that academic freedom (as defined in Article 5 (Academic Freedom and
Responsibility) exists within the restrictions imposed by the laws with regard to unlawful
discrimination and unlawful harassment.

Michael Mattimore Jonathan Fink
Chief Negotiator — UWF Bot Chief Negotiator — UFF UWF
Signed by: DocuSigned by:
Mike Mattmere 01/07/2026 ﬁomﬂmm Fuk 01/07/2026

Date

Date
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ARTICLE 7
MINUTES, REGULATIONS, AND BUDGETS

7.1 Board and University Documents.

The University will ensure that a copy of the following documents is made available in an easily
accessible location in its main library or by links on the University website.

(a) The minutes of the meetings of the Board and its committees;

(b) Board regulations adopted and disseminated to University employees; and

(c)  The University’s operating budget.

7.2 [List of Faculty]

Following a request for public record submitted to the University by UFF, the University shall
provide the following information in Excel format for all Faculty current as of the date of the
request: name, UWF ID, rank, University email address, Department, position code, FTE, salary
for the Academic Year current as of the date of the request, hire date, and building/office
location.

NOTE: This change reflects a clerical error that was already ratified by both parties in

February 21, 2025

Signed by: DocuSigned by:
Mike Mattimore DO‘M‘HM% Fink

B2F243E3AT844AY—

93498CAB25164D9—

Michael Mattimore Jonathan Fink
Chief Negotiator — UWF BOT Chief Negotiator — UFF UWF
11/07/2025 11/07/2025

Date Date



Docusign Envelope ID: 9DD81EB1-1081-48C2-A236-976168AA9B85

UWF Proposed
March 31, 2026

Article 9
APPOINTMENT

9.1 Policy.

The Board will exercise its authority to determine the standards, qualifications, and criteria so as
to fill appointment vacancies in the Bargaining Unit with the best possible candidates. In
furtherance of this aim, the Board will, through the University,

(a) advertise such appointment vacancies;
| (b) receive applications and screen candidates therefore;
(c) make such appointments as it deems appropriate under such standards, qualifications,

and criteria;and

9.2 Vacancies.

Bargaining Unit vacancies will be advertised through the University’s website and through other
appropriate professional channels.

9.3 Employment Contract.

All appointments will be made on a University employment contract and signed by the President
or representative and the Faculty Member. The University may include informational addenda or
addenda reflecting negotiations between the parties, except that such addenda may not abridge
the Faculty Member’s rights or benefits provided in the Agreement. All Academic Year
appointments for Faculty Members will begin on the same date unless legal restrictions require
otherwise. The University employment contract will contain the following elements:

(a) Effective Date;

(b)  Professional Classification System title, class code, rank, and appointment status;

(c) Employment unit (e.g., Department, College, institute, area, center, etc.);

(d)  Length of appointment;

(e)  Special conditions of employment;

(f) A statement that the position is (1) tenured, (2) non-tenure earning, (3) tenure-earning
(specifying prior service in another institution to be credited toward tenure), or (4) fixed-
term multi-Year appointment;

(g) A statement that the Faculty Member’s signature on the standard employment contract
will not be deemed a waiver of the right to process a Grievance with respect thereto in
compliance with Article 22 (Grievance Procedure and Arbitration);
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(h)

(i)

()
(k)
()

(m)

(n)

9.4
(a)

The following statement, if the appointment is not subject to notice provisions of Section
13.2 (Notice): “Your employment under this contract will cease on the date indicated. No
further notice of cessation of employment is required.”;

A statement that the appointment is subject to the Constitution and laws of the State of
Florida and the United States, the rules of the Board of Governors and the University, and
this Agreement;

Percent of full-time effort (FTE) assigned;

Salary;

The statement: “The UWF BOT/UFF Collective Bargaining Agreement (Article 6
(Nondiscrimination)) prohibits discrimination against any Faculty Member based upon

and State laws. Claims of such discrimination by the Board or the University may be
presented as Grievances pursuant to Article 22 (Grievance Procedure and Arbitration);

A statement informing the Faculty Member of the obligation to report any outside activity
or potential conflict of interest under the provisions of Article 21 (Conflict of
Interest/Outside Activity) of the Collective Bargaining Agreement; and

Principal Place of Employment.

Appointments.

Change in appointments.

(1) A Faculty Member serving on a calendar year appointment may request an
Academic Year appointment, or an annual leave accruing appointment of less than
twelve (12) months but more than nine (9) months. Similarly, a Faculty Member
serving on an Academic Year appointment may request a calendar year
appointment or an annual leave accruing appointment of less than twelve (12)
months but more than nine (9) months. The President or representative will
carefully consider such requests, although staffing considerations and other
relevant University needs may prevent their being granted.

(2) Upon approval by the President or representative, and assuming that the assigned
responsibilities remain substantially the same, a Faculty Member’s base salary will
be adjusted by 81.8 percent when changing from a calendar year to an Academic
Year appointment or by 122.2 percent when changing from an Academic Year to
a calendar year appointment. For a Faculty Member whose appointment was
previously changed from an Academic Year to a calendar year appointment at a
salary adjustment other than 122.2 percent or from a calendar year to an
Academic Year appointment at a salary adjustment other than 81.8 percent, the
percent which is the reciprocal of the percent previously used will be used to make
the salary adjustment. For the purpose of determining base salary for this
adjustment, any temporary supplement shall not be included in the calculation of
base salary.
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(3) Upon approval of a change from an Academic Year appointment to an annual
leave accruing appointment of less than twelve (12) months but more than nine
(9) months, the Faculty Member’s salary will be adjusted to a percent of the
calendar year base which is mathematically proportionate.

(4) Upon approval of a change from an annual leave accruing appointment of less
than twelve (12) months but more than nine (9) months to an Academic Year
appointment, the Faculty Member’s base salary will be adjusted to a percent of
the annual leave accruing base which is mathematically proportionate.

(b) Summer Appointments.

(1) Policy.

a.

Available summer supplemental appointments shall be offered Equitably as
appropriate to qualified Faculty, not later than five (5) weeks prior to the
beginning of the appointment, if practicable, in accordance with written
criteria. The criteria will be made available in each Department/Unit.
Supplemental Summer appointments will be made in accordance with
Section 1012.945, Florida Statutes (the “twelve-hour law”).

No employee shall be obligated to accept a supplemental summer
appointment. An employee shall accept an offer of a summer appointment
within seven (7) Days of receipt of the formal, written offer or forfeit his/her
preference.

Summer appointments are supplemental and paid from course revenues. As
such, nine-month Faculty cannot use paid sick leave unless they have started
teaching in a supplemental summer appointment.

(2) Supplemental Summer Compensation.

a.

A Faculty Member will receive approximately the same total salary for
teaching a course during a supplemental Summer appointment as he or she
received for teaching the same course, or a course similar in length and
content, during the Academic Year, regardless of the length of the
supplemental Summer appointment.

The instructional FTE will ordinarily be that assigned to a course offered
during the Academic Year which is the same or similar to that being offered
in the Summer. This Academic Year instructional assignment may not exceed
.25 FTE for a three (3) contact hour course, except that contact hour
equivalencies may be assigned for classroom instructional activities which
involve unusual and significant requirements for classroom preparation,
conduct of classes, student evaluation, etc. The Academic Year FTE will be
increased during the supplemental Summer appointment proportional to the
shorter length of the Summer terms.

