












Year 3 (2020-2021) 

Effective August 16, 2020, the University will implement a salary increase program on 
the basis of merit equivalent to 2% or the FY 2021 campus-wide general salary program 
as may be announced by the Chancellor and Provost in the campus "FY 2021 Budget and 
Salary Guidelines" (in the event a general salary program is implemented) whichever is 
greater. 

Effective August 16, 2020 for the 2020-21 year, each applicable college will be allocated 
an amount equal to 2% of the non-tenure system faculty salary base for pay adjustments 
which must be awarded to individual faculty to address compression and equity issues. 
Compression and equity adjustments will be determined in the sole discretion of the dean 
following consultation with department heads. 

Year 4 (2021-2022) 

Effective August 16, 2021, the University will implement a salary increase program on 
the basis of merit equivalent to 2% or the FY 2022 campus-wide general salary program 
as may be announced by the Chancellor and Provost in the campus "FY 2022 Budget and 
Salary Guidelines" (in the event a general salary program is implemented) whichever is 
greater. 

Effective August 16, 2021 for the 2021-22 year, each applicable college will be allocated 
an amount equal to 2% of the non-tenure system faculty salary base for pay adjustments 
which must be awarded to individual faculty to address compression and equity issues. 
Compression and equity adjustments will be determined in the sole discretion of the dean 
following consultation with department heads. 

b. Salary Minimums 

Effective August 16, 2018, the minimum non-tenure system salary for full-time non­
tenure 1>ystem bargaining unit members with the rank of Instructor, Lecturer, Clinical 
Assistant Professor, or Research Assistant Professor in no event will be lower than 
$50,000; the minimum non-tenure system salary for full-time non-tenure system 
bargaining unit members with the rank of Senior Instructor, Senior Lecturer, Clinical 
Associate Professor, or Research Associate Professor in no event will be lower than 
$55,000; the minimum non-tenure system salary for full-time non-tenure system 
bargaining unit members with the rank of Clinical Professor or Research Professor in no 
event will be lower than $60,500. 

c. Professional Expense Reimbursements 

Funds will be allocated each year of this Agreement so that each bargaining unit member 
shall receive up to $600 for expenses related only to research and/or teaching-related 
professional development, to be reimbursed in accordance with University policy and 
guidelines. In the event that a bargaining unit member has an opportunity to travel for 
professional meetings/conferences, specific to their employment duties, then they may be 
eligible for an additional $600. Pre-approval for the additional funding must be obtained 
from the Unit Executive Officer prior to the event and, if approved, will be reimbursed in 
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accordance with University policy and guidelines. These funds supplement departmental 
professional development budgets, if any, rather than replace them. 

d. Retroactivity 

(i) Salary increases and minimum salaries referenced above shall be paid 
retroactively, but only to faculty who are actively employed in the bargaining 
unit as of the date this Agreement is executed on behalf of the Board of Trustees 
of the University of Illinois. 

(ii) The increase to professional development expense reimbursement funds, as 
referenced above, shall apply retroactively only to expenses already incurred 
during the 2018-19 academic year up to the date this Agreement is executed. 

(iii) Merit-based salary increases shall be applied before adjustments are made to any 
minimum salaries as set out in this Agreement. Compression and equity salary 
increases, as applicable, are made after minimum salary adjustments. 

e. Salaries of individual members of the bargaining unit as adjusted by application of the 
terms above, shall be established in accordance with campus and applicable academic 
unit policies and practices; and for those years, individual bargaining unit employees may 
receive a salary increase that is less than, equivalent to, or greater than, the increment set 
forth in the campus-wide general salary program or the 2% salary increase program 
established above, whichever is applied. 

f. Because any determination as to any salary increase is at the department 's or unit's sole 
discretion, such detennination shall not be grievable under the Grievance and Arbitration 
article of this Agreement. 

2. Discretionary Salary Adjustments 

Nothing in this Agreement shall preclude the University from providing salary increases to 
members of the bargaining unit in excess of the amounts specified in this Article at any time, 
provided that such increases are for the purpose of countering, matching or exceeding bona fide 
written offers from other institutions, or for adjusting for low salaries, compression, equity, or 
other reasons in the University's discretion. Further, nothing in this Agreement shall preclude 
the University from providing one-time, non-continuing salary money for rewarding outstanding 
professional contributions to the University. 

3. New Hires and Promotions 

Nothing in this Agreement shall restrict or modify the University 's ability to unilaterally 
establish the salary of newly-hired faculty members. Bargaining unit members who are 
promoted: ( 1) within the ranks identified in the University of Illinois Statutes, as such Statutes 
may be amended from time to time (e.g., Clinical Assistant Professor, Clinical Associate 
Professor, Clinical Professor, Research Assistant Professor, Research Associate Professor, 
Research Professor) and (2) from Lecturer to Senior Lecturer and Instructor to Senior Instructor 
shall be eligible for salary increases in accordance with campus policies and practices; however 
the increase shall not be less than 10%. 
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B. Leaves & Sabbaticals 

It is the intention of the University to continue providing all leaves and benefits as already provided to 
the faculty at the University of lllinois such as, but not limited to, Sabbaticals, Family Medical Leave 
Act of 1993 (FMLA), Educational Leave, Parental Leave, Bereavement Leave, Family Military Leave, 
Jury Duty, Sick Leave, Vacation, and Holidays. Faculty Affairs Policy FPPG 500 - Family Work 
Friendly Benefits NUMBER 501 (Modified Duties for Faculty Members with Life-Changing Events) 
dated December 17, 2015, is included within the terms of this paragraph. The parties agree that 
nothing in this article is meant to limit the University's ability to amend and/or change leave benefits 

from time to time. 

