Notes for Part-time meeting, Dec. 5, 2008

All-Faculty meeting, AFT Seattle, Labor Temple

Salary


Chart and finding your salary



Alternate programs—IEP, SVI




On the salary chart, find the column that includes you.  Simply multiply the salary on your placement step by your % of workload and you have your quarterly salary.


Changes from the old system



Finishing 2006-2007 under the old system




Those who were working before July 2007 may have enough hours of teaching experience, or enough professional development salary credits to get a step increase under the old pay system.  By November 15, turn in any documentation of professional development activities and the corresponding report to your unit administrator.  You must have completed the activities during a quarter that you were employed by the Seattle District.  If you have 25 salary credits, you will be advanced a step on the old salary schedule.




If you were teaching at other accredited institutions of higher ed before July 1, get written documentation from your administrator there of the hours worked and the dates of employment.  These must also be from quarters when you were employed by the Seattle District.  These hours can be combined with your Seattle hours for the purposes of a step increase.  If you have enough teaching hours, you will be advanced a step on the old salary schedule.




Any advancement will determine your new salary placement for the purposes of the new contract.



How your salary will change under the new system



There will no longer be step movement under the new salary system.  Each faculty member will have an initial placement within the salary levels and will remain on that “lane” into the future.  Salary increases will be possible each year for all faculty, dependent upon state funding for increments, and turnover dollars within the District.  (Turnover is the savings from high-paid faculty leaving and lower-paid faculty being hired.)  Each year, those faculty who complete a report detailing teaching experience, professional development activities, participation in district, campus and division committees and projects, will be eligible for an increment—a portion of the total money available from state funding and turnover.

Benefits


Health Insurance



Establishing eligibility, maintaining eligibility



Part-time faculty become eligible for health insurance after completing one quarter of teaching at a 50% or higher workload, and then being hired in the second consecutive quarter at 50% or higher.  Eligibility is maintained in any quarter that you teach 50% or more.  It is possible to teach at more than one institution and combine the workloads to reach the 50% threshold.


Self-paying 



After becoming eligible for health benefits, if you have a quarter where your workload falls below 50%, you may self-pay so that there isn’t a break in benefit coverage.  If this happens, talk to the administrative assistant in your division who handles payroll and benefits.


Benefit averaging under Washington State law



It has now become easier for part-time faculty to maintain health benefits even when quarterly workload drops or we have a quarter when we are not employed.  After we have a two-year period of receiving benefits, we are considered continuing employees for the sake of health care benefits.  If we have a quarter with no work or less than a 50% workload, our benefits will continue uninterrupted.




In addition, if we are eligible for benefits during Fall, Winter and Spring terms, we will automatically be covered through the summer, whether we teach or not.



Note:  When combining workloads at more than one institution, 4-year colleges and universities are not included for the purposes of averaging.


Retirement Plan



Establishing eligibility



Part-time faculty become eligible for retirement benefits after completing one quarter of teaching at 50% or more and then being hired in the second consecutive quarter at 50% or more.  After establishing eligibility, contributions to the retirement account continue even if workload falls below 50%, as long as the faculty member is employed.  Workloads at more than one accredited institution of higher ed may be combined to meet the 50% workload threshold.



Re-establishing eligibility after a quarter off




If a part-time instructor is unemployed for a term, no contributions are made to the retirement fund, and eligibility must be re-established.


Sick Leave



All faculty earn 1 day of sick leave per month, pro-rated to workload.  Unused sick leave accrues and is compensable.  Sick leave is available on the first day of employment.  It is for the purposes of illness, injury, bereavement and emergency.  It may be used to care for a sick or injured family member.  Be sure to contact your administrative office as soon as possible to report absence for the above-listed reasons.

Personal Days


All faculty earn 1 personal day per quarter, pro-rated to workload.  If a personal day is unused, it can carry over to the next quarter in the same academic year (Fall, Winter, Spring), but no more than 2 personal days may be used in the same quarter.