Summer FTE will be computed as follows:

Summer FTE = Academic Year FTE x (Weeks in Academic Semester /
Weeks in Summer Semester) + Other FTE (as provided in d., below)
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Summer FTE = .25 x (19.5 / 13) + Other FTE = (.25 x 1.5) + Other FTE =.375 + Other

FTE

Salary for one (1) course in the Summer with an assumed nine (9)- month salary
of $44,000 and zero (0) Other FTE for a thirteen (13) week Summer appointment
will be computed as follows:

Summer Compensation = Annual nine (9)-month salary x Summer FTE x (# pay
periods for Summer semester / # pay periods for Academic Year Semester)

Summer Compensation = $44,000 x .375 x (6.5 / 19.5) + 0* = $44,000 x .375 x .333
= 55,500

*assuming no “Other FTE” is assigned for the Summer

Note that contact hour equivalencies may be assigned in the Summer for
classroom instructional activities which involve unusual and significant
requirements for class preparation, conduct of classes, student evaluation,
etc. These assigned FTEs also will be proportionally greater in the Summer
than in the Academic Year in recognition of the shorter length of the Summer
terms.

The instructional FTE assignment described in 9.4(b)(2)b., above, does not
include other credit-generating activities such as thesis/dissertation
supervision, directed individual studies, supervised research/teaching, and
supervision of student interns. These activities, as well as Research or Service
activities may be assigned by the University during the Summer term as
“Other FTE” but are not part of the “FTE for Semester Instructional
Assignment” described in the preceding paragraphs, need not be assigned in
conjunction with Summer instructional assignment, and need not be
allocated according to the same FTE equivalent as during the Academic Year.
Any such reduction in FTE must, however, correspond to an appropriate
reduction in assigned duties. In order for “Other FTE” activities to be
compensated, they must be in writing, requested by the University, and
included, along with the assigned FTE percentage, on the Faculty Member’s
Summer Work Assignment.

(c) Extra Compensation Appointments. Extra compensation is defined as compensation for
any duties (including work activities previously designated as overload) in excess of a full
appointment (1.0 FTE). Available extra compensation appointments with the University
will be offered Equitably and as appropriate to qualified Faculty in sufficient time to allow
voluntary acceptance or rejection and are subject to the provisions of Section 25.7 (Type
of Payment for Assigned Duties).

(d)  Visiting Appointments. A “visiting” appointment is one made to a person having
appropriate academic or professional qualifications but who is not expected to be
available for more than a limited period, or to a person in a position that the University
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(e)

(f)

Michael Mattimore

does not expect to be available for more than a limited period. A visiting appointment

may be offered in single- or multi-Year contracts, not to exceed a total of four (4)

consecutive Years.

Adjunct Appointments. The use of adjuncts at the University will, upon the request of the

UFF representatives, be a subject of consultation under the provisions of Article 2

(Consultation).

Fixed Multi-Year Appointments.

(1) Two (2)- to five (5)-Year fixed multi-Year appointments may be offered for the
following:

a.

b.
C.
d

Non-tenured or non-tenure earning Curators, and Counselors/Advisors;
Scholars/Scientists/Engineers and Associate in/Assistant in;

Clinical Faculty;

Individuals who have officially retired from universities or other organizations
who are at least fifty-five (55) years of age;

Tenured Faculty who decide to give up their tenured status to take advantage
of whatever incentives might be offered by a fixed multi-Year appointment;
and

Individuals who have held the rank of full professor for at least seven (7) Years
at an institution of higher education.

(2) Successive fixed multi-Year appointments may be offered to eligible Faculty hired
pursuant to Section 9.4(f)(l) (Fixed Multi-Year Appointments) as follows:

a.

Criteria used to determine in which instances to offer successive
appointments include consideration of the basis for the initial fixed multi-Year
appointment, evaluation of performance, professional growth, extent and
currency of professional qualifications, contribution to the mission of the
Department or program, staffing needs, funding source alternatives, and
continuing program considerations. Such criteria will be in writing and
available to all eligible Faculty.

The Faculty Member will be advised in the penultimate Year of the
appointment that to be considered for a successive fixed multi-Year
appointment, he or she must submit a request and written documentation
pursuant to written procedures established by the University. The University
will notify the Faculty Member in writing of the decision to offer or not offer
a successive appointment by the beginning of the final Year of the Faculty
Member’s current appointment.

Jonathan Fink

Chief Negotiator — UWF BOT Chief Negotiator — UFF UWF

Signed by:

Mike Mattimore

DocuSigned by:

04/03/2026 ﬁ"‘M‘HWN Funk 04/03/2026

B2F243E3A1844AT...

Date

03498C4B25164D9...
Date
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ARTICLE 11
FACULTY PERFORMANCE EVALUATIONS

11.1 Policy.

(a)

(b)

(c)
(d)

11.2

(a)

(b)

Annual Evaluations. The purpose of the annual evaluation is to assess and communicate
the nature and extent of a Faculty Member’s performance of assigned duties consistent
with the criteria specified in Section 11.4 (Criteria). The performance of Faculty, other
than those who have received notice of non-reappointment under Section 13.2 (Notice)
or those not entitled to receive notice of non-reappointment under Section 13.2 (Notice)
will be evaluated at least once annually, and they will be advised of the academic term
during which such evaluation will be made. Personnel decisions will take such annual
evaluations into account, provided that such decisions need not be based solely on
written Faculty performance evaluations.

Sustained Performance Evaluations. Faculty identified in Section 11.3(b) (Procedures) of
this Article will receive a Sustained Performance Evaluation in accordance with the terms
therein.

Post-Tenure Review. Faculty identified in Section 11.3(c) (Procedures) of this Article will
receive a post-tenure review in accordance with the terms therein.

Discipline. Any disciplinary action taken pursuant to a failed Performance Improvement
Plan will follow the procedures of Article 17 (Disciplinary Action).

Sources and Methods of Evaluation.

In preparing the annual evaluation, the person(s) responsible for evaluating the Faculty
Member may consider, where appropriate, information from the following sources:
immediate Supervisor, peers, students, Faculty Member/self, other University officials
who have responsibility for supervision of the Faculty Member, and individuals to whom
the Faculty Member may be responsible in the course of a service assignment, including
public school officials when a Faculty Member has a service assignment to the public
schools.

(1) Student evaluyatiens-assessment of instruction are a regular part of faculty

evaluation. Therefore, each Fall and Spring Semester, Faculty will ensure that
student assessment of instruction evaluatiens (using the standard University

form) are administered for every course and every section taught. Such student
evaluatiens assessment of instruction, including narrative comments, will be

provided to the Department Chair/Director so as to be included in the material
considered for the Faculty Member’s annual evaluation.
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(2)

11.3 Procedures.

(a)

Considerations for Fair and Equitable Treatment

a. Faculty Members will have the right to rebut student evaluation

assessment of instruction comments and feedback by preparing a written

rebuttal. There will be no limit to the length of the rebuttal. The rebuttal
will be attached to the student evaluatiens- assessment of instruction in
the Faculty Member’s master evaluation file. The rebuttal should address

extenuating circumstances and other factors that might clarify how
comments and numerical ratings should be interpreted by Supervisors.

No personnel action will be taken on the basis of student narrative
comments that have not been corroborated by evidence other than
student evaluatiens assessment of instruction.

Written comments from students will be considered in the context of
other information submitted by the Faculty Member about teaching
performance.