The Provost agrees to bring to the Faculty Senate the issue of whether the Statutes should be amended 
to permit sabbatical leaves of absence for non-tenure track system faculty. 

C. Group Health 

1. Faculty are eligible for group health insurance options as provided through the State of lllinois 
Department of Central Management Services. The State of lllinois benefits are provided by the 
Group Insurance Act of 1971. These benefits are subject to modification from time to time. 
Faculty are eligible to participate in additional benefits programs offered by or through the 
University in accordance with the provisions of those plans, which are subject to change from 
time to time. 

2. If the health insurance premiums administered through Central Management Services increase 
by 50% or more during the term of this Agreement (including incremental increases that total 
50% or more as measured by the premiums paid for the managed care plan by an employee with 
no dependents and an annual salary of $75,000), Article VI, Section A. l. of this Agreement shall 
be reopened to discuss the impact on bargaining unit members. 

Article VII. Institutional Commitments 

A. A well supported working environment promotes effective and sustainable teaching, learning, 
service, and research. Therefore, within the limits of available resources and within the 
University's discretion, the University acknowledges its commitment to provide libraries, 
technology, classroom assignments, and faculty support responsive to the needs of students and 
faculty to meet the research mission and instructional/pedagogical needs of the departments, 
consistent with high quality research and teaching at a nationally recognized research university. 

B. When faculty are required to travel on approved University business, the University will reimburse 
for such travel. The University's Business and Financial Policies and Procedures provide complete 
guidelines for these reimbursements. Travel for University related business should be conducted as 

economically as possible. 

C. Faculty performing employment duties are provided legal coverage as set forth in and under the 
terms of the University of Illinois Liability Self-Insurance Plan, as that plan may be amended from 

time to time. 

D. Faculty may request health-related accommodations under the Americans with Disabilities Act 
(ADA) or otherwise by contacting the Office of Access and Equity to request such 

accommodations. 
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E. The University will provide each bargaining unit position a new computer not to exceed 
$1,500 (plus the cost of a three-year extended warranty) to be chosen from a set of available and 
supported configurations from the campus office of Academic Computing and Communications 
Center (ACCC). This program for provision of new computers will extend through August 15, 
2022, and computers will be replaced if an existing computer is more than four years old during 
the term of this Collective Bargaining Agreement. The University will provide hardware support 
during the time the computer is covered by warranty and is assigned to the original bargaining 
unit position. In accord with the State of Illinois and University procurement rules, the assigned 
computer remains property of the University and assigned to the department. Computer use is 
subject to the applicable Acceptable Usage Policy promulgated by ACCC, as such policy may be 
amended from time to time. The process for replacing computers that will be more than four 
years old during the following academic year will be initiated every year of this agreement on or 
before January 15th, and computers should be received no later than August 1st of each year. 

F. The University shall provide classroom support during all hours in which courses are scheduled, 
including access to printers and technology support for classrooms with sufficient on-campus 
staff to facilitate timely support. This support shall commence at least a half hour before courses 
are scheduled. 

G. In accordance with the University of Illinois Statutes and General Rules Concerning University 
Organization and Procedures, faculty members shall retain ownership rights to traditional 
academic copyrightable work. 

Article VIII. Union Membership and Activity 

A. Each bargaining unit employee may make their own personal decisions with respect to the Union 
or other employee organization membership without intimidation or coercion. There will be no 
discrimination against any employee by the Union or the University because an employee chooses 
not to become a member or the Union or because the employee chooses to become a member of 
the Union and/or acts as a representative of the Union or its members or other employees pursuant 
to this Agreement. 

B. The Union will advise the University in writing of all stewards and alternates who have been 
designated by the Union. 

C. The Union shall have the right to access meeting room space and the right to access all visual and 
electronic communications methods for the purpose of distribution of infonnation, subject to the 
same policies established for other faculty and staff organizations recognized by the University. 

D. The University will provide the Union employee data pertaining to current status (initial 
appointments, reappointments, promotions, suspensions, terminations, salaries, leave status, 
university email address, and change of membership) of all members of the bargaining unit. These 
data shall be provided on the 16th day of each month, whenever possible, but no later than five (5) 
days after the l 6tl1 of each month. 

E. During the campus wide orientation event for new faculty, the union shall be allowed to staff a 
table, placed in a visible and accessible location, for the purpose of speaking with new faculty 
and distributing literature, and the union shall be afforded fifteen ( 15) minutes to present to the 
new faculty. 
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F. Local representatives, officers and Union staff shall have reasonable access to the premises of 
the University, as permitted by law. 

G. Dues Deduction 

1. Upon receipt of a written and signed authorization card of an employee, the University 
shall deduct the amount of Union dues set forth in such card and any authorized 
increase therein, and shall remit such deductions to the Union at the address designated 
by the Union in accordance with the laws of the State of Illinois. The Union shall 
advise the University, in writing, at least 30 days prior to the effective date of any 
changes in dues rates. 

2. The University will acknowledge receipt of new written and signed dues deduction 
authorization cards within seventeen ( 17) days of their physical receipt by University 
Payroll and Benefits (UPB). 

