FHRC- April updates

New items 1-6:

* No further changes to section 4.6 (have left question of external letters intact for future
action by Senate or FHRC)

* General Counselrectifications re: current Federal and State law

e Clarification of unpaid FMLA leave and paid, not-FMLA leave

Changes to 7-end

 Minimal. Am only briefing on actual substantive/phrasing changes, and not simple
formatting

* Rearrangement of harassment/bullying policies into Federally-mandated protection
and University-mandated protection

* Updating of reporting of remunerated outside activities (the process, no policy change)

* Updated content of JVIC presence

* Furtherinclusion of Clinical Faculty in policies/procedures



NONDISCRIMINATION POLICY STATEMENT

Consistent with G1.05 Non-Discrimination Policy Statement, Missouri State University does not discriminate on the
basis of any protected class recognized by applicable federal or state law. The University maintains a grievance
procedure incorporating due process available to any person who believes he or she has been discriminated against,
as delineated in that policy. is-a-community of people-with respect for diversity- The Universit phasizes the dignit

os-to-a strict nondiscrimination policy regarding the treatment of 20  INONDISCRIMINATION POLICY STATEMENT
ith-federal law-anda icable Missouristatutes;the University doe 21

d-or-sponsored-by-th 2 _Prohibited d irninatio 22 Consistent with G1.05 Non-Discrimination Policy Statement, Missouri State University does not discriminate on the
sexualviel hraddisoncthe-bnbverdtdocsnordberimipaicon . 23 basis of any protected class recognized by applicable federal or state law. The University maintains a grievance

i i i 24 procedure incorporating due process available to any person who believes he or she has been discriminated against,
25  as delineated in that policy.
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1.4.1.2.1. DeputyProvost-Chief Academic Strategy Officer and Associate Provostsl

The Deputy-PrevestChief Academic Strategy officer and Assomatc Provosts serve as assistants to the Provost in all
functions, with special responsibility for faculty relations ¢ ey sty > -e, undergraduate programs
and studies, graduate programs and the graduate college, Registrar.-Faculty Center for Teaching and Learning (FCTL),
Citizenship and Service Learning (CASL), and Office of Institutaional Effectiveness. public-affairs;and the Extended
e

1.4.1.4. Administrative Council

The Administrative Council is chaired by the Presndcnt The Councnl includes the Provost Lxecutive Viee President,
the Vice Presidents, Chief Information Officer, Assis the Chancellor
of the West Plains campus, the Athletic Director, the Chief of Staff, theéhwﬂl&maml{)ﬂker the Internal Auditor,
the Secretary to the Board of Governors, one college Dean, and the General Counsel and Vice President Legal Affairs
& Compliance. When appropriate to the agenda for a particular meeting, others may be invited as guests. The
Administrative Council discusses items of University-wide issues.

2. RECRUITMENT AND EMPLOYMENT

2.1. Core Commitments

As a university with a Public Affairs mission, Missouri State University is deeply committed to developing educated
persons equipped to contribute to the interdependent world in whlch we now 11ve The ablhty to adapt to rapld

economic, social, and cultural changes is imperative. : = : S
isties_has-not-onlv-b to fanction-in todav’s warkel But ale ok 's life-and
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educational environment:

Missouri State University values programs and practices that assure an environment free of discrimination established
by a shared commitment to the principles of diversityinclusivity, nondiscrimination and affirmative action. Missouri
State University treats all persons solely as individuals on the basns of thelr own personal abllltles quahﬁcanons and
relevant characteristics. S
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1.4.1.2.1. Chief Academic Strategy Officer and Associate Provosts

The Chief Academic Strategy officer and Associate Provosts serve as assistants to the Provost in all functions, with
special responsibility for faculty relations, undergraduate programs and studies, graduate programs and the graduate
college, Registrar, Faculty Center for Teaching and Learning (FCTL), Citizenship and Service Learning (CASL),
and Office of Institutional Effectiveness.

1.4.1.4. Administrative Council

The Administrative Council is chaired by the President. The Council includes the Provost, the Vice Presidents, Chief
Information Officer, the Chancellor of the West Plains campus, the Athletic Director, the Chief of Staff, the Internal
Auditor, the Secretary to the Board of Governors, one college Dean, and the General Counsel and Vice President
Legal Affairs & Compliance. When appropriate to the agenda for a particular meeting, others may be invited as guests.
The Administrative Council discusses items of University-wide issues.

2. RECRUITMENT AND EMPLOYMENT

2.1. Core Commitments

As a university with a Public Affairs mission, Missouri State University is deeply committed to developing educated
persons equipped to contribute to the interdependent world in which we now live. The ability to adapt to rapid
economic, social, and cultural changes is imperative.

Missouri State University values programs and practices that assure an environment free of discrimination established
by a shared commitment to the principles of inclusivity, nondiscrimination and affirmative action. Missouri State
University treats all persons solely as individuals on the basis of their own personal abilities, qualifications, and
relevant characteristics.



2.2. Equal Opportunity Commitment and Affirmative Action Policy

Missouri State University is an equal employment opportunity employer, as set forth in Op1.02-6 Equal Opportunity

Policy. To assure full compliance and implementation of this policy, Missouri State University, through its various
administrative officers, shall ensure that for all jobs, policies involving for recruitment, promotion, transfer,
compensation, benefits, layoffs, returns from layoffs, educational programs, and all other University-sponsored
programs, benefits, services, and aids, shall be administered consistent with the University’s Non-Diserimination
Pehey—Sta(emem G1.05 Non—Dlscnmmatlon Pohcv Statemcnt Speenﬁeaﬂy—pehews—shau—be—admimefed—w%heut
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2.2. Equal Opportunity Commitment

Missouri State University is an equal employment opportunity employer, as set forth in Op1.02-6 Equal Opportuni
Policy. To assure full compliance and implementation of this policy, Missouri State University, through its various
administrative officers, shall ensure that for all jobs, policies involving for recruitment, promotion, transfer,
compensation, benefits, layoffs, returns from layoffs, educational programs, and all other University-sponsored
programs, benefits, services, and aids, shall be administered consistent w1th| G1.05 Non-Discrimination Policy
Statement.
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2.3. Hiring Procedures

2.3.1. Equal Opportunity Hiring

Missouri State University is an equal opportunity and-affirmative-action-employer. Academic search guidelines
provide open and uniform procedures to be followed by all hiring units and search committees in defining and filling
vacant and new positions. Every major administrator, hiring administrator, and search committee participant has
responsibility to ensure full implementation of the University’s non-discrimination policies-and-affirmative-action
program. Complete search guidelines are available online at the Human Resources Policies section of the Policy
Library.