Beginpthgwith-the2018—2019-AcademicYear Faculty are required to

submit at least one example of teaching quality in addition to the
standard university teaching assessment material. Examples should be
consistent with indicators identified in the Tenure and Promotion
guidelines, such as outcome assessment data, peer review observations,
syllabi, assessment samples, etc. Acceptable supplemental examples may
also be outlined in Department/Unit bylaws.

Summariesof sStudent evaluations; assessment of instruction, including
the narrative comments, will be provided to the Faculty Member at least
fourteen (14) Days in advance of the Faculty Member’s due date for

annual evaluation materials. In the event that a Faculty Member receives
his or her student evaluatien- assessment of instruction data less than
fourteen (14) Days prior to this due date, the deadline for Faculty
submission of materials shallwit be adjustedmeved-forward
proportionally.

Annual Evaluation.

(1)

The proposed written annual evaluation, including the Faculty Member’s annual
assignment which was furnished pursuant to Section 10.3 (Annual Assignment)
will be provided to the Faculty Member within forty-five (45) Days after the end
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(b)

(2)

(3)

(4)

(5)

of the academic term during which such evaluation was made. The Faculty

Member will be offered the opportunity to discuss the evaluation with the

evaluator prior to its being finalized and placed in the Faculty Member’s

evaluation file.

The evaluation will be signed and dated by the person performing the evaluation

and by the person being evaluated, who may attach a concise comment to the

evaluation. A copy of the evaluation will be provided to the Faculty Member.

The Faculty Member may request, in writing, a meeting with an administrator at

the next higher level to discuss concerns regarding the evaluation which were not

resolved in previous discussions with the evaluator.

Each University College or Department/Unit will develop and maintain procedures

by which to evaluate each Faculty Member according to criteria specified in

Section 11.4 (Criteria). These procedures will include the method for the

distribution of any departmental merit salary increase funds specified that might

become available. The faculty of each College or Department/Unit, who are
eligible to vote in faculty governance, will participate in the development of these
procedures and will recommend implementation by vote of a majority of at least

a quorum of those faculty members.

a. The proposed procedures or revisions thereof will be reviewed by the President
or representative to ensure that they are consistent with the mission and goals
of the University and that they comply with this Agreement.

b. If the President or representative determines that the recommended
procedures do not meet the conditions in Section 11.3(a)(4) (Procedures),
above, the proposal will be referred to the College or Department/Unit for
revision with a written statement of reasons for non-approval. No merit salary
increase funds will be provided to a College or Department/Unit until the
procedures to be used have been approved by the President or representative.

c. Approved procedures, and revisions thereof, will be kept on file in the College
or Department/Unit office. Faculty in each College or Department/Unit will be
provided a copy of that College or Department’s/Unit’s current procedures for
annual evaluation.

Upon written request from the Faculty Member, the person(s) responsible for

supervising and evaluating a Faculty Member will endeavor to assist the Faculty

Member in correcting any major performance deficiencies reflected in the Faculty

Member’s annual evaluation.

Sustained Performance Evaluations

(1)

(2)

The University shall conduct Sustained Performance Evaluations (SPE) on Faculty
in the ranks of University Librarian and Associate University Librarian. The purpose
of the SPE is to assess the Faculty Member’s sustained performance and
professional growth as of the date of the evaluation. The expectations for SPEs
shall be aligned with the qualifications for promotion in place at the time of the
evaluation.

The SPE shall be conducted in the Faculty Member’s sixth Academic Year after
receiving promotion or hire into that position and every sixth Academic Year
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(3)

(4)

(5)

(6)

(7)

(8)

thereafter and will evaluate the Faculty Member on his or her performance over
the previous six-Year period. Each Faculty Member may elect a one-Year deferral
once in his or her career at UWF. This would allow the SPE to be conducted in the
seventh Academic Year. When a Faculty Member elects to utilize the one-time,
one-Year postponement of the SPE, the Faculty Member’s next, and all
subsequent, SPEs will follow a six-Year schedule from the one-Year
postponement.
There are three tiers for the SPE. The attainment of Distinguished (Tier One) shall
reflect distinction that clearly exceeds the University and departmental promotion
standards and expectations in place at the time of the evaluation for excellence in
quantity, quality, or both. The attainment of Satisfactory (Tier Two) shall satisfy
the University and departmental standards and expectations in place at the time
of the evaluation for excellence in quantity, quality, or both. An evaluation that is
Unsatisfactory (Tier Three) reflects performance that does not satisfy the
University and departmental promotion standards and expectations in place at
the time of the evaluation for excellence in quantity, quality, or both. A Tier Three
Rating will require the Faculty Member to enter into a formal Performance
Improvement Plan.
A Faculty Member at the rank of University Librarian who receives a Tier One
Distinguished rating shall receive a $6000 increase to the base salary. A Faculty
Member in the rank of Associate University Librarian who receives a Tier One
Distinguished rating shall receive a $3000 increase to the base salary. A Faculty
Member at the rank of University Librarian who receives a Tier Two Satisfactory
rating shall receive a $4000 increase to the base salary. A Faculty Member in the
rank Associate University Librarian who receives a Tier Two Satisfactory rating
shall receive a $2000 increase to the base salary. An Unsatisfactory Sustained
Performance Evaluation will result in no wage increase.
If a Faculty Member goes up for promotion and SPE simultaneously in the same
Academic Year, and both the promotion and the SPE are successful, the amount
of the SPE tier salary increase will be at the rate of the new rank.
On an annual basis the Provost will issue a memorandum identifying the Faculty
that will receive an SPE for the following Academic Year. The Provost’s
memorandum will describe the process and timeline for the submission of
materials by the Faculty Member.
The materials to be submitted by the Faculty Member being evaluated will reflect
the six Years corresponding to the candidate’s SPE and will be the same as an
application for promotion. There shall be no letters of recommendation included
in the submission. Evidence of sustained performance must be substantive and
detailed with documentation.
Review and Recommendations
a. The Faculty Member’s dossier for the SPE shall be submitted to the Faculty
Member’s Department Chair for review. The Chair shall make a
recommendation to the Dean regarding whether the criteria were met. The
Dean will ask the College Personnel Committee for a recommendation
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(9)

(10)

regarding whether the criteria were met. Neither the Chair nor the College
Personnel Committee will make a recommendation as to the tier rating. The
language used by the Department Chair and the College Personnel
Committee in their respective evaluations will not be restricted as long as
neither makes a tier rating. For the purposes of this section, “making a tier
rating” shall be understood as an evaluator’s use of the explicit terms, “Tier
One.” “Tier Two,” or “Tier Three” in reference to the SPE. The use of
qualitative evaluative language by the Chair or College Personnel Committee
outside of the terms, “Tier One,” “Tier Two,” or “Tier Three,” shall not
constitute an implicit or explicit recommendation of tier rating.

b. The Dean will make a separate review and recommendation to the Provost.
The Dean’s recommendation will include a tier rating in accordance with
Section 11.3(b)(3) (Procedures) of this Article. The recommendations of the
Chair, College Personnel Committee, and Dean will be submitted to the
Provost who will conduct a separate review and make a final decision
regarding whether the promotion criteria were met and the tier rating.