3. The University will process written and signed dues deduction authorization cards 
submitted for bargaining unit employees as soon as reasonably practicable after their 
receipt by the University Payroll and Benefits (UPB) office. To provide sufficient time 
for the University Payroll and Benefits (UPB) to process dues deduction authorization 
cards, such cards must be submitted at least seven (7) UPB business days prior to the 
calculation processing date, i.e., the date on which UPB begins the payroll calculation 
process for University employees who are being paid on a monthly basis. 

4. The University will send payment to the Union for the total amount deducted with a list 
identifying the amount deducted from each individual electing to have this deduction 
made from their paycheck, the type of deduction, and the amount deducted within ten 
( I 0) working days of the deduction being made. 

5. In the event the Union becomes aware that an employee no longer in the bargaining unit 
has had dues withheld, the Union will send written notification ( email is preferred) to 
the University asking that the employee be refunded. The written notification will 
include the employee's name, UIN and the dollar amount to refund. The University will 
complete a payroll adjustment within 30 days ofreceipt of the notification and refund 
the employee. The University will then reduce the remission of dues withholding owed 
to the Union by the same amount of the refund on a subsequent payment of dues 
withholding to the Union. 

6. Nothing contained herein shall require the University to take action to collect dues from 
any employee in any given pay period except to the extent that such employee earns 
wages from the University in that period. 

7. The University shall take such steps as may be required to accomplish any wage 
withholding authorized or required by Section G and shall do such things as are 
necessary to cause said withholding to be remitted to the Union within thirty (30) 
calendar days after the date of withholding, provided that nothing contained in this 
Article shall require the University to make any withholding unless and until the Union 
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has notified the University of the address to which the amount so withheld should be 
sent and has certified the amount of dues to be withheld, both within sufficient time to 
permit the University to carry out its obligation to so withhold. The amount withheld 
shall not change until the Union notifies the University that different dues amounts 
should be collected. 

H. The Union shall indemnify and hold the University, and its employees and agents, harmless 
against any claim, demand, suit, cost, expense, or any other form of liability, including 
attorney's fees and costs, arising from or incurred as a result of any act taken or not taken by 
the University, its members, officers, agents, employees or representatives, in complying with 
or carrying out the provisions of this Article. The University shall immediately inform the 
Union of any appeals or legal action regarding this Article. 

I. Upon written request from a bargaining unit faculty member on a form provided by the Union 
and approved by the University, the bargaining unit faculty member may have contributions 
made toward the Committee on Political Education (COPE) deducted from their paycheck. 

J. A department head, with written consent of the dean, shall agree to accommodate, to the extent 
feasible and reasonable, one course buyout in each year of the contract, funded by the Union, 
for the Union President or the Chief Steward. 

Article IX. Appointment, Reappointment, Promotion, Layoff and Recall 

A. Non-Tenure Track ("NTT") Faculty Appointments 

1. All initial NTT appointments shall be made by the relevant appointing unit in accord with 
University policies and procedures. 

2. All visiting appointments shall be made by the relevant appointing unit. Visiting appointments 
for more than one year should be utilized to meet unpredicted or unexpected staffing needs. 

3. NTT bargaining unit faculty employed on the effective date of this Agreement shall be considered 
to have been already appointed and shall continue their appointments as provided in their current 
Notification of Appointment. 

4. Years served by non-tenure system faculty members in visiting appointments shall count toward 
years required for multi-year contracts and promotion. Changes in title shall not affect timelines 
for multi-year contracts or promotion. 

5. In their offer letter, the University shall notify all new employees hired to work in a position 
covered by this Agreement that UIC United Faculty (UICUF) is the exclusive representative for 
the bargaining unit, that it is their right to be a member or not be a member of a union without 
fear of personal or professional repercussions, and that their position is subject to a collective 
bargaining agreement, which may be found at the following web address: 
http://hr.uic.edu/labor relations/ labor agreements. 

B. Reappointment 

1. Procedures for reappointment of NIT bargaining unit faculty shall be as provided in the bylaws 
of the bargaining unit faculty member's academic unit. If such procedures are not included in 
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their bylaws, academic units shall develop and incorporate into their bylaw procedures for 
reappointment ofNTT bargaining unit faculty. 

2. In accord with University Statutes and campus policies and procedures, multi-year 
reappointments shall be available for non-visiting bargaining unit members meeting eligibility 
criteria as provided in the Statutes and applicable campus policies. A faculty member who 
desires a multi-year reappointment shall file a written request with the Unit Executive Officer by 
March l. If they do not receive the requested multi-year reappointment, the faculty member may 
request a meeting with the appropriate Dean or Dean's designee. The faculty member may have 
a union representative present at this meeting. 

3. Academic Units will infonn faculty members of their reappointment or non-reappointment by 
June 1s t each year. In certain instances, however, projected student enrollment or other funding 
variables may create a need for this notice to be postponed beyond June l. In that event, the 
affected faculty member will be informed by June 1 that the University has not been able to 
finalize its decision regarding their reappointment or non-reappointment. In the latter event, 
notice of the faculty member's reappointment or non-reappointment shall be provided by July 16. 

C. Promotion, Multi-Year Appointment, Layoff and Recall 

1. Promotion. Procedures for promotion of NTT bargaining unit faculty within the ranks identified 
in University of Illinois Statutes (as such Statutes may be amended from time to time) shall be as 
provided in the bylaws of the bargaining unit member's academic unit. 