2.3.2. Nepotism

The University's policy regarding the employment of relatives is set forth in the nepotism provision (G-7.02-2-12) of
the Human Resources Policies section-of the Poliey Library-G1.02 Conflict of Interest and Financial Disclosure Policy.

The policy does not prohibit the appointment of more than one member of a family to the same academic department
or to another position within the University.
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An employee or supervisor who has a question pertaining to the relatives covered by the University's nepotism policy
should contact the-department-head AUL or the Office of HumanReseurces Internal Audit and Risk Management.
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2.3. Hiring Procedures

2.3.1. Equal Opportunity Hiring

Missouri State University is an equal opportunity employer. Academic search guidelines provide open and uniform
procedures to be followed by all hiring units and search committees in defining and filling vacant and new positions.
Every major administrator, hiring administrator, and search committee participant has responsibility to ensure full
implementation of the University’s non-discrimination policies. Complete search guidelines are available online at
the Human Resources Policies section of the Policy Library.

2.3.2. Nepotism

The University's policy regarding the employment of relatives is set forth in the nepotism provision of G1.02 Conflict
of Interest and Financial Disclosure Policy. The policy does not prohibit the appointment of more than one member
of a family to the same academic department or to another position within the University.

|An employee or supervisor who has a question pertaining to the relatives covered by the University's nepotism policy
should contact the AUL or the Office of Internal Audit and Risk Management.
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2.3.3. HiringEmployment of Foreign Nationals 36

thn consistent with the dcadcmlc g_ls of the university, Mlssoun State Umversnty w111 process visa-petitonsand - 37

applica behalfo a a ord " oa 4 mploy foreign nationals 38
to serve as faculty members. Work §ponsorshlp of foreign mtcmatlonals - clthcr via work visa or permanent residency 39
—1is govcmcd by G7 05 Permanent Rcsxdcm POllCV and Op7.08 l:mnlovmcnt of Foreign Natlonals Eﬁw 40

2.5. Personnel Records 5

Consistent with Op10.04-17 HR Personnel Files, Fthe University maintains official personnel files for each faculty
member in the Office of Human Resources. This record includes the vita, recommendations, official transcripts of
academic work, and correspondence and records dealing with terms and conditions of employment. Additional
personnel files (digital or hard copy) containing similar information are also kept by the college Dean and the Sehool 9
Directoror Department Head-AUL Select personnel records for faculty, including but not limited to tenure, promotion 10
and reappointment and annual evaluations, are digitally stored in Watermark Faculty Success. All personnel files, 11
that; is, files maintained in the offices of Human Resources, the Department Head/School Director AUL, the Dean, the 12
Provost and the President, are considered in aggregate as the official personnel file. 13
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s 15
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Faculty members may submit and have inserted into their personnel files a statement which clarifies any material in
the file which they believe- is inaccurate. Said clarification shall be maintained so long as the disputed material is
maintained.

2.3.3. Employment of Foreign Nationals

When consistent with the academic goals of the university, Missouri State University will employ foreign nationals
to serve as faculty members. Work sponsorship of foreign internationals — either via work visa or permanent residency
—is governed by G7.05 Permanent Resident Policy and Op7.08 Employment of Foreign Nationals.

2.5. Personnel Records

Consistent with Op10.04-17 HR Personnel Files, the University maintains official personnel files for each faculty
member in the Office of Human Resources. This record includes the vita, recommendations, official transcripts of
academic work, and correspondence and records dealing with terms and conditions of employment. Additional
personnel files (digital or hard copy) containing similar information are also kept by the college Dean and the AUL
Select personnel records for faculty, including but not limited to tenure, promotion and reappointment and annual
evaluations, are digitally stored in Watermark Faculty Success. All personnel files, that is, files maintained in the
offices of Human Resources, the AUL, the Dean, the Provost and the President, are considered in aggregate as the
official personnel file.

AULSs may examine the personnel files of the faculty members of their own academic units only.
Faculty members may submit and have inserted into their personnel files a statement which clarifies any material in

the file which they believe is inaccurate. Said clarification shall be maintained so long as the disputed material is
maintained.
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4.2.1.2.2. Teaching strategies

There is substantial literature on best practices in university teaching, and faculty members should incorporate best

practices in their classes to the extent possible. They must specify learning ebjeetives-outcomes for each course, ensure
that their students understand how to achieve those ebjeetivesoutcomes, and use grading systems that reflect the degree
to which students accomplish the ebjeetivesoutcomes. -Faculty must be appropriately accessible to students through
a variety of means (e.g., office hours, electronic communication). Faculty should strive to include high-impact
instructional practices, such as commumty engagement and—preblemand problem-based, expenentlal and
collaborative learning. I A i y

w&ﬂcmon of 51tuatlonally appropnatc instructional strategies to improve
student learning is encouraged.

4.2.1.2.3. Accessibility

Where appropriate, faculty may extend the availability of education beyond the traditional classroom setting through
activities that include, but are not limited to, offering distance learning, online courses, public lectures, er workshops,
working with the community and public schools in providing access to education, and developing educational

materials that enhance accessibility.that-address-aceessibility-issues: See Section 8.2 regarding student disability
accommodation and accessibility.

4.2.1.3. Documentation

Faculty must provide evidence that documents suﬁ'lment knowledge: use of teachmg and adv1smg stratcgles
evaluatlon and response to feedback h-an m ah d

S Course syllab1 can be nch sources to
indicate currency in course content and delineation of student learning outcomes and associated grading systems. -Peer
and student evaluations and the faculty member’s response to those evaluations can address the extent to which strong
and accessible teaching methods and materials are used, as well as the degree of access to students provided byibility
the faculty member-maintains. -Other useful types of documentation include pre-/post-course student performance on
course knowledge and skills,; professional development completion certificates.; teaching portfolios,: and unsolicited
external letters of support.

Departmental-Academic unit plans must provide specific information regarding the documentation expected for
annual reviews. Examples of different approaches to the evaluation of teaching effectiveness can be found in Faculty
Senate Action 18-97/98, available at the Faculty Senate web site.
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4.2.1.2.2. Teaching strategies

There is substantial literature on best practices in university teaching, and faculty members should incorporate best
practices in their classes to the extent possible. They must specify learning outcomes for each course, ensure that their
students understand how to achieve those outcomes, and use grading systems that reflect the degree to which students
accomplish the outcomes. Faculty must be appropriately accessible to students through a variety of means (e.g., office
hours, electronic communication). Faculty should strive to include high-impact instructional practices, such as
community engagement and problem-based, experiential, and collaborative learning. Selection of situationally
appropriate instructional strategies to improve student learning is encouraged.