Authorized leaves of absence may, under the provisions of Article 19 (Leaves), be
credited toward the period of the six-Year evaluation period or may suspend the
running of the period at the election of the Faculty Member.
Faculty receiving “Unsatisfactory” ratings on an SPE will enter into a Performance
Improvement Plan (PIP). PIP will be developed by the Chair in concert with the
Dean within thirty (30) Days of the date of the evaluation. The Faculty Member
will be provided with an opportunity to provide input into the PIP. The PIP shall
outline each of the areas needing attention and improvement so that the Faculty
Member shall meet the promotion standards in place at the time of the
evaluation, upon successful completion of the PIP. The PIP shall provide specific
performance targets and a time period for achieving the targets. The PIP must be
approved by the Provost. The Chair will meet regularly with the Faculty Member
to review progress toward meeting the performance targets. However, it is the
responsibility of the Faculty Member to attain the performance targets specified
in the PIP within the specified time frame and demonstrate competency in his or
her position. The Faculty Member’s next SPE will follow a new six-Year schedule
beginning with the Academic Year following the Academic Year of successful
completion of the PIP.

(c) Post-Tenure Review

(1)
(2)

(3)

Tenured Faculty are required to undergo post-tenure review as outlined in the
Board of Governors Regulation 10.003.

On an annual basis the Provost shall issue a memorandum identifying the Faculty
that will undergo post-tenure review for the following Academic Year. The
Provost’s memorandum will describe the process and timeline for the submission
of materials by the Faculty Member.

The materials to be submitted by the Faculty Member being evaluated will reflect
the five Years corresponding to the candidate’s post-tenure review.
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(4) For tenured Faculty who achieve a performance rating of “exceeds expectation”
as defined in BOG Reg.10.003 the Deans will recommend a salary increase of
S6000 for Professors, S4000 for Associate Professors, and $2000 for Assistant
Professors.

(5) For tenured Faculty who achieve a performance rating of “meets expectations” as
defined in BOG Reg,10.003, the Deans will recommend a salary increase of $3000
for Professors, $2000 for Associate professors and $1000 for Assistant Professors.

(6)  Tenured Faculty who have served in out-of-unit administrative roles for more than
two Years shall not be required to undergo a post-tenure review until the Faculty
Member has completed five consecutive Academic Years in unit following return
to the Bargaining Unit. For the purposes of post-tenure review, Faculty Senate
President is not an “administrative role.”

(7) The process for creating and approving criteria identifying the level of
accomplishment and productivity relative to the Faculty Member’s assigned
duties in research, teaching, and service, including extension, clinical, and
administrative assignments, shall follow the same University process as the
creation and approval of tenure and promotion criteria.

(8) The post-tenure review shall not consider or otherwise discriminate based on the
Faculty Members’ political or ideological viewpoints.

(9)  Post-tenure review criteria shall be in place and available for review prior to Faculty
putting forward a post-tenure review file.

(10)  If a Faculty Member goes up for promotion and post-tenure review simultaneously
in the same Academic Year, and both the promotion and the post-tenure review
are successful, the amount of the post-tenure review tier salary increase shall be
recommended at the rate of the new rank.

11.4 Criteria.

The annual performance evaluation will be based upon assigned duties and will carefully consider
the nature of the assignments, in terms, where applicable, of:

(a)

(b)

(c)

Teaching effectiveness, including effectiveness in presenting knowledge, information, and
ideas by means or methods such as lecture, discussion, assighnment and recitation,
demonstration, laboratory exercise, practical experience, and direct consultation with
students. The evaluation will include consideration of effectiveness in imparting knowledge
and skills, and effectiveness in stimulating students’ critical thinking and/or creative
abilities, the development or revision of curriculum and course structure, and adherence to
accepted standards of professional behavior in meeting responsibilities to students. The
evaluator may take into account class notes, syllabi, student exams and assignments, and
any other materials relevant to the Faculty Member’s teaching assignment.

The teaching evaluation must take into account any relevant materials submitted by the
Faculty Member, including the results of peer evaluations of teaching, and may not be
based solely on student evaluations when this additional information has been made
available to the evaluator.

Contribution to the discovery of new knowledge, development of new educational
techniques, and other forms of creative activity. Evidence of research and other creative
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(d)

(e)

(f)

(8)

activity will include, but not be limited to, published books; articles and papers in
professional journals; musical compositions, paintings, sculpture; works of performing art;
papers presented at meetings of professional societies; and research and creative activity
that have not yet resulted in publication, display, or performance.

The evaluation will include consideration of the Faculty Member’s productivity, including
the quality and quantity of what has been done during the year, and of the Faculty
Member’s research and other creative programs and contributions; and recognition by the
academic or professional community of what is done.

Public service that extends professional or discipline-related contributions to the
community; the State, including public schools; and the national and international
community. This public service includes contributions to scholarly and professional
organizations and governmental boards, agencies, and commissions that are beneficial to
such groups and individuals.

Participation in the governance processes of the institution through significant service on
committees, councils, and senates, beyond that associated with the expected responsibility
to participate in the governance of the institution through participation in regular
departmental or College meetings.

Other assigned University duties, such as advising, counseling, supervision of interns, and
academic administration, or as described in a position description, if any, of the position
held by the Faculty Member.

11.5 Proficiency in Spoken English.

No Faculty Member will be evaluated as deficient in oral English language skills unless  proved
deficient in accordance with the appropriate procedures and examinations established by Florida
law and University Regulation for testing such deficiency.

(a)

(b)

(c)

Faculty involved in classroom instruction, other than in courses conducted primarily in a
foreign language, found by the Supervisor, as part of the annual evaluation, to be
potentially deficient in English oral language skills, will be tested in accordance with
appropriate procedures and examinations established by statute and rule cited above for
testing such skills. No reference to an alleged deficiency will appear in the annual
evaluation or in the personnel file of a Faculty Member who achieves a satisfactory
examination score determining proficiency in oral English as specified in the rule (currently
“50” or above on the Test of Spoken English).

Faculty who score at a specified level on an examination established by statute and rule
cited above for testing oral English language skills (“45” on the Test of Spoken English),
may continue to be involved in classroom instruction up to one (1) Semester while enrolled
in appropriate English language instruction, as described in paragraph (d), below, provided
the appropriate administrator determines that the quality of instruction will not suffer.
Only such Faculty Members who demonstrate, on the basis of examinations established
by statute or rule, that they are no longer deficient in oral English language skills may be
involved in classroom instruction beyond one (1) Semester.

Faculty who score below a minimum score on an examination established by statute and
rule for determining proficiency in oral English (currently “45” on the Test of Spoken
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(d)

English) will be assigned appropriate non-classroom duties for the period of oral English
language instruction provided by the University under paragraph (d), below, unless during
the period of instruction the Faculty Member is found, on the basis on an examination
specified above, to be no longer deficient in oral English language skills. In that instance,
the Faculty Member will again be eligible for assignment to classroom instructional duties
and will not be disadvantaged by the fact of having been determined to be deficient in oral
English language skills. It is the responsibility of each Faculty Member who is found, as part
of the annual evaluation, to be deficient in oral English language skills by virtue of scoring
below the satisfactory score on an examination established by statute and rule for
determining such proficiency (see paragraph (a)), to take appropriate actions to correct
these deficiencies. To assist the Faculty Member in this endeavor, the University will
provide appropriate English language instruction without cost to such Faculty Members
for a period consistent with their length of appointment and not to exceed two (2)
consecutive Semesters. The time the Faculty Member spends in such instruction will not
be considered part of the individual assignment or time worked, nor will the Faculty
Member be disadvantaged by the fact of participation in such instruction.

If the University determines, as part of the annual evaluation, that one (1) or more
administrations of a test to determine proficiency in oral English language skills is
necessary, in accordance with statute and rule and this section, the University will pay the
expenses for up to two (2) administrations of the test. The Faculty Member will pay for
additional testing that may be necessary.