2. Multi-Year Appointment. An NTT bargaining unit member within the ranks identified in 
University of Illinois Statutes (as such Statutes may be amended from time to time) whose 
appointment is not funding-contingent (i.e., an appointment that is not "subject to receipt of 
funds") and whose appointment does not carry a "visiting" modifier" (as provided in the 
Statutes), shall be offered an appointment in accordance with the following terms. 

a. NTT faculty appointed through the end of the fourth year of employment, if appointed 
or reappointed, shall receive a one-year appointment. 

b. After four consecutive years of employment, or upon promotion before the four-year 
mark, NTT bargaining unit members, ifreappointed, shall receive a multi-year 
appointment of at least two years duration. 

c. After six consecutive years of employment, NTT bargaining unit members, if 
reappointed, shall receive a multi-year appointment for at least three years duration. If 
the University of Illinois Statutes are amended to increase the maximum number of 
years for a multi-year appointment, NTT bargaining unit members who become 
eligible for a three year appointment after such amendment becomes effective and 
before expiration of this Agreement shall receive, if appointed, an appointment for the 
new maximum number of years. 

Nothing contained herein shall provide for any multi-year appointment to be automatically 
renewable. Additionally, nothing contained herein shall preclude the University, at the discretion 
of the unit, from offering any NTT bargaining unit member a multi-year appointment at any time, 
provided they are eligible under the Statutes and campus policy. 
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3. Layoff and Recall. 

An NTT bargaining unit member with a multi-year appointment under this Article IX may have 
their appointment terminated during the term of a multi-year appointment if the specific work 
they have been performing is to be reduced or discontinued and/or the courses for which they 
were employed to teach are to be reduced or discontinued. The affected faculty member may 
choose to be placed on a recall list for up to three academic years. In the event the reduced or 
discontinued specific work and/or courses are reinstated, a faculty member on the recall list shall 
be offered reinstatement to complete the remaining term of their multi-year appointment. It is 
the responsibility of the faculty member to keep the University informed of a current address and 
contact information (e.g., telephone, email address, etc.). In the event the faculty member fails 
to respond to a recall offer communicated to the faculty member's last known address on file or 
otherwise declines the recall offer, any further recall rights under this paragraph shall terminate. 

In the event of discontinuance of admission to a program or department, the University will treat 
the discontinuance as it would the elimination of a program or department. 

D. Decisions by the University (1) to reappoint or not reappoint a faculty member; (2) to promote or not 
promote a faculty member; and/or (3) to offer or not offer a multi-year reappointment to a faculty 
member under paragraph B.2 of this Article are reserved to the sole discretion and judgment of the 
University. Such decisions are not subject to the Grievance and Arbitration Article of this 
Agreement. 

E. Evaluation 

1. The University reaffirms the objective of its Annual Evaluation of Faculty at UIC Policy (FPPG 
700), as affirmed by the UIC Senate and which currently states that "the performance of all 
faculty at UIC with at least fifty percent (50%) appointments shall be evaluated annually through 
a formal procedure that is open and equitable. The purpose of the annual evaluation is to 
recognize and record the accomplishments of each member and to make judgments regarding the 
significance of these accomplishments, which judgments shall form part of the basis for 
assigning salary increases and recommending promotion." 

2. Student evaluation data shall not be considered in isolation to make decisions related to the 
renewal of employment, promotion cases, or the determination of merit raises. 

Article X. Academic Freedom 

A. It is the policy of the University to maintain and encourage full freedom within the law of inquiry, 
discourse, teaching, research, and publication and to protect any member of the non-tenure track 
system bargaining unit against influences, from within or without the University, which would restrict 
the member' s exercise of these freedoms in the member's area of scholarly research and interest. 

B. As a citizen, a faculty member may exercise the same freedoms as other citizens without institutional 
censorship or discipline. A faculty member should be mindful, however, that accuracy, 
forthrightness, and dignity befit association with the University and a person of learning, and that the 
public may judge that person's profession and the University by the individual's conduct and 
utterances. 
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C. A faculty member who believes that they do not enjoy the academic freedom which is the policy of 
the University to maintain and encourage shall be entitled to a hearing on written request before the 
Committee on Academic Freedom and Tenure of the campus Senate. Such hearing shall be 
conducted in accordance with established rules of procedure. The Committee shall make findings of 
facts and recommendations to the President and, at its discretion, may make an appropriate report to 
the Senate. The several committees may from time to time establish their own rules of procedure. 

D. Any substantive dispute under this Article shall be resolved under Article X, Section 2 (d), of the 
University of Illinois Statutes 

E. Any procedural dispute under this Article under the control of a party to this Agreement shall be 
resolved under the Grievance and Arbitration procedure in this Agreement, and any such grievance 
decision thereunder shall be limited to providing a remedy correcting a process error. 

Article XI. Governance 

The Union retains the exclusive right to negotiate and reach agreement on wages, hours, and terms and 
conditions of employment for the members of the bargaining unit. The parties to this Agreement 
recognize and support the role of the Faculty Senate as established by the University of Illinois Statutes 
such as its general responsibilities in areas including but not limited to: (a) curriculum policy and 
curricular structure; (b) requirements for degrees and granting of degrees; ( c) policies for recruitment, 
admission and retention of students; ( d) academic policies relating to students; ( e) reviewing and 
proposing changes to the statutes; and (f) academic freedom. The above list of Senate responsibilities is 
not inclusive of the Senate's full role as provided in the University of Illinois Statutes and is not intended 
to expand or limit that role. 