4.2.1.2.3. Accessibility

Where appropriate, faculty may extend the availability of education beyond the traditional classroom setting through
activities that include, but are not limited to, offering distance learning, online courses, public lectures, workshops,
working with the community and public schools in providing access to education, and developing educational
materials that enhance accessibility. See Section 8.2 regarding student disability accommodation and accessibility.

4.2.1.2.5. Fvalnation and resnance ta feedhack

4.2.1.3. Documentation

Faculty must provide evidence that documents sufficient knowledge use of teaching and advising strategies,
evaluation, and response to feedback. Course syllabi can be rich sources to indicate currency in course content and
delineation of student learning outcomes and associated grading systems. Peer and student evaluations and the
faculty member’s response to those evaluations can address the extent to which strong and accessible teaching
methods and materials are used, as well as the degree of access to students provided by the faculty member. Other
useful types of documentation include pre-/post-course student performance on course knowledge and skills,
professional development completion certificates, teaching portfolios, and unsolicited external letters of support.

Academic unit plans must provide specific information regarding the documentation expected for annual reviews.
Examples of different approaches to the evaluation of teaching effectiveness can be found in Faculty Senate Action
18-97/98, available at the Faculty Senate web site.
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6.6.7. Faculty Leave under the Family Medical Leave Act (“FMLA”)

Missouri State University provides Family and Medical Leave (FMLA) in accordance with the federal Family and
Medical Leave Act (FMLA) of 1993 and subsequent amendments. FMLA provides eligible employees who work for

covered employers the right to take unpaid, job-profected leave for absences due to a qualifying event. For additional
details regarding FMLA, including but not limited to employee eligibility, qualifying events, amount and timing of
leave, employee request and notice, pay and benefits during leave and return to work see G7.02-7.7 Leave Benefits
(Section 7.7 Family and medical leave).

6.6.7. Faculty Leave under the Family Medical Leave Act (“FMLA”)

Missouri State University provides Family and Medical Leave (FMLA) in accordance with the federal Family and
Medical Leave Act (FMLA) of 1993 and subsequent amendments. FMLA provides eligible employees who work for
covered employers the right to take unpaid, job-protected leave for absences due to a qualifying event. For additional
details regarding FMLA, including but not limited to employee eligibility, qualifying events, amount and timing of
leave, employee request and notice, pay and benefits during leave and return to work see G7.02-7.7 Leave Benefits
(Section 7.7 Family and medical leave).



39
40

41
42
43

45

N =

=R B Y T

6.6.7.1 Faculty Paid Semester Leave Concurrent with FMLEA LeaveDiscretionary Paid
Medical Leave

While FMLA only requires that covered employers provide eligible employees with unpaid, job-protected leave (as
defined by G7.02-7.7 Leave Benefits), as a matter of University policy, all full-time faculty members are eligible to
apply for up to one (1) semester of paid medical leave, that will run-concurrent with FMLA, contingent upon
recommendation by the faculty member’s AUL and college Dean, and approval by the Provost. This semester-long
paid medical leave is an additional institutional benefit, rather than a FMLA benefit. For information regarding the
cligibility and the procedure for requesting this additional institutional benefit, please refer to the Office of the Provost
website: https://www.missouristate.edu/provost/medleave.htm.

Subject to University discretion and approval, Eaculty members may alse-use this one (1) semester of institutional
paid medical leave eoncurrent-with- EMEA-due to their own serious health conditions or due to an illness or injury of
the employee’s spouse. omestic partner, child(ren), parents, mother-in-law, father-in-law, or
other family members who require the employee’s personal care and attention. Alternatively, Ssubject to University
discretion and approval, this benefit may be used fora-faculty member-may-also-be-granted-up to one (1) semester of
paid sick leave in order to provide care to a family member who requires the faculty member’s personal care and
attention due to illness, injury, childbirth or adoption.

A proposal for such paid leave must be made by the college Dean, who should give due consideration to the fiscal
constraints of the college and the staffing needs of the department. All requests for paid leave must be approved by

the Provost, whose determination is final.

[continued]
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6.6.7.1 Discretionary Paid Medical Leave

While FMLA only requires that covered employers provide eligible employees with unpaid, job-protected leave (as
defined by G7.02-7.7 Leave Benefits), as a matter of University policy, all full-time faculty members are eligible to
apply for up to one (1) semester of paid medical leave, that will run concurrent with FMLA, contingent upon
recommendation by the faculty member’s AUL and college Dean, and approval by the Provost. This semester-long
paid medical leave is an additional institutional benefit, rather than an FMLA benefit. For information regarding the
eligibility and the procedure for requesting this additional institutional benefit, please refer to the Office of the

Provost website: https://www.missouristate.edu/provost/medleave.htm.

Subject to University discretion and approval, faculty members may use this one (1) semester of institutional paid
medical leave due to their own serious health conditions or due to an illness or injury of the employee’s spouse,
domestic partner, child(ren), parents, mother-in-law, father-in-law, or other family members who require the
employee’s personal care and attention. Alternatively, subject to University discretion and approval, this benefit may

faculty member’s personal care and attention due to illness, injury, childbirth or adoption.

A proposal for such paid leave must be made by the college Dean, who should give due consideration to the fiscal
constraints of the college and the staffing needs of the department. All requests for paid leave must be approved by
the Provost, whose determination is final.
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6.7. Unemployment Compensation Insurance

The University provides unemployment insurance coverage for employees in accordance with the laws of the State of
Missouri. For specific details concerning coverage and benefits, contact the Office of Human Resources or the local
office of the Missouri Division of Employment Security.
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7.2. Developmental Leaves

Faculty members who are granted developmental leave shall be required to sign an Aagreement; codifying
memerializing-the obligations of both the faculty member and the University, including the financial responsibilities
of each.

Faculty members are obligated to return to Missouri State University for at least one year following the developmental
leave. Faculty members who fail to complete the post-leave year of service to the University shall be obligated to
reimburse the University for the entirety of the pay they received during their leave.

7.2.1. Sabbatical Leave For Faculty

Only ranked faculty members (as defined in this document’s glossary, but not including ranked faculty members who
are serving as Department-Heads Academic Unit Leaders;-Sehool Direetors, Associate Deans, Deans, or Associate
Provosts) are eligible for sabbatical leave. Eligibility is established by completing 12 semesters of service to Missouri
State University (summer teaching excepted). A faculty member granted a sabbatical leave will be entitled to
University support amounting to full pay for a half year's leave and between one-half pay and three-fourths pay for a
full year's leave.—no-less—than-one—half pay for-afull year's leave: A faculty member on sabbatical leave is still
considered a full-tlme employee Faculty will pamcxpate in the retirement program and will have their benefits paid
by the University. —TFhe P Otrth ‘s-leave-Faculty are
encouraged to apply for extemal grants to supplement thelr fundmg Thelr sabbatlcal pay w111 not be decreased if they
secure such funding, except, however, that faculty cannot receive more than one hundred per cent of their twelve-
month equivalent salary while on sabbatical. Funds provided for travel, housing, and other living expenses are not
considered to be "sSalary". Since faculty on sabbatical leave are considered full-time employees, faculty are required
to adhere to Section ten10 of the Faculty Handbook as it pertains to outside activities and conflict of interest while on
sabbatical leave.