11.6 Employee Assistance Programs.

Neither the fact of a Faculty Member’s participation in an employee assistance program nor
information generated by participation in the program will be used as evidence of a performance
deficiency within the evaluation process described in this Article, except for information relating
to a Faculty Member’s failure to participate in an employee assistance program consistent with
the terms to which the Faculty Member and the University have agreed.

Michael Mattimore
Chief Negotiator —- UWF BOT

Signed by:

Mike Mattmore — 01/07/2026

B2F243ESATEAAAT

Date

Jonathan Fink
Chief Negotiator — UFF UWF

DocuSigned by:

ﬁ""w‘ﬂw’“ Fik 440712026

I34Y8UABZoTo4UY

Date
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12.1
(2)

(b)

(c)
(d)

12.2
(2)

(b)
(c)
(d)

(e)

12.3

ARTICLE 12
EVALUATION FILE

Policy.

There will be one (1) master evaluation file containing a dated copy of each document used
in the evaluation process. A separate evaluation file may be compiled for tenure or
promotion, provided that everything in the separate file will also be in the master file,
except for letters of recommendation to which the candidate has waived access in writing.
When evaluations and other personnel decisions are made, other than for tenure or
promotion, the only documents which may be used are those contained in the master
evaluation file.

The custodian of the file will place such documents in the evaluation file within a
reasonable time after receiving them.

Faculty will be notified of the location of the evaluation file and the identity of the
custodian.

Access.

A Faculty Member may examine his or her master evaluation file and promotion and tenure
files, upon reasonable advance notice, during the regular business hours of the Department
office under such conditions as are necessary to ensure its integrity and safekeeping.
Faculty will not be denied such access.

The Faculty Member may paginate with successive whole numbers the materials in the
file.

The Faculty Member may attach a concise statement in response to any item in the Faculty
Member’s evaluation file.

Upon request, the Faculty Member is entitled to one (1) free copy of any material in the
evaluation file. Additional copies may be obtained by the Faculty Member upon the
payment of a reasonable fee for photocopying.

A person designated by the Faculty Member may examine that Faculty Member’s
evaluation file with the written authorization of the Faculty Member concerned, and subject
to the same limitations on access that are applicable to the Faculty Member.

Indemnification.

The UFF agrees to indemnify and hold the Board, its officials, agents, and representatives,
harmless from and against any and all liability for any improper, illegal, or unauthorized use by
the UFF of information contained in such evaluation files.

12.4

Use of Evaluative Materials.

In the event a Grievance is filed, the Board, UFF Grievance representatives, the arbitrator, and the
Grievant will have the right to use, in the Grievance proceedings, copies of materials from the
Grieviant’s evaluation file.

12.5

Anonymous Material.

There will be no anonymous material in the master evaluation file or promotion and tenure files
except as provided in Section 12.6 (Use of Student Evaluations) and 16.5 (Recommendations and

Procedures).
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12.6

Use of Student Evaluations.

Numerical ratings and narrative comments from student evaluations are a regular part of the
evaluation procedure for classroom instruction. All student evaluations will be included in the
master evaluation file and tenure and promotion files from Fall 2010 forward. Prior to Fall 2010,
inclusion of narrative comments was optional.

12.7
(2)

(b)
(c)

12.8
(a)

(b)

Removal of Contents.

Materials will be removed from the master evaluation file if shown to be contrary to fact,
and materials may also be removed pursuant to the resolution of a Grievance.

This Section does not authorize the removal of materials from the evaluation file based on
a dispute concerning a matter of judgment or opinion rather than fact.

The material removed from the file will not be used to evaluate the Faculty Member.

Limited Access to Faculty Evaluation Files.

Information in the master file reflecting evaluation of Faculty performance will be
available for inspection only by the Faculty Member, the Faculty Member’s representative,
University and Board officials who use the information in carrying out their
responsibilities, and arbitrators or others engaged by the parties to resolve disputes, or as
required by law or by court order.

Such limited access status will not apply to summary data, by course, for the common
“core” items contained in student course evaluations, which have been selected as such by
the Board and made available by the University to the public on a regular basis.

Michael Mattimore
Chief Negotiator - UWF BOT

Signed by:

Mike Mattimore

04/03/2026

ﬁmm Fink

Jonathan Fink
Chief Negotiator - UFF UWF

DocuSigned by:

04/03/2026

BZFZASESATSAART .

Date

I3498L4B20T64DY

Date
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16.1
(a)

(b)

(c)

(d)
(e)

16.2

(a)

(b)

(c)

(d)

Article 16
TENURE

Eligibility.

Faculty with the rank of Assistant Professor, Associate Professor, Professor, and other
Faculty the Board may designate , will be eligible for tenure, unless appointed pursuant
to Section 9.4(f) (Fixed Multi-Year Appointments).

The University may, by rule, make Assistant Professors ineligible for tenure. If the
University explores this option, it will work through the system of shared governance. The
UFF will be notified of any proposed rule and offered an opportunity to discuss such rule
in consultation with the President or representative, as provided under Article 2
(Consultation). If the University promulgates a rule that makes Assistant Professors
ineligible for tenure, such rule will only apply to Faculty hired after the effective date of
this Agreement.

The Board may designate other positions as tenure-earning and will notify the Faculty
Member of such status at the time of initial appointment.

Tenure will be in a Department/Unit.

Tenure will not extend to administrative appointments.

Tenure Decision.

A Faculty Member will normally be considered for tenure during the sixth (6th) Year of
Continuous Service in a tenure-earning position, including any prior service credit granted
at the time of initial employment.

A Faculty Member may seek to be considered for tenure earlier than the sixth (6th) Year
of Continuous Service if University policy permits, and as long as the Faculty Member
complies with University policy.

By the end of six (6) Years of Continuous Service at the University, a Faculty Member
eligible for tenure will either be awarded tenure by the Board or given notice that further
employment will not be offered.

Recommendation by the Beard President. This decision will normally be made atthefirst
Board-meeting-following the end of the Spring Semester;-butneolaterthan-thefolowing
meeting. By the end of six (6) years of tenure-earning service at the University, including
time credited as tenure-earning service at the time of appointment, a Faculty member
eligible for tenure shall either be awarded tenure by the President and reported to the
Board or given notice that further employment will not be offered pursuant to Article 12.
Action by the Board. The Board shall confirm the President’s recommendation of tenure,

based on the results of the Faculty peer review process. This action shall normally be
taken at the Board meeting immediately following the President’s review and
recommendation. The President shall notify the Faculty member of the Board’s action in
writing immediately, or as soon thereafter as possible but in no case later than five (5)
days after the meeting at which the action is taken.
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(ef)

16.3
(a)

(b)

(c)
(d)

(e)

16.4
(a)

(b)
(c)
(d)
(e)

A Faculty Member being considered for tenure prior to the sixth (6th) Year may withdraw
from consideration on or before March 15 without prejudice.

Criteria for Tenure.

The decision to award tenure to a Faculty Member will be a result of meritorious

performance and will be based on established criteria specified in writing by the Board

and the University. The decision will take into account the following:

(1) annual performance evaluations;

(2) the needs of the Department/Unit, College/division, and University;

(3) the contributions of the Faculty Member to the Faculty Member’s academic Unit
(program, Department/Unit, College/division); and

(4) the contributions the Faculty Member is expected to make to the institution.