The Union may in writing request, and the University will provide, information relating to budget and 
planning matters as allowed by law. Once a semester at the Union's request, the Union will meet with the 
Chancellor and/or Provost. Fourteen (14) days prior to such meeting the Union will provide an agenda of 
issues it wishes to discuss. 

This Agreement is not intended to expand or limit the faculty role in governance as provided in the 
University of Illinois Statutes. No faculty member will be penalized for legitimate participation in 
University governance. 

Article XII. Hours of Work and Commitment 

A. Bargaining unit members covered herein are expected to maintain work hours and commitment to 
the University required by the terms of their appointment. Bargaining unit members shall comply 
with the University of Illinois Policy on Conflicts of Commitment and Interest and related State 
of Illinois laws such as the University Faculty Research and Consulting Act, 110 ILCS § 100 and 
the State Officials and Employees Ethics Act, 5 ILCS § 430. 

B. Expectations for all non-tenure system faculty ranks or categories of faculty positions, including 
expectations for teaching, research, and service, shall be created through transparent shared 
governance processes in each academic unit and made easily accessible to all faculty. These 
expectations shall include a teaching statement that sets clear expectations for the teaching 
assignments, including course load and class size. Job expectations shall be updated and/or re­
ratified by the academic unit at a minimum of every three years. 
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C. Should a change to job expectations be needed during the course of a bargaining unit member's 
contract, the unit and the non-tenure track system faculty member shall mutually agree upon said 
change(s). Such changes will conform with the terms of this Agreement. 

Article XIII. Health and Safety 

A. The University is committed to the safety and well-being of its students, faculty, staff, and the 
public it serves. The administration, faculty, and staff have the responsibility to promote health 
and safety in their environment and operations and shall do so in accordance with any and all 
applicable federal and state laws. Faculty shall report any unhealthy and hazardous work 
conditions, and the University shall review the situation and shall make a reasonable effort to 
resolve the matter and ensure the safety of students, faculty, staff, and the public it serves. 

B. Health and safety issues shall be raised and discussed during labor management meetings and may 
include participation from campus police, environmental health and safety personnel, and/or other 
relevant individuals. 

C. The University shall pay the cost of, supply, and maintain all safety items, such as tools, 
equipment, and protective clothing including respiratory equipment and eyewear, that the 
University, in its sole discretion, requires faculty to use in the performance of their duties. The 
University shall supply and maintain adequate emergency facilities, equipment, and supplies; 
including, but not limited to, eyewash stations and emergency shower stations as required by 
health and safety law. These shall be available at appropriate locations within easy and timely 
access and shall be provided at no cost to the faculty. The University shall pay the cost of and 
provide proper training and supervision to ensure that faculty who operate machinery, tools, and 
equipment do so with safety and care when the University, in its sole discretion, requires the 
faculty to use such items in the performance of their duties. 

D. The University and Union are committed to the protection of students through the effective 
implementation of University and Campus policies which address sexual assault in the campus 
community by, among other things, providing crisis intervention services and resources to 
survivors. Faculty are encouraged to access related training programs offered by the University's 
Office of Access & Equity, the Campus Advocacy Network, the Dean of Students, and other 
Campus organizations which are designed to inform staff and/or students to maximize the 
opportunity for effective implementation of applicable University and Campus policies. 

Article XIV. Physical Conditions 

The University shall provide the faculty, to the extent feasible and reasonable under the circumstances, 
with appropriate space and facilities such as office, laboratory, and classroom space for effective and 
safe teaching, research, advising, and other activities necessary to their academic discipline and 
performance of duties, including reasonable access to such space during periods when the buildings 
may be closed. 

Departments shall arrange for the availability of private office space for faculty to utilize for the 
purpose of holding confidential meetings with their students. Faculty members may schedule usage of 
this designated student meeting space in advance or on an ad hoc basis. 
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Article XV. Discipline and Dismissal 

A. The University may discipline, suspend, or dismiss a non-tenure track system bargaining unit member 
prior to the end of their appointment term for just cause. 

B. The University and Union agree with the principle of positive progressive discipline intended to 
correct deficiencies when possible, and that a reasonable process under the circumstances is required 
to impose discipline for just cause. Progressive discipline is based on the idea that as offenses occur 
appropriate discipline will be administered in a progressive manner. The parties acknowledge that 
discipline might not be progressive if the offense is sufficiently serious. 

C. The levels of progressive discipline for bargaining unit members are (1) verbal counseling, (2) letter 
of warning, (3) suspension, and (4) dismissal. 

D. In cases of disciplinary verbal counseling the unit head must inform the non-tenure track system 
bargaining unit member that they are receiving a verbal counseling and must provide the reasons for 
the verbal counseling. 

E. A unit head shall convene a pre-disciplinary meeting if discipline other than a verbal counseling is 
contemplated, and notify the non-tenure track system bargaining unit member in writing of the 
purpose of the meeting at least two (2) days in advance of the meeting. The non-tenure track system 
bargaining unit member shall be given the opportunity at or before the meeting to rebut the reasons 
for the contemplated discipline. 