A sabbatical leave is not an automatic right; completed applications must be submitted to the appropriate College
Dean according to the deadline specified in the Master Calendar prior to the academic year for which the leave is
requested. The College Personnel Committee will evaluate the applications and make recommendations to the Dean.

The Dean will then forward to the Provost’s Office a comprehensive list of all faculty members who have applied for

and thaca wtha hava hoan calantad far cahhatical laavia far data camnilation
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7.2. Developmental Leaves

Faculty members who are granted developmental leave shall be required to sign an agreement codifying the
obligations of both the faculty member and the University, including the financial responsibilities of each.

Faculty members are obligated to return to Missouri State University for at least one year following the developmental
leave. Faculty members who fail to complete the post-leave year of service to the University shall be obligated to
reimburse the University for the entirety of the pay they received during their leave.

7.2.1. Sabbatical Leave For Faculty

Only ranked faculty members (as defined in this document’s glossary, but not including ranked faculty members who
are serving as Academic Unit Leaders, Associate Deans, Deans, or Associate Provosts) are eligible for sabbatical
leave. Eligibility is established by completing 12 semesters of service to Missouri State University (summer teaching
excepted). A faculty member granted a sabbatical leave will be entitled to University support amounting to full pay
for a half year's leave and between one-half pay and three-fourths pay for a full year's leave. A faculty member on
sabbatical leave is still considered a full-time employee. Faculty will participate in the retirement program and will
have their benefits paid by the University. Faculty are encouraged to apply for external grants to supplement their
funding. Their sabbatical pay will not be decreased if they secure such funding, except, however, that faculty cannot
receive more than one hundred per cent of their twelve-month equivalent salary while on sabbatical. Funds provided
for travel, housing, and other living expenses are not considered to be "salary". Since faculty on sabbatical leave are
considered full-time employees, faculty are required to adhere to Section 10 of the Faculty Handbook as it pertains to
outside activities and conflict of interest while on sabbatical leave.

A sabbatical leave is not an automatic right; completed applications must be submitted to the appropriate College
Dean according to the deadline specified in the Master Calendar prior to the academic year for which the leave is
requested. The College Personnel Committee will evaluate the applications and make recommendations to the Dean.

The Dean will then forward to the Provost’s Office a comprehensive list of all faculty members who have applied for
and those who have been selected for sabbatical leave for data compilation.
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7.5.12. Faculty-Led Short Term Programs

Faculty members have the opportunity to lead short-term study away programs. Teaching abroad develops faculty
members’ ability to be innovative and creative. Additionally, a faculty member’s work abroad highlights the value of
a global perspective in the intellectual life of the Missouri State community. Office of Education AbroadStudy-Away
Programs staff assist faculty in the development of short-term programs which vary in length from one to eight weeks.

Faculty interested in such programs must coordinate their efforts through the Office of Education AbroadStudy-Asvay
Programs office.
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7.5.1. Faculty-Led Short Term Programs

Faculty members have the opportunity to lead short-term study away programs. Teaching abroad develops faculty
members’ ability to be innovative and creative. Additionally, a faculty member’s work abroad highlights the value of
a global perspective in the intellectual life of the Missouri State community. Office of Education Abroad staff assist
faculty in the development of short-term programs which vary in length from one to eight weeks. Faculty interested
in such programs must coordinate their efforts through the Office of Education Abroad.



8.1. Prohibition of Discrimination;- of Harassment ;-and Bullying Pelicy

Consistent with G1.05 Non-Discrimination Policy Statement, Missouri State University prohibits discrimination on
the basis of race, color, national origin (including ancestry, or any other subcategory of national origin recognized by
applicable law), religion, sex (including marital status, family status, pregnancy, sexual orientation, gender identity,
gender expression, or any other subcategory of sex recognized by applicable law), age, disability, veteran status
genetic information, or any other basis protected by applicable law in employment or in any program or activity

offered or sponsored by the University. Sex discrimination encompasses sexual harassment, which includes sexual
violence, and is strictly prohibited by Title IX of the Education Amendments of 1972.
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8. PROFESSIONAL ISSUES

8.1. Prohibition of Discrimination or Harassment

Consistent with G1.05 Non-Discrimination Policy Statement, Missouri State University prohibits discrimination on
the basis of race, color, national origin (including ancestry, or any other subcategory of national origin recognized by
applicable law), religion, sex (including marital status, family status, pregnancy, sexual orientation, gender identity,
gender expression, or any other subcategory of sex recognized by applicable law), age, disability, veteran status,
genetic information, or any other basis protected by applicable law in employment or in any program or activity
offered or sponsored by the University. Sex discrimination encompasses sexual harassment, which includes sexual
violence, and is strictly prohibited by Title IX of the Education Amendments of 1972.

[continued: the content of old 8.3 on sexual
harassment has moved here, and bullying has
moved to its own section (where sexual
harassment once was). Appears to be intended to
clarify what is *federally* protected:
Comments—’“Bullying” as defined herein is not
prohibited by federal or state law, unless used on
protected class. ]
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Sexual Harassment is a form of sex discrimination that is prohibited by both Title VII of the Civil Rights Act of 1964
(“Title VII) and Title IX of the Education Amendments of 1972 (“Title IX). Although sexual harassment is defined in
slightly different ways under Title VII and Title IX, it generally refers to unwelcome conduct of a sexual nature toward
another person or an identifiable group of people. Unwelcome sexual advances, requests for sexual favors and other
verbal or physical conduct of a sexual nature constitute sexual harassment when: 1) submission is a term or condition
of an individual’s employment or academic opportunities; 2) submission to or rejection of such conduct by an
individual is used as the basis of employment or academic decisions affecting such individual; or 3) such conduct is
s0 pervasive or severe that it creates an abusive, intimidating, hostile, or offensive environment. Sexual harassment
may occur where such circumstances occur between supervisor and subordinate, employees, students and employees,
and non-University persons and employees. It may occur between members of the opposite sex or the same sex.