The University will give a copy of the criteria for tenure to Faculty eligible for tenure, and

each such Faculty Member will be apprised in writing once each Year of the Faculty

Member’s progress toward tenure. The appraisal will be included as a separate section of

the annual evaluation and is intended to provide assistance and counseling to candidates

to help them qualify themselves for tenure.

The tenure appraisals are not binding upon the University.

The Faculty Member may request, in writing, a meeting with an administrator at the next

higher level to discuss concerns regarding the tenure appraisal which were not resolved

in previous discussions with the evaluator.

Tenure criteria will be available in the Department/Unit office and/or at the

College/division level.

Modification of Criteria.

Modifying criteria. The Board and the University may modify the criteria for tenure so
long as the UFF has been notified of the proposed changes and offered an opportunity to
discuss such changes in consultation with the University President or representative.
Changes in criteria will not become effective until one (1) Year following adoption of the
changes, unless mutually agreed to in writing by the UFF and the University.

The date of adoption will be the date on which the changes are approved by the Chief
Academic Officer.

Any proposal to develop or modify tenure criteria will be available for discussion by
members of the affected Departments/Units before adoption.

Effect on Faculty. The provisions of Section 10.3(f) (Equitable Opportunity) are applicable
to the modified criteria. Further, if a Faculty Member has at least three (3) Years of tenure-
earning credit as of the date on which the tenure criteria are adopted under Section
16.4(a) through (d) (Modification of Criteria), above, the Faculty Member will be
evaluated for tenure under the criteria as they existed prior to modification unless the
Faculty Member has notified the University at least thirty (30) Days prior to
commencement of the tenure consideration that he or she has chosen to be evaluated
under the newly-adopted criteria.
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16.5

(a)

(b)
(c)

(d)

(e)

()
(g)

(h)

(i)

()

16.6
(a)

(b)

(c)

16.7
(a)

(b)

Recommendations and Procedures.

Recommendations for awarding tenure will be made by the Faculty Member’s Supervisor
and will include a poll by secret ballot of the tenured members of the Faculty Member’s
Department/Unit.

The performance of a Faculty Member during the entire term of employment at the
University will be considered in determining whether to grant tenure.

Recommendations regarding tenure will include a copy of the applicable tenure criteria,
the Faculty Member’s annual work assignments, annual evaluations, student evaluations,
and, if the Faculty Member chooses, the Faculty Member’s tenure appraisals. The
reviewers at any stage in the review process may request to view any tenure appraisals.
Prior to the consideration of the Faculty Member’s candidacy, the Faculty Member will
have the right to review the contents of the tenure file and may attach a brief response
to any materials therein.

Evaluative materials or summaries thereof prepared by peer committees may be placed
in the tenure file when signed by a representative of the committee.

It is the responsibility of the Faculty Member to see that the file is complete.

The provisions of Sections 12.2 (Access) through 12.7 (Removal of Contents) of this
Agreement will apply to the contents of the tenure file.

If any material is added to the file after the commencement of consideration, a copy will
be sent to the Faculty Member within five (5) Days (by personal delivery or by mail, return
receipt requested).

The Faculty Member may attach a brief response within five (5) Days of his or her receipt
of the added material. The file will not be forwarded until either the Faculty Member
submits a response or until the second five- (5) Day period expires, whichever occurs first.
The only documents which may be considered in making a tenure recommendation are
those contained or referenced in the tenure file or those required to verify or clarify
statements in the tenure file.

Notice of Decision.

The Faculty Member will be notified in writing by the University within ten (10) Days or
as soon as possible thereafter of the decision with regard to tenure.

If the application for tenure is denied, the Faculty Member may request, in writing and
within twenty (20) Days of the receipt of the denial, a written statement by the University
of the reasons for the denial.

The written response will be provided by the University within thirty (30) Days after the
request.

Other Considerations.

During the period of tenure-earning service, the Faculty Member’s employment will be
governed by the provisions of Article 13 (Non-Reappointment).

Part-time service of a Faculty Member employed at least one (1) Semester in any twelve
(12) month period will be accumulated. For example, two (2) Semesters of half-time
service will be considered one-half (1/2) Year of service toward the period of tenure-
earning service.
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(c) Where Faculty Members are credited with tenure-earning service at the time of initial
appointment, all or a portion of such credit may be withdrawn once by the Faculty
Member prior to formal application for tenure.

16.8 Transfer of Tenure.

If transfer of tenure across State universities becomes possible, the University and the UFF will
review options for such transfer during regular consultation as discussed in Article 2
(Consultation).

16.9 Tenure upon Appointment.

Tenure may be granted to a Faculty Member by the Board at the time of initial appointment,
upon recommendation of the appropriate administrator. The administrator will consider the
recommendation of the Department or equivalent Unit prior to making his or her final tenure
recommendation.

16.10 Leave.

Authorized leaves of absence may, under the provisions of Article 19 (Leaves), be credited toward
the period of tenure-earning service.

16.11 Termination/Layoff.

Tenure guarantees annual reappointment for the Academic Year until voluntary resignation,
retirement, removal for just cause in accordance with the provisions of Article 17 (Disciplinary
Action) or Article 18 (Job Abandonment), or layoff in accordance with the provisions of Article 14
(Layoff and Recall), but does not extend to administrative appointments.

Both parties have tentatively agreed to Article 16, Tenure:

Signed by: DocuSigned by:
Mike Mattimore ﬁomﬂmm Fink
h‘Bz}—Z4.§I:dA1844A’I.‘.. . . h95498(.,4!:’:&)1tJ.AL)S:)... . .
Michael Mattimore, UWF Chief Negotiator Jonathan Fink, UFF Chief Negotiator
02/24/2026 02/24/2026

Date Date
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ARTICLE 17
DISCIPLINARY ACTION

17.1 Policy.

The purpose of this Article is to provide a prompt and Equitable procedure for disciplinary action
taken with just cause.
(a) Just cause is defined as
(1) incompetence, or
(2) misconduct.
(b) A Faculty Member’s activities which fall outside the scope of employment will constitute
misconduct only if such activities adversely affect the legitimate interests of the
University.

17.2 Progressive Discipline.

Both parties endorse the principle of progressive discipline as applied to professionals. When
administering discipline, the University will consider the Faculty Member’s disciplinary history,
along with facts and circumstances of the Faculty Member’s misconduct and/or job performance.
(a) Letters of Counseling- Letters of counseling may be given to employees to provide
information regarding University expectations. Such letters are not considered discipline but will
be placed in the employee’s personnel file in Human Resources. These letters may be used only
as evidence to demonstrate the employee’s awareness of University expectations.

(b) Written reprimands- may be issued to the employee at any time. Written reprimands shall
be placed in the employee’s personnel file housed in Human Resources. Written reprimands
shall not be used for purposes of progressive discipline, if the employee has maintained a
discipline-free work record for at least two consecutive years following receipt of the written
reprimand. Such written reprimands shall be marked "invalid for progressive disciplinary
purposes” if a written reprimand is followed by two consecutive years of no discipline following
the date of final effective date. However, such written reprimands can be used to show that an
employee had knowledge of a concern or had previously been warned about an activity.

17.3 Notice of Intent to Suspend or Terminate.

When the President or representative has reason to believe that a suspension or termination

should be imposed, the President or representative will provide the Faculty Member with a

written notice of intent to suspend or terminate (“Notice of Intent”) and the reasons therefore

Eherater,

(a)  The Notice of Intent will be sent by certified mail, return receipt requested; priority regular
mail; electronic via@uwf.edu email; or delivered in person with written documentation of
receipt obtained.