F. Non-tenure track system bargaining unit members have the right to Union representation throughout 
the disciplinary process, including during any investigatory interview that may reasonably lead to 
discipline. 

G. Except for purposes of determining a pattern of behavior, letters of warning will remain in effect for 
purposes of progressive discipline for only two full consecutive semesters. 

H. Situations in which a faculty member is placed on paid leave pending the conclusion of an 
investigation shall not be considered discipline. 

I. A non-tenure track system bargaining unit member may utilize the Grievance and Arbitration 
procedure set forth in this Agreement to appeal any discipline, suspension or dismissal issued under 
this Article. If the arbitrator fails to sustain the University's action, they may not award any remedy 
( e.g., compensation, reinstatement, reappointment) for time beyond the terminal date of the 
appointment during which the non-tenure track system bargaining unit member was disciplined, 
suspended or dismissed. Any award of back pay shall not exceed the amount the faculty member 
would have earned from the date of suspension or dismissal to the end of the term of appointment. 

Article XVI. Labor Management Meetings 

The Union and the University shall meet at least one time per semester during the term of this 
Agreement, if so requested by the Union. The Union shall designate members, including the Union 
President and Chief Steward, to meet on its behalf, and the University will designate individuals, 
including a representative on behalf of the Chancellor or Provost and staff from Labor Relations, to 
meet. Both sides may tender a list of items to be discussed and a list of any information requested at 
least one week before the scheduled meeting date. 
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Article XVII. Access to Personnel File 

A. The University shall maintain the official personnel file for each non-tenure track system 
bargaining unit member in the campus Human Resources office. Non-tenure track faculty shall 
have the right to add explanatory material to their official personnel file, as provided in the 
Personnel Record Review Act (820 ILCS § 40/1 et seq). 

B. A non-tenure track system bargaining unit member's signature on disciplinary or evaluative 
material confirms only discussion or receipt of these documents, but indicates neither agreement 
nor disagreement. 

C. Each non-tenure track system bargaining unit member shall be permitted to review the official 
personnel file as provided in the Personnel Record Review Act. If authorized by a non-tenure track 
bargaining unit member in writing, a Union representative may also review the file as provided by 
the law. 

D. The University shall not gather or keep records of non-academic or non-employment related 
activities or information, as provided by law. 

Article XVIII. Grievance and Arbitration 

A. Grievance Definition 

A grievance is defined as a complaint filed by an employee, a group of employees, or the Union alleging 
that the University breached a Section or Sections of this Agreement. 

B. Notification of Union Officials 

The Union shall furnish the University with a full list of elected officials and elected officers, including a 
grievance officer, as soon as they become available, but not later than September 15, of each academic 
year. The Union shall also infonn the University in writing of any changes to the list of elected officials 
and elected officers, including the grievance officer, as changes take place. 

C. Basic Principles 

1. Every faculty member covered by this Agreement, with or without Union representation, may 
pursue a grievance. 

2. The parties recognize that day-to-day problems may be discussed between faculty and 
supervisors. Such informal discussions are encouraged but shall have no effect upon the time 
limits set forth in this Agreement. It is further understood that the various time limits set forth in 
this Article may be extended only by the mutual written agreement of the University and the 
Union. Any resolutions reached at this level must be consistent with the terms of this Agreement. 

3. Grievances may be processed by the Union on behalf of an employee or on behalf of a group of 
employees or on behalf of itself setting forth name(s) or group(s) of the employee(s). Either party 
may have the grievant or one grievant representing a group of grievants present at any step of the 
grievance procedure. The resolution of a grievance filed on behalf of a group of employees shall 
be made applicable to the appropriate employees within that group. 
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4. This article does not preclude faculty members from pursuing a remedy through existing statutory 
or administrative mechanisms, or existing campus grievance procedures. Faculty members may 
have Union representation while pursuing a remedy through the campus grievance procedure. 

D. Time Limits 

Failure to file a grievance within thirty (30) calendar days following the date when the events on which 
the grievance is based or from when such events should reasonably have been discovered shall constitute 
a waiver of the grievance. Failure to appeal a grievance from one level to another within the time periods 
hereafter provided shall constitute a waiver of the grievance. If the University fails to respond to a 
grievance within the applicable time limit, the grievant may appeal the grievance to the next level if such 
advancement of the grievance is appealed within thirty (30) calendar days following the final date on 
which the University's response was due. 

E. Adjustment of Grievances 

Level l. If the grievance is not resolved through informal discussion, the grievant shall have thirty (30) 
calendar days from the date of the first events on which the grievance is based to file a written grievance 
with the faculty member's immediate supervisor. The written grievance should contain the following 
information: a specific description of the dispute, the facts giving rise to the dispute, a listing of the 
article and section of the Agreement violated, a statement as to how the article and section were violated, 
the date of the violation, and requested remedy. The supervisor, or designee, shall meet with the grievant 
(and their Union representative, if so desired) and shall give a written decision on the grievance to the 
grievant within fourteen (14) work days after receipt of the written grievance or within fourteen (14) work 
days of the meeting if one is held, whichever is later. 

Level 2. In the event the grievance is not resolved in Level 1, the decision rendered may be appealed to 
the Dean of the College in which the faculty member is appointed, provided such appeal is made in 
writing within thirty (30) calendar days after receipt of the decision in Level l. If a grievance has been 
appealed, the Dean or designee shall meet to discuss the grievance. Within fourteen (14) work days after 
receipt of the appeal or within fourteen ( 14) work days after the meeting, whichever is later, the Dean or 
designee shall issue a decision to the Union and the grievant(s). 