Discrimination or harassment against any member of the University community will not be tolerated at Missouri State
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University. The University will respond appropriately to instances of discrimination or harassment, and members of 53

the University Community who engage in such acts or behavior are subject to disciplinary sanctions, up to and
including dismissal from the University (with respect to students) or termination of employment (with respect to
and/or staff).

facull

Accordingly, the University has established the Office of Institutional Compliance (“OIC™) that is responsible for
processing all complaints of discrimination or harassment on the basis of protected class, including complaints arising
from Title IX, as well as complaints arising under Title VII. Allegations of sexual harassment against faculty members
that meet the definition and jurisdictional requirements of Title IX and its implementing regulations are required by
federal law to be addressed as set forth in Op 1.02-11 Title IX Sexual Harassment Grievance Procedure Policy, rather
than through the disciplinary procedure outlined in Chapter 13 of this Handbook.

All other allegations of discrimination or harassment (including sexual harassment as defined by Title VII) will be
addressed in a manner consistent with Op1.02-2 Discrimination Complaint and Investigation Procedures. Results of
investigations conducted and/or evaluated pursuant to Opl.02-2 Discrimination Complaint and Investigation

Procedures, may be reported to the Provost and other appropriate administrators, who may take such actions as are
consonant with the disciplinary procedures prescribed in Chapter 13.

Consistent with G1.31 Reporting Allegations of Discrimination on the Basis of a Protected Class, all employees —

are required to report any concerns or allegations of sexual harassment involving
staff, and/or students) or which they become aware. Such reports

including faculty members
members of the university communi

i.e., facul
should be made as soon as possible, but in no event later than three (3) calendar days after learning of such concern
or allegation. Reports must be made to the Title IX Office. Reporting a concern or allegation of discrimination or
harassment to a supervisor, without also reporting to the Title IX Office, does not satisfy a faculty member’s reporting
members who refuse or otherwise fail to report a sexual harassment allegation or concern are
subject to disciplinary sanction, as set forth in Chapter 13 of this Handbook.

obligation. Facul

Additionally, any faculty member who believes that they have been the subject of sexual harassment should report the

alleged act immediately to the University’s Title IX Office. Confidentiality will be respected, and anonymity preserved

in grievances to the greatest extent possible.
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Sexual Harassment is a form of sex discrimination that is prohibited by both Title VII of the Civil Rights Act of 1964
(“Title VII) and Title IX of the Education Amendments of 1972 (“Title IX). Although sexual harassment is defined in
slightly different ways under Title VII and Title IX, it generally refers to unwelcome conduct of a sexual nature toward
another person or an identifiable group of people. Unwelcome sexual advances, requests for sexual favors and other
verbal or physical conduct of a sexual nature constitute sexual harassment when: 1) submission is a term or condition
of an individual’s employment or academic opportunities; 2) submission to or rejection of such conduct by an
individual is used as the basis of employment or academic decisions affecting such individual; or 3) such conduct is
so pervasive or severe that it creates an abusive, intimidating, hostile, or offensive environment. Sexual harassment
may occur where such circumstances occur between supervisor and subordinate, employees, students and employees,
and non-University persons and employees. It may occur between members of the opposite sex or the same sex.
Discrimination or harassment against any member of the University community will not be tolerated at Missouri State
University. The University will respond appropriately to instances of discrimination or harassment, and members of
the University Community who engage in such acts or behavior are subject to disciplinary sanctions, up to and
including dismissal from the University (with respect to students) or termination of employment (with respect to
faculty and/or staff).

Accordingly, the University has established the Office of Institutional Compliance (“OIC”) that is responsible for
processing all complaints of discrimination or harassment on the basis of protected class, including complaints arising
from Title IX, as well as complaints arising under Title VII. Allegations of sexual harassment against faculty members
that meet the definition and jurisdictional requirements of Title IX and its implementing regulations are required by
federal law to be addressed as set forth in Op 1.02-11 Title IX Sexual Harassment Grievance Procedure Policy, rather
than through the disciplinary procedure outlined in Chapter 13 of this Handbook.

All other allegations of discrimination or harassment (including sexual harassment as defined by Title VII) will be
addressed in a manner consistent with Op1.02-2 Discrimination Complaint and Investigation Procedures. Results of
investigations conducted and/or evaluated pursuant to Opl.02-2 Discrimination Complaint and Investigation
Procedures, may be reported to the Provost and other appropriate administrators, who may take such actions as are
consonant with the disciplinary procedures prescribed in Chapter 13.

Consistent with G1.31 Reporting Allegations of Discrimination on the Basis of a Protected Class, all employees —
including faculty members — are required to report any concerns or allegations of sexual harassment involving
members of the university community (i.e., faculty, staff, and/or students) or which they become aware. Such reports
should be made as soon as possible, but in no event later than three (3) calendar days after learning of such concern
or allegation. Reports must be made to the Title IX Office. Reporting a concern or allegation of discrimination or
harassment to a supervisor, without also reporting to the Title IX Office, does not satisfy a faculty member’s reporting
obligation. Faculty members who refuse or otherwise fail to report a sexual harassment allegation or concern are
subject to disciplinary sanction, as set forth in Chapter 13 of this Handbook.

Additionally, any faculty member who believes that they have been the subject of sexual harassment should report the
alleged act immediately to the University’s Title IX Office. Confidentiality will be respected, and anonymity preserved
in grievances to the greatest extent possible.



FYI no changes to 8.2 on Disability Accommodation and Accessibility
8.3. Sexual HarassmentBullying
Bullying is defined as repeated and/or severe verbal or nonverbal behaviors to intimidate or intentionally hurt, control 26 8.3. Bullying
or diminish another person, physically or mentally (that is not speech or conduct otherwise protected by the First
Amendment) that lead to a rofessionall work environment. Members of the University community should 27 Bullying is defined as repeated and/or severe verbal or nonverbal behaviors to intimidate or intentionally hurt,
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have been subjected to bullying by an academic administrator or another faculty member may file a grievance pursuant 32| Bullying will not be tolerated by the University. Accordingly, faculty members who engage in bullying behavior are

to Chapter 12 of the Faculty Handbook. 33 subject to disciplinary action pursuant to Chapter 13 of the Faculty Handbook. Faculty members who believe they
34| have been subjected to bullying by an academic administrator or another faculty member may file a grievance
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Old and new sexual Harassment policy phrasing from previous slides for comparison of phrasing

Sexual Harassment is a form of sex discrimination that is prohibited by both Title VII of the Civil Rights Act of 1964
(“Title VII) and Title IX of the Education Amendments of 1972 (“Title IX). Although sexual harassment is defined in
slightly different ways under Title VII and Title IX, it generally refers to unwelcome conduct of a sexual nature toward
another person or an identifiable group of people. Unwelcome sexual advances, requests for sexual favors and other
verbal or physical conduct of a sexual nature constitute sexual harassment when: 1) submission is a term or condition
of an individual’s employment or academic opportunities; 2) submission to or rejection of such conduct by an
individual is used as the basis of employment or academic decisions affecting such individual; or 3) such conduct is
so pervasive or severe that it creates an abusive, intimidating, hostile, or offensive environment. Sexual harassment
may occur where such circumstances occur between supervisor and subordinate, employees, students and employees,
and non-University persons and employees. It may occur between members of the opposite sex or the same sex.