(b)  The Faculty Member will be given ten (10) Days in which to respond in writing to the
President or representative before the proposed action is taken.
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(c)

(d)

(e)
()

17.4
(a)

(b)

17.5

After the ten (10) Day period, the President or representative may

(1) issue a notice of suspension or termination:

(2) issue a notice of lesser disciplinary action:

(3) issue a notice that no disciplinary action will be taken

If the President or representative does not, within forty-five (45) Days of the date of the
Notice of Intent take one of the actions described in Section 17.3(c) (Notice of Intent to
Suspend or Terminate), the Faculty Member may request a decision of the President or
representative. In response, the University may take the action specified in 17.3(c) or may
request an extension of up to forty-five (45) Days. The University will provide this response
within three (3) Days. Such extension will be granted by the UFF and additional extensions
may be requested, if needed, and will be granted by the UFF.

If no disciplinary action follows the Notice of Intent, the Notice of Intent will not be
retained in the Faculty Member’s master evaluation file or personnel file.

The Faculty Member has the right to union representation during investigatory
guestioning that may reasonably be expected to result in disciplinary action.

Notice of Discipline.

All Notices of Disciplinary Action will include a statement of the reasons therefore
therefer and a statement that the action is subject to Article 22 (Grievance Procedure and
Arbitration).

All such notices will be sent by certified mail, return receipt requested, priority regular
mail, electronic via @uwf.edu email or delivered in person to the Faculty Member with
written documentation of receipt obtained.

Termination.

A tenured appointment or any appointment of definite duration may be terminated during its
term for just cause. A Faculty Member will be given written notice of termination at least thirty

days prior to the-end-ofthe semestersix{6}-months-inadvanceof-the effective date of such

termination, except that in cases where the President or representative determines that a Faculty
Member’s actions adversely affect the functioning of the University or jeopardize the safety or
welfare of the Faculty Member or members of the University Community, the President or

| representative may give less than thirty days’ six{6}-menths” notice.

17.6

Disciplinary Action Other than Termination.

The University retains its right to impose disciplinary action other than termination for just cause,
including but not limited to written reprimand, suspension with or without pay. Counseling,
including recommendations for participation in an Employee Assistance Program, will not be
considered disciplinary action.

17.7

Employee Assistance Program.
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Neither the fact of a Faculty Member’s participation in an employee assistance program, nor the
information generated by participation in the program, will be used as a reason for discipline
under this Article, except for information related to a Faculty Member’s failure to participate in
an employee assistance program consistent with the terms to which the Faculty Member and the
University have agreed.

17.8 Grievability.

Disciplinary action may be grieved under the terms of Article 22 (Grievance Procedure and
Arbitration) of this Agreement.

Michael Mattimore Jonathan Fink
Chief Negotiator - UWF BOT Chief Negotiator - UFF UWF
Signed by: DocuSigned by:
Mike Mattimere 04/03/2026 ﬁ""w‘ﬂw’“ Fuk 04/03/2026
N——B2F243E3A1844A1... 03498C4B25764D9...
Date Date
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23.1

ARTICLE 23
OTHER FACULTY RIGHTS

Professional Meetings.

Faculty should be encouraged to and may, with the approval of the Supervisor, attend
professional meetings, conferences, and activities. Subject to the availability of funds, the Faculty
Member’s expenses in connection with such meetings, conferences, or activities will be
reimbursed in accordance with the applicable provisions of State law and rules and regulations
having the force and effect of law.

23.2
| (a)

(b)

(c)

(d)

23.3
(a)

(b)

(c)

Office Space.

Each Faculty Member with an on-campus assignment will be provided with office space
which may be on a shared basis.

The parties recognize the desirability of providing each Faculty Member with enclosed
office space with a door lock, office equipment commensurate with assigned
responsibilities, and ready access to a telephone.

Each Faculty Member will, consistent with building security, have reasonable access to
the Faculty Member’s office space and laboratories, studios, music rooms, and the like
used in connection with assigned responsibilities; this provision may require that campus
security provide access on an individual basis.

Before a Faculty Member’s office location is changed, or before there is a substantial
alteration to a Faculty Member’s office to a degree that impedes the Faculty Member’s
work effectiveness, the affected Faculty Member will be notified, if practicable, at least
one (1) month prior to such change.

Safe Conditions.

Whenever a Faculty Member reports a condition that the Faculty Member feels
represents a violation of safety or health rules and regulations or which is an
unreasonable hazard to persons or property, such conditions will be promptly
investigated.

The appropriate administrator will reply to the concern, in writing, if the Faculty
Member’s concern is communicated in writing. A copy of any investigative report
regarding the condition will be forwarded to the Faculty Member.

If a building has been designated as a “sick building” or equivalent by the Department of
Environmental Health and Safety, the University will take prompt action to ensure the
health and safety of the Faculty.
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23.4 Limitations on Personal Liability.

(a) In the event a Faculty Member is sued for an act, event, or omission which may fall within
the scope of Chapter 768, Florida Statutes, the Faculty Member should notify the
President’s office as soon as possible after receipt of the summons commencing the
action in order that the Board may fulfill its obligation. Failure to notify the President’s
office promptly may affect the rights of the parties.

(b) For information purposes, the following pertinent language of Section 768.28(9), Florida
Statutes, is reproduced herein. No officer, employee, or agent of the State or its sub-
divisions shall be held personally liable in tort for any injuries or damages suffered as a
result of any act, event or omission of action in the scope of his or her employment or
function unless such officer, employee or agent acted in bad faith or with malicious
purpose or in a manner exhibiting wanton and willful disregard of human rights, safety or
property.

23.5 Travel Advances.

The University will, to the extent permitted by State law and rule, provide travel advances, upon
request, of up to eighty (80) percent of budgeted expenses for authorized travel of longer than
five (5) consecutive Days.

23.6 Working Papers Rights.

Consistent with the law, University rules and policies, the provisions of Article 20 (Inventions and
Works), and the legitimate interests of the University, Faculty will have the right to control of
their personal correspondence, notes, raw data, and other working papers.

23.7 Protection for Whistleblowers.

Faculty are notified that Section 112.3187, Florida Statutes, provides protection to
whistleblowers and delineates their rights and responsibilities.

Both parties have tentatively agreed to Article 23, Other Faculty Rights:

Signed by: DocuSigned by:
ﬁ&i&u Mattimor. ﬁomﬂmm Fink
Michael Mattimore, UWF Chief Negotiator Jonathan Fink, UFF Chief Negotiator
02/24/2026 02/24/2026

Date Date
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ARTICLE 25
SALARIES

25.1 Faculty Pay Plan Legislative Increases or Non-Recurring Wage Increases.

Eligible Faculty Members will receive any salary increases or non-recurring wage increases
appropriated for that purpose by the Florida Legislature in accordance with the guidelines set by
the Legislature.

25.2 Promotion Increases.

Promotion increases will be granted to Faculty pursuant to Article 15 (Promotion Procedure).

(a) Promotion increases will be granted in an amount equal to thirteen percent (13%) of the
Faculty Member’s previous year’s base salary rate in recognition of promotion to Senior
Instructor, Senior Lecturer, Senior Research Associate, Assistant University Librarian, or
Associate in.

(b) Promotion increases will be granted in an amount equal to thirteen percent (13%) of the
Faculty Member’s previous Academic Year’s base salary rate in recognition of promotion
to Associate Professor of Clinical Practice, Associate Professor, Associate University
Librarian, Associate Research Scholar/Scientist/Engineer.