Level 3. In the event the grievance is not resolved in Level 2, the decision may be appealed to the Office 
of the Provost or designee in Human Resources provided such appeal is made in writing within thirty (30) 
calendar days after receipt of the decision in Level 2. If a grievance has been appealed to Level 3, as 
described above, the Provost or designee shall meet to hear the grievance. Within fourteen (14) work 
days after receipt of the appeal or within fourteen (14) work days after the meeting, whichever is later, the 
Provost or designee shall issue a decision in writing to the parties involved. 

Level 4. In the event that the grievance is not resolved in Level 3, the decision can be appealed to 
arbitration: 

l. Request. The Union may submit a grievance to arbitration, provided written notice of intent to 
arbitrate is delivered to the Office of Labor Relations within thirty (30) calendar days following 
receipt of the decision in Level 3 of the grievance procedure. 

2. Selection of Arbitrator. Upon submission of a request for arbitration, the parties may within 
fourteen (14) work days after the request to arbitrate, attempt to agree upon an arbitrator. In the 
event the parties are unable to agree upon the arbitrator within said fourteen (14) work-day 
period, the parties shall jointly request the Federal Mediation and Conciliation Services (FMCS) 
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to submit a panel of five (5) arbitrators, all of whom are members of the National Academy of 
Arbitrators. Each party retains the right to reject one panel in its entirety and request that a new 
panel be submitted. Both the University and the Union shall have the right to strike two (2) 
names from the panel. The party requesting arbitration shall strike the first two names; the other 
party shall then strike two names. The person remaining shall be the arbitrator. The parties shall 
promptly notify the arbitrator of their selection. 

3. Hearing. The grievance shall be heard by a single arbitrator and both parties may be represented 
by such persons as they may designate, and the parties shall have the right to a hearing at which 
time both parties will have the opportunity to submit evidence, offer testimony, and make oral or 
written arguments relating to the issues before the arbitrator. 

4. Decision. The arbitrator so selected shall confer with the University and Union representatives 
and hold hearings promptly and shall issue their decision not later than thirty (30) calendar days 
from the date of the close of the hearings or, if written briefs have not been waived, then from the 
date the final statements and proofs on the issues are submitted to them. The arbitrator's decision 
shall be in writing and shall set forth their findings of fact, reasoning, and conclusions on the 
issues submitted. The arbitrator's authority shall be limited to determining whether the 
University has violated arbitrable provisions of this contract. The arbitrator's decision shall be 
binding on the University and Union, subject to the provisions of the Illinois Educational Labor 
Relations Act. 

5. Expenses. The cost for the services of the arbitrator, including per diem expenses, if any, and 
actual and necessary travel and subsistence expenses shall be borne equally by the University and 
the Union. Any other expenses incurred shall be paid by the party incurring the same. 

F. Advanced Grievance Step Filing 

Certain issues which by nature are not capable of being settled at a preliminary step of the grievance 
procedure or which would become moot due to the length of time necessary to exhaust the grievance 
steps may, if mutually agreed upon in writing by the Union and University, be filed at the appropriate 
advanced step where the action giving rise to the grievance was initiated. 

G. Pertinent Information 

Except as otherwise provided, either party may request the production of specific documents, books, or 
papers reasonably available and substantially pertinent to the grievance under consideration. Such 
request shall not be unreasonably denied and, if granted, shall be in conformance with applicable laws, 
and rules issued pursuant thereto, governing the dissemination of such materials. 

Article XIX. No Strike or Lockout 

This Agreement contains a grievance resolution procedure which provides for final and binding 
arbitration of disputes concerning the interpretation of this Agreement. Therefore, during the term of this 
Agreement, there shall be no strikes, work stoppages, slowdowns or sympathy strikes. No officer or 
representative of the Union shall authorize, institute, instigate, aid or condone any such activities by 
members of the bargaining unit. The Union further agrees that it will take reasonable means which are 
within its power to induce employees engaged in a strike or work stoppage in violation of the terms of 
this Agreement to return to work; such reasonable means include the Union, through its officials, 
disavowing in writing any such action or interference and advising in writing that faculty engaged in such 
activity immediately return to work and cease the violation. Faculty who violate this article may be 
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subject to disciplinary action under the terms of this Agreement. In consideration of this "no strike 
pledge", no lockout of employees shall be instituted by the Employer during the term of this Agreement; 
provided, however, this Article should not be construed as requiring the University to stay in continuous 
operation. 

Article XX. Electronic Availability of Agreement 

Within thirty (30) days ofratification, the University shall post this Agreement to its website. The 
University shall maintain this Agreement on its website for the duration of the Agreement. 

Article XXI. Savings Clause 

Should any part of this Agreement or any provision(s) contained herein be determined to be illegal or 
invalid by a court or agency of competent jurisdiction or if compliance with or enforcement of any 
provision should be restrained by a court or agency pending a final determination as to its validity, such 
part or provision(s) shall not invalidate the remaining portions hereof, and they shall remain in full force 
and effect. If either party makes a request, the invalidated part(s) or provision(s) will be renegotiated. 