Discrimination or harassment against any member of the University community will not be tolerated at Missouri State

University. The University will respond appropriately to instances of discrimination or harassment, and members of
the University Community who engage in such acts or behavior are subject to disciplinary sanctions, up to and
including dismissal from the University (with respect to students) or termination of employment (with respect to
faculty and/or staff).

Accordingly, the University has established the Office of Institutional Compliance (“OIC™) that is responsible for
processing all complaints of discrimination or harassment on the basis of protected class, including complaints arising

from Title IX, as well as complaints arising under Title VII. Allegations of sexual harassment against faculty members
that meet the definition and jurisdictional requirements of Title IX and its implementing regulations are required by
federal law to be addressed as set forth in Op 1.02-11 Title IX Sexual Harassment Grievance Procedure Policy, rather
than through the disciplinary procedure outlined in Chapter 13 of this Handbook.

All other allegations of discrimination or harassment (including sexual harassment as defined by Title VII) will be

addressed in a manner consistent with Op1.02-2 Discrimination Complaint and Investigation Procedures. Results of

investigations conducted and/or evaluated pursuant to Opl.02-2 Discrimination Complaint and Investigation
Procedures, may be reported to the Provost and other appropriate administrators, who may take such actions as are
consonant with the disciplinary procedures prescribed in Chapter 13.
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Sexual Harassment is a form of sex discrimination that is prohibited by both Title VII of the Civil Rights Act of 1964
(“Title VII) and Title IX of the Education Amendments of 1972 (“Title IX). Although sexual harassment is defined in
slightly different ways under Title VII and Title IX, it generally refers to unwelcome conduct of a sexual nature toward
another person or an identifiable group of people. Unwelcome sexual advances, requests for sexual favors and other
verbal or physical conduct of a sexual nature constitute sexual harassment when: 1) submission is a term or condition
of an individual’s employment or academic opportunities; 2) submission to or rejection of such conduct by an
individual is used as the basis of employment or academic decisions affecting such individual; or 3) such conduct is
so pervasive or severe that it creates an abusive, intimidating, hostile, or offensive environment. Sexual harassment
may occur where such circumstances occur between supervisor and subordinate, employees, students and employees,
and non-University persons and employees. It may occur between members of the opposite sex or the same sex.

Discrimination or harassment against any member of the University community will not be tolerated at Missouri State
University. The University will respond appropriately to instances of discrimination or harassment, and members of
the University Community who engage in such acts or behavior are subject to disciplinary sanctions, up to and
including dismissal from the University (with respect to students) or termination of employment (with respect to
faculty and/or staff).

Accordingly, the University has established the Office of Institutional Compliance (“OIC”) that is responsible for
processing all complaints of discrimination or harassment on the basis of protected class, including complaints arising
from Title IX, as well as complaints arising under Title VII. Allegations of sexual harassment against faculty members
that meet the definition and jurisdictional requirements of Title IX and its implementing regulations are required by
federal law to be addressed as set forth in Op 1.02-11 Title X Sexual Harassment Grievance Procedure Policy, rather
than through the disciplinary procedure outlined in Chapter 13 of this Handbook.

All other allegations of discrimination or harassment (including sexual harassment as defined by Title VII) will be
addressed in a manner consistent with Op1.02-2 Discrimination Complaint and Investigation Procedures. Results of
investigations conducted and/or evaluated pursuant to Opl.02-2 Discrimination Complaint and Investigation
Procedures, may be reported to the Provost and other appropriate administrators, who may take such actions as are
consonant with the disciplinary procedures prescribed in Chapter 13.
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Consistent with G1.31 Reporting Allegations of Discrimination on the Basis of a Protected Class, all employees —

including faculty members — are required to report any concerns or allegations of sexual harassment involving

members of the university communi

i.e., faculty, staff, and/or students) or which they become aware. Such reports
should be made as soon as possible, but in no event later than three (3) calendar days after learning of such concern
or allegation. Reports must be made to the Title IX Office. Reporting a concern or allegation of discrimination or
harassment to a supervisor, without also reporting to the Title IX Office, does not satisfy a faculty member’s reporting
obligation. Faculty members who refuse or otherwise fail to report a sexual harassment allegation or concern are
subject to disciplinary sanction, as set forth in Chapter 13 of this Handbook.

Additionally, any faculty member who believes that they have been the subject of sexual harassment should report the

alleged act immediately to the University’s Title IX Office. Confidentiality will be respected, and anonymity preserved

in grievances to the greatest extent possible.
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Consistent with G1.31 Reporting Allegations of Discrimination on the Basis of a Protected Class, all employees —
including faculty members — are required to report any concerns or allegations of sexual harassment involving
members of the university community (i.e., faculty, staff, and/or students) or which they become aware. Such reports
should be made as soon as possible, but in no event later than three (3) calendar days after learning of such concern
or allegation. Reports must be made to the Title IX Office. Reporting a concern or allegation of discrimination or
harassment to a supervisor, without also reporting to the Title IX Office, does not satisfy a faculty member’s reporting
obligation. Faculty members who refuse or otherwise fail to report a sexual harassment allegation or concern are
subject to disciplinary sanction, as set forth in Chapter 13 of this Handbook.

Additionally, any faculty member who believes that they have been the subject of sexual harassment should report the
alleged act immediately to the University’s Title IX Office. Confidentiality will be respected, and anonymity preserved
in grievances to the greatest extent possible.



8.7. Use of Tobacco

The University recognizes that tobacco smoke is a hazard to the health of the University community. Because of the
harmful consequences of tobacco use, both active and passive, the University has adopted the following policies:

e The University designates all buildings as smoke-free. Therefore, smoking is prohibited in University
buildings including offices and hallways, and in the outside areas surrounding fresh air intakes. This policy
applies to all University buildings on and off campus.

e Smoking at outdoor events (specifically including those in the stadium) is restricted to designated areas.

e Smoking is prohibited in vehicles leased or owned by the University.

e The use of smokeless tobacco, including chewing tobacco and vaping, is prohibited in all locations on
campus, where smoking is prohibited.

e Visitors to Missouri State University are included under this policy as temporary members of the University
community.