(©) Promotion increases will be granted in an amount equal to thirteen percent (13%) of the
Faculty Member’s previous Academic Year’s base salary rate in recognition of promotion
to Professor of Clinical Practice, Professor, University Librarian, Research
Scholar/Scientist/Engineer.

25.3 Contract and Grant Funded Increases or Non-Recurring Wage Increases.

(a) Faculty on contracts or grants will receive salary increases or non-recurring wage increases
equivalent to similar Faculty on regular funding, provided that such salary increases or
non-recurring wage increases are permitted by the terms of the contract or grant and
adequate funds are available for this purpose in the contract or grant. In the event such
salary increases or non-recurring wage increases are not permitted by the terms of the
contract or grant, or in the event adequate funds are not provided, the President or
representative will seek to have the contract or grant modified to permit such increases or
non-recurring wage increases.

(b)  Nothing contained herein will prevent the Faculty Members whose salaries are funded by
grant agencies from being allotted raises higher than those provided in this Agreement.

25.4 Administration Discretionary Increases.

The University retains the authority to provide salary increases, adjustments, or non-recurring
wage increases beyond the increases specified above, for market equity considerations, including
verified counteroffers and compression/inversion; increased duties and responsibilities; special
achievements; litigation/settlements; and similar special situations. When Faculty awards of a
competitive nature are provided by the University, the University and any reviewing committee
shall utilize a rubric for Faculty ranking and/or selection consistent with the published criteria of
the award. The rubric shall be made available to Faculty prior to the award submission deadline.
In the event the University develops procedures for distributing increases under this section, a copy
will be provided to the UFF. The UFF will have an opportunity to discuss the procedures in
consultation with the President or representative, pursuant to Article 2 (Consultation), prior to their

1
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implementation. At the end of the Academic Year, the UFF will be provided with a report of all
salary increases granted under this section during the Academic Year.

25.5

Salary Rate Calculation and Payment.

The biweekly salary rate of Faculty serving on twelve (12) month (calendar year) appointments
will be calculated by dividing their calendar year salary rate by 26.1 pay periods.

25.6

Grievability.

The only issues to be addressed in a Grievance filed pursuant to Article 22 (Grievance Procedure
and Arbitration) alleging violation of this Article are whether there is unlawful discrimination
under Article 6 (Nondiscrimination), or whether there is an arbitrary and capricious application of
the provisions of one (1) or more sections of this Article.

25.7
(2)

(b)

25.8
(a)

Type of Payment for Assigned Duties.

Duties and responsibilities assigned by the University to a Faculty Member that do not
exceed the available established FTE for the position shall be compensated through the
payment of salary, not OPS.

Duties and responsibilities assigned by the University to a Faculty Member which are in
addition to the available established FTE for the position will be compensated through
Other Personal Services (OPS), not salary.

2025620267 Wages

Merit-based one-time wage action. Faculty who are employed as of August 8, 2024, and
who have received a rating of Exceeds or Meets on the completed 24-25 performance
evaluation will receive a 2.5% one-time wage action. This one-time wage action will be
paid on 5/22/2026 if ratified by both parties prior to the 5/9/2026 date. If the one-time wage
action is not ratified by both parties prior to the 5/9/2026 date, the one-time wage action
will be paid following ratification by both parties at a date determined after ratification.-
Eligible faculty will need to be continuously employed through 5/9/2026. The percentage
calculation for the one-time wage action will be based on the Faculty’s base salary on
5/9/2026 and will exclude administrative supplements and pay for temporary duties.
Faculty who have received a notice of non-reappointment, termination, or separation with
advance notice prior to 5/9/2026 or the date of ratification, whichever is later, will not be
eligible. For the purpose of the merit-based one-time wage action, the 24-25 performance
evaluation rating will be the Dean’s overall rating.

(b) Merit-based recurring increase. Faculty who are employed as of August 8, 20234, and

who received a rating of Exceeds_or Meets on the completed 234-245 performance
evaluation will receive a 4 2.5% recurring merit increase to the base salary. Faeulty—whe

o aomnlavad Ja Ao Q A ava h +rano ad no of NMee on-the comnleted
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This recuring merit increase will be effective September 143, 20256 (“Effective Date”™).
Eligible faculty will need to be continuously employed through the Effective Date. The
percentage increase will be applied to the Faculty’s base salary- as of the Effective Date
and will exclude administrative supplements and pay for temporary duties. Faculty who
have received a notice of non-reappointment, termination, or separation with advance
notice prior to the Effective Date will not be eligible. For the purpose of the merit-based
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()

recurring increase, the 234-245 performance evaluation rating will be the Dean’s overall
rating.
2025-2026 Market Equity. A recurring salary increase to Faculty whose salary as of March

31,2026, is below 90% of the benchmark salary for the Faculty’s teaching discipline. The
Effective Date of the increase will be April 27, 2026. To receive an increase the difference
must be at least $250. The increase shall not be higher than $8,000. The benchmark salary
1s based on the 2024-2025 College and Universities Professional Association (CUPA-HR),
Faculty: 4-Digit Multi-Discipline Report and is based on 90% of the average salary
reported for each discipline. If Faculty is on a 12-month appointment, the salary is
converted to 9-month using a conversion rate of 81.8%. To be eligible, Faculty must have
a rating of Exceeds or Meets on their 24-25 performance evaluation. For the purposes of
the market equity recurring increase, the 24-25 performance evaluation rating will be the
Dean’s overall rating. Faculty on visiting appointments are not eligible. Faculty who have
received a notice of non-reappointment, termination, or separation with advance notice
prior the Effective Date will not be eligible.

Both parties have tentatively agreed to Article 25, Salaries:

Signed by: DocusSigned by:
Mike Mattimore mo"w‘f(““’” Fink
Michael Mattimore, UWF Chief Negotiator Jonathan Fink, UFF Chief Negotiator
04/03/2026 04/03/2026
Date Date
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32.1
(a)

(b)

(c)

| (d)
(e)

32.2

ARTICLE 32
AMENDMENT AND DURATION

Effective Date.

The Agreement will become effective on the date that it is ratified by both the Board and
the UFF and will remain in effect through June 30, 20269.

Renegotiations for the July 1, 20274 through June 30, 20258 agreement term will begin
no later than March 1, 20247. Article10{Assignment—of-Respensibilities)—Article 20
{aventions—and-Werks)-Article 25 (Salaries) and Article 26 (Benefits) will be reopened.

Each party may propose two (2) additional articles for negotiation.

Renegotiations for the July 1, 20258 through June 30, 20269 agreement term will begin
no later than March 1, 20258. Article 25 (Salaries) and Article 26 (Benefits) will be
reopened. Each party may propose two (2) additional articles for negotiation.
Negotiations for a successor agreement will begin no later than October 1, 20258.

The parties may by mutual agreement include other terms and conditions of employment
in their renegotiations.

Amendments.

In the event the Board and the UFF negotiate a mutually acceptable amendment to this
Agreement, such amendment will be put in writing and become part of this Agreement upon
ratification by both parties.

Both parties have tentatively agreed to Article 32, Amendment and Duration:

Signed by: DocuSigned by:
ﬂ&i&c Mattimore ﬁomﬂwm Fink
Michael Mattimore, UWF Chief Negotiator Jonathan Fink, UFF Chief Negotiator
02/24/2026 02/24/2026

Date

Date
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