Article XXII. Entire Agreement 

The parties acknowledge that during the negotiations which resulted in this Agreement, each had the 
unlimited right and opportunity to make demands and proposals with respect to any subject or matter not 
removed by law from the area of collective bargaining, and that the understandings and agreements 
arrived at by the parties after the exercise of that right and opportunity are set forth in this Agreement. 

This Agreement represents the entire agreement between the University and the Union, and no further 
decisional bargaining is required during the term of the Agreement over mandatory or permissive subjects 
or practices not expressly addressed in this Agreement. However, the parties shall bargain over the 
impact of any decision that affects the wages, hours, and working conditions of faculty at the request of 
either party. Any agreement(s) which supplement this Agreement shall not be binding or effective for 
any purpose whatsoever unless reduced to writing and signed by the University and the Union. 

Article XXIII. Duration 

This Agreement shall become effective as of August 16, 2018 , and, unless otherwise specifically provided 
herein, shall remain in full force and effect through August 15, 2022. This Agreement shall automatically 
be renewed from year-to-year thereafter unless either party notifies the other in writing not more than one 
hundred and twenty (120) days nor less than ninety (90) days prior to August 15, 2022, or August 15 of a 
subsequent year in the event of its automatic renewal, that it desires to modify its terms. 

Notwithstanding any provisions of this Article or Agreement to the contrary, this Agreement shall remain 
in full force and effect after the expiration date and until a new agreement is reached unless a party gives 
at least ten (10) calendar days advance written notice to the other party of its desire to terminate this 
Agreement; provided, such termination date shall not be prior to August 15, 2022, or the 
anniversary/expiration date of a subsequent year in the event of its automatic renewal. Upon termination 
of this Agreement, all benefits and obligations hereunder shall be terminated and shall not survive the 
Agreement unless otherwise required by law. 
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Side Letter on Teaching Professor Ranks 

In the event that the University of Illinois Statutes are amended to include the ranks of Teaching Assistant 
Professor, Teaching Associate Professor and Teaching Professor, the University and the Union agree as 
follows: 

1. That the positions shall be included in the Non-Tenure System faculty bargaining unit and 
covered on a prospective basis by the terms of the Non-Tenure System faculty collective 
bargaining agreement. 

2. That the parties shall reopen for negotiations Article VI (Compensation, Leaves and Group 
Health), Sections A. l .b. and A.3. , to address whether to establish minimum salaries for these 
positions and whether to establish raises at the point of promotion for these positions. 

Side Letter on Safety 

During the term of this Agreement, the Provost agrees to issue a report to the campus community each 
semester (two (2) times per academic year), addressing known safety concerns that have been brought 
to the attention of the Office of the Vice Chancellor for Administrative Services, and sharing the 
progress made on the implementation of the safety recommendations as outlined in the August 15, 2017 
report "Growing Capacity at UIC: Classroom Scheduling Committee Final Report." 

Side Letter on Lactation and Gender Neutral Restrooms 

During the term of this Agreement (August 16, 2018 - August 15, 2022), the Provost agrees to form a 
task force within three months after the full execution of this Agreement to review and make 
recommendations about how to (1) amend the campus' existing Lactation Policy and (2) expand the 
availability of public gender neutral restroom facilities on campus. This task force will be charged by 
the Provost with recommending how to increase the number of lactation rooms, enhance 
communication regarding the availability of lactation rooms in buildings across campus, and offer 
clarity about how these rooms may be accessed and reserved. It will also be charged with reviewing the 
current availability of public gender neutral restrooms and making recommendations about improving 
access. This task force will be comprised of at least two (2) non-tenure track system bargaining unit 
members and at least two (2) University representatives. Any recommendations or guidelines proposed 
by the task force will be considered by, but will not be binding upon, the University and will not alter 
any of the terms of the parties' bargaining agreement in the absence of a written modification to the 
Agreement that is signed by authorized representatives of both parties. 

Side Letter on Faculty Growth 

Recognizing that UIC is the preeminent public research University in the Chicago metropolitan area that 
serves a diverse and growing student body, the University is committed to both increase the number of 
faculty to support the enrollment growth as well as to increase the number of tenure-track faculty to 
sustain its urban research mission. 
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Side Letter: Miscellaneous 

Minimum Salaries 

All of the minimum salaries referenced above refer to nine-month salaries, with the exception of 
bargaining unit members who work for the University Libraries. For such faculty, the minimum salaries 
refer to 12-month salaries. 

Litigation 

Promptly after full execution of this Agreement, the Union will withdraw with prejudice and agrees to 
waive all pending unfair labor practice charges and any other claims pending against the University. 
The Union further agrees to refrain from filing any claims, including unfair labor practice charges, 
against the University which may exist or could have been alleged as of the date of ratification of this 
Agreement by the Union. 

Retirees 

For certain faculty appointed to positions included in the non-tenure track system faculty bargaining 
unit where the faculty member is a SURS annuitant and financial penalties would accrue against the 
University if the faculty member's salary exceeds 40% of the highest SURS Annual Earnings amount in 
a given employment year, the Union agrees that the minimum salary provision contained in the non­
tenure track system faculty collective bargaining agreement shall be waived. 
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I~ A~ITNESS WHEREOF, the Parties hereto have hereunto affixed their hands on 
this / :) Ptr day of ~ , 2019. 

UIC UNITED FACULTY LOCAL 6456, IFT­
AFT, AAUP, AFL-CIO 

/2-
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UNIVERSITY OF ILLINOIS 
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~ 
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