To the extent possible, the University will provide access to cessation programs to help those who presently use
tobacco products and desire to quit. Magers Health and Wellness Center offers smeking-tobacco cessation programs.
The success of this policy depends on the thoughtfulness, consideration, and cooperation of tobacco users and
nonuserssmekers—and-nonsmokers. The University community shares in the responsibility for adhering to and
enforcing this policy.- The complete Tobacco Use Policy can be found on the Safety and Transportation website.
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8.7. Use of Tobacco

The University recognizes that tobacco smoke is a hazard to the health of the University community. Because of the
harmful consequences of tobacco use, both active and passive, the University has adopted the following policies:

e The University designates all buildings as smoke-free. Therefore, smoking is prohibited in University
buildings including offices and hallways, and in the outside areas surrounding fresh air intakes. This policy
applies to all University buildings on and off campus.

e  Smoking at outdoor events (specifically including those in the stadium) is restricted to designated areas.

e Smoking is prohibited in vehicles leased or owned by the University.

” e The use of smokeless tobacco, including chewing tobacco and vaping, is prohibited in all locations on
campus, where smoking is prohibited.
e Visitors to Missouri State University are included under this policy as temporary members of the University
community.

To the extent possible, the University will provide access to cessation programs to help those who presently use
tobacco products and desire to quit. Magers Health and Wellness Center offers tobacco cessation programs. The
success of this policy depends on the thoughtfulness, consideration, and cooperation of tobacco users and nonusers.
The University community shares in the responsibility for adhering to and enforcing this policy. The
complete Tobacco Use Policy can be found on the Safety and Transportation website and Policy Library Op11.18.
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9.2. The Jordan Valley Innovation Center

The Jordan Valley Innovation Center (JVIC), along with efactory, has a statewide designation through Springfield
Innovation, Inc. as a Missouri innovation center in addition to being part of Missouri State University. JVIC houses
two-research-centers:-the Center for Applied Science and Engineering (CASE)-and-the-Center for Biomedicaland Life
Seiences(CBLS).- TheseCenters]VIC reports to the Vice President for Research-and Economic Developmentand
International Programs Community and Global Partnerships through the Associate Vice President for Economic
Development and JVIC Director.- JVIC - through CASE and CBLS, provides product related research and development
services in support of corporate affiliate projects. These business-oriented projects can provide new or enhanced
research opportunities for faculty and supplement student educational backgrounds. The use of this technical expertise
and infrastructure on corporate collaborative projects increases the competitiveness of Missouri-based corporations
and affiliates in the world marketplace.

Faculty members participate on JVIC sponsored research projects through a JVICCASE o CBLS Associate Faculty
appointment. The appointments must be approved by the apprepriate-Center Associate Vice President for Economic
Development and JVIC Directors and the appropriate Department Head and Dean. Faculty members may also have
access to the JVIC research facilities for their own purposes by writing a proposal to-the-appropriate Center director

and receiving approval for the proposed work from the appropriate Center Directorand the Associate Vice President
for Economic Development and JVIC Director. A third way to access the JVIC research support facilities would be

through a grant approved by the apprepriate-Center] VIC Director that reimburses JVIC for equipment and facilities
costs.
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9.2. The Jordan Valley Innovation Center

The Jordan Valley Innovation Center (JVIC), along with efactory, has a statewide designation through Springfield
Innovation, Inc. as a Missouri innovation center in addition to being part of Missouri State University. JVIC houses
the Center for Applied Science and Engineering (CASE). JVIC reports to the Vice President for Community and
Global Partnerships through the Associate Vice President for Economic Development and JVIC Director. JVIC
provides product related research and development services in support of corporate affiliate projects. These business-
oriented projects can provide new or enhanced research opportunities for faculty and supplement student educational
backgrounds. The use of this technical expertise and infrastructure on corporate collaborative projects increases the
competitiveness of Missouri-based corporations and affiliates in the world marketplace.

Faculty members participate on JVIC sponsored research projects through a JVIC Associate Faculty appointment. The
appointments must be approved by the Associate Vice President for Economic Development and JVIC Director and
the appropriate Department Head and Dean. Faculty members may also have access to the JVIC research facilities for
their own purposes by writing a proposal and receiving approval for the proposed work from the Associate Vice
President for Economic Development and JVIC Director. A third way to access the JVIC research support facilities
would be through a grant approved by the JVIC Director that reimburses JVIC for equipment and facilities costs.
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10.1.3. Procedures for Reporting Remunerated Outside Activities

Except during the time period, such as summer, during which whes-a full-time faculty member is not under contract
to the University (unless the faculty member has agreed to accept supplemental compensation for summer teaching at
Missouri State University or for another compensated University-related summer activity), a faculty member who
engages in remunerated outside activities must report such activity and obtain approval from the Department
HeadAUL prior to the commencement of the activity.- The Department Head AUL will determine whether if-the
activity will interfere with the faculty member's performance of duties at the University or constitute a conflict of
interest (Section 10.2). The Department Head AUL must identify the specific nature and extent of the faculty member’s
diminished effectiveness or the conflict of interest. If an agreement cannot be reached, the matter will be taken to the
college Dean who will attempt to reach a resolution satisfactory to both the individual and the administration. If
resolution is not possible at the college level, the Provost will make a determination.

Each faculty member shall complete an annual Report of Outside Activities and Conflict of Interest administered by
the Office of Internal Audit and Risk Management. This report, indicating the nature of all remunerated outside
activities performed during the contract period and the amount of time engaged in each of these activities will be
collected and aggregated by the Office of Internal Audit and Risk Management and will be shared with the AUL for
review. The AUL will meet with faculty members to review areas of concern related to remunerated outside activity,

determine what if any action should be taken, and provide a summary report to the Director of Internal Audit and Risk
Management. -The Director of Internal Audit and Risk Management will aggregate the AUL reviews for each
academic college and distribute them to the Deans who will review and respond. The Director of Internal Audit and
Risk Management will share the aggregated AUL and Dean responses with the Provost, who will review them prior

to forwarding them to the President.

19

20
21
22
23
24

26
27

29
30
31
32
33
34
35
36
37
38
39
40
41

10.1.3. Procedures for Reporting Remunerated Outside Activities

Except during the time period, such as summer, during which a full-time faculty member is not under contract to the
University (unless the faculty member has agreed to accept supplemental compensation for summer teaching at
Missouri State University or for another compensated University-related summer activity), a faculty member who
engages in remunerated outside activities must report such activity and obtain approval from the AUL prior to the
commencement of the activity. The AUL will determine whether the activity will interfere with the faculty member's
performance of duties at the University or constitute a conflict of interest (Section 10.2). The AUL must identify the
specific nature and extent of the faculty member's diminished effectiveness or the conflict of interest. If an agreement
cannot be reached, the matter will be taken to the college Dean who will attempt to reach a resolution satisfactory to
both the individual and the administration. If resolution is not possible at the college level, the Provost will make a
determination.