Unpaid Leave of Absence


Part-time faculty may be granted a leave of absence during a quarter in which they are employed.  The leave should be requested in writing with as much notice as possible.  An approved leave means that the faculty member maintains whatever status they had at the time of requesting the leave.
Evaluation of Faculty


By students and administrators



Student evaluations, completed anonymously, should be conducted each quarter for each class taught.  The results of the evaluations must be submitted to the administrator.  Student evaluations are the property of the faculty member.  Receiving timely information from student evaluations is important for making adjustments in future classes.



For Priority Hire part-timers, one quarter each year, one anonymous evaluation will be supervised by the administrator and the results given directly to the administrator and the faculty member.


Administrators are the evaluators of instructional quality.  They may observe our classes, give advice, and make decisions about hiring and firing.  Administrative observations should be arranged ahead of time with the faculty member at a time agreeable to both parties.

Observation by peers

Under the new contract, there will be paid peer observers who will assist administrators in having more contact with faculty, both to look at instructional quality and to support faculty colleagues in the classroom.


Peer observers do NOT evaluate.  They meet with the faculty member to discuss instruction, observe the faculty member in the classroom, have a follow-up meeting to discuss what was observed, and share information with the administrator.


Any observation report or evaluation written about a faculty member must be shared with the faculty member.  The faculty member also has the opportunity to make a written reply to the report/evaluation.  The faculty member will be asked to sign reports/evaluations.  A signature does NOT mean agreement with the contents of the report.  It means only that the faculty member has read it.
Priority Hire Status for Part-time Faculty


Establishing eligibility


The qualifying list of classes


Right of First Refusal


Guaranteed workload, cancellation of the guarantee


Loss of PH status


Faculty Program Coordinators


Many programs have Faculty Coordinators.  These faculty have varying responsibilities that support program and faculty needs.  Faculty coordinators do NOT hire and fire faculty, and they do NOT evaluate faculty.  They have no administrative authority.  They may, however, advise the administrator on a wide variety of matters.



Each coordinator position should have a job description.  Each program should have an open application process.  Any faculty member in the program with the needed skills and experience is eligible to apply for a position.  All faculty in the program who wish to be involved may give input into the selection of the program coordinators.
Rights and Responsibilities


Professional Obligations



All faculty have certain professional obligations to meet.  These are listed in Article 6.8.  A solid piece of advice is to communicate will with the administrator and administrative staff of your program.  Keep them informed of address changes or other relevant changes in personal information, report absences promptly, request released time to do professional development activities, report incidents and safety issues promptly, and respond to work related communications when requested to do so.


The right to be involved in decision-making


All faculty have the right to have a voice in the business of the division in which we work as related to instructional matters.  Part-time faculty cannot be required to attend meetings (unless paid to do so) or to do unpaid work that is not directly related to our assigned classes.  But if we choose to be involved in meetings and additional work, we have that right.  When votes are taken in a division or department, all votes are equal regardless of a faculty member’s employment status.


Documenting and reporting incidents, health and safety



concerns, conflicts with students


It’s important to document any incidents that we witness, whether in our own classroom or not.  Health and safety concerns should also be documented and reported to the administrator so that they can be investigated and addressed.  Personal conflicts with students or other employees of the campus should also be documented.



Write up incidents as quickly as possible so as to have an accurate account.  Be factual.  Leave out personal interpretations or opinions.  Be thorough.  Submit a copy to the unit administrator and keep a copy for your own records.



In the case of health and safety concerns, report them promptly in writing.  This will require that an investigation be done to see whether a health and safety issue exists.  A response must be made within 3 business days, and will tell what action has or will be taken.
Complaints against faculty



A significant change was made to the “Complaints” section of the contract.  Article 6.2 lays out the process and timelines.  If a complaint is made against you, be sure to contact a union rep for assistance.  The union rep will help to see that your rights are protected, and will accompany you to meetings related to the complaint, and will explain what support the union can or cannot give, based on the seriousness and legal implications of the complaint.
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