Each faculty member shall complete an annual Report of Outside Activities and Conflict of Interest administered by
the Office of Internal Audit and Risk Management. This report, indicating the nature of all remunerated outside
activities performed during the contract period and the amount of time engaged in each of these activities will be
collected and aggregated by the Office of Internal Audit and Risk Management and will be shared with the AUL for
review. The AUL will meet with faculty members to review areas of concern related to remunerated outside activity,
determine what if any action should be taken, and provide a summary report to the Director of Internal Audit and
Risk Management. The Director of Internal Audit and Risk Management will aggregate the AUL reviews for each
academic college and distribute them to the Deans who will review and respond. The Director of Internal Audit and
Risk Management will share the aggregated AUL and Dean responses with the Provost, who will review them prior
to forwarding them to the President.
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10.2. Conflict of Interest

All members of the Board of Governors and University employees are expected to understand and abide by Missouri
Statutory requirements for conflicts of interest and to avoid situations which may have the appearance of a conflict of
interest. See G1.02 Conflict of Interest and Financial Disclosures.

A-Conflic est-po as-a e-Un 0 3 - The purpose of
this governing policy is to set forth the applicable provisions of law ahnd assist a faculty member in avoiding improper
outside influences in institutionally-related decisions and activities, or use the faculty member’s position or the

property of the University for personal, financial, or political gain. (Bylaws-ef the Board-of Governors Asticle X1

A conflict of interest occurs when any faculty member engages in those economic activities that are prohibited in
Chapter 10 or when a faculty member maintains an interest or relationship whieh-that prevents the faculty member
from exercising independent judgment in the best interests of the University.

EachA faculty member shall complete an annual Report of Outside Activities and Conflict of Interest administered by
the Office of Internal Audit and Risk Management. This report, indicating the nature of all remunerated outside
activities (See 10.1 above) as well as areas of potential conflict will be collected and aggregated by the Office of
Internal Audit and Risk Management and will be shared with the AUL for review.- The AUL will meet with faculty
members to review areas of concern related to conflict of interest, determine what if any action should be taken, and
provide a summary report to the Director of Internal Audit and Risk Management.— The Director of Internal Audit
and Risk Management will aggregate the AUL reviews for each academic college and distribute them to the Deans
who will review and respond. The Director of Internal Audit and Risk Management will share the aggregated AUL
and Dean responses with the Provost, who will review them prior to forwarding them to the President. ssrust-disclose
h en men e A hich michtin onfli 1 3 1

Between reporting periods, a faculty member must disclose to the Academic Unit Leader all relevant facts related to
activities which might involve a conflict of interest.- Likewise, when seeking external support for a project, faculty

must disclose actual or potential conflict of interest.
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10.2. Conflict of Interest

All members of the Board of Governors and University employees are expected to understand and abide by Missouri
Statutory requirements for conflicts of interest and to avoid situations which may have the appearance of a conflict
of interest. See G1.02 Conflict of Interest and Financial Disclosures.

The purpose of this governing policy is to set forth the applicable provisions of law and assist a faculty member in
avoiding improper outside influences in institutionally-related decisions and activities, or use the faculty member’s
position or the property of the University for personal, financial, or political gain.

A conflict of interest occurs when any faculty member engages in those economic activities that are prohibited in
Chapter 10 or when a faculty member maintains an interest or relationship that prevents the faculty member from
exercising independent judgment in the best interests of the University.

Each faculty member shall complete an annual Report of Outside Activities and Conflict of Interest administered by
the Office of Internal Audit and Risk Management. This report, indicating the nature of all remunerated outside
activities (See 10.1 above) as well as areas of potential conflict will be collected and aggregated by the Office of
Internal Audit and Risk Management and will be shared with the AUL for review. The AUL will meet with faculty
members to review areas of concern related to conflict of interest, determine what if any action should be taken, and
provide a summary report to the Director of Internal Audit and Risk Management. The Director of Internal Audit
and Risk Management will aggregate the AUL reviews for each academic college and distribute them to the Deans
who will review and respond. The Director of Internal Audit and Risk Management will share the aggregated AUL
and Dean responses with the Provost, who will review them prior to forwarding them to the President.

Between reporting periods, a faculty member must disclose to the Academic Unit Leader all relevant facts related to
activities which might involve a conflict of interest. Likewise, when seeking external support for a project, faculty
must disclose actual or potential conflict of interest.
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12.3. Academic Personnel Review Commission (APRC)

34

The Academic Personnel Review Commission (APRC) serves as a neutral body in facilitating the resolution of 35

University-related grievances filed by (this chapter) or against (following chapter) a faculty member.- Specific duties

of the APRC include responsibilities to_(the APRC duties shown marked with asterisks (*) also apply to the
Professional Practices Review Process (Chapter 13):

e *facilitate the informal resolution of University-related grievances;

e *maintain records of allegations and responses;

e determine if a faculty member has made a prima facie case (that is, a case with potentially sufficient evidence)
that may proceed to a University Hearing Panel (UHP) utilizing APGP;

e *empanel a UHP, and, when necessary to ensure fairness and due process, dismiss a member or reconstitute
a UHP;

e ‘*grant time extensions at the request of the faculty member or administration when there is reasonable cause
(e.g., individuals not available due to travel or illness, difficulties in assembling needed documentation in the
allotted time).

13)—Decisions made by the APRC must be supported by a majority of the commissioners. The APRC must inform
the Provost or designee of its activities, but is not required to include the Provost or designee in its discussions.

12.3.1. APRC Composition

The APRC shall be composed of three commissioners (two faculty members and one administrator). Commissioners
serve 3-year staggered terms. One commissioner shall be appointed by the Provost and shall be a tenured, ranked
faculty member currently serving as an academic administrator. One commissioner shall be selected by the Faculty
Senate Judicial Review Committee and shall be a tenured, ranked faculty member. The third commissioner shall be a
tenured or clinical; ranked faculty member appointed by joint agreement of the Provost and the Faculty Senate Judicial
Review Committee. The three APRC members shall elect their own chairperson. Commissioners may be reappointed.

They shall be afforded such relief from their other responsibilities as will enable them to discharge their duties as
specified in the Faculty Handbook.
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12.3. Academic Personnel Review Commission (APRC)

The Academic Personnel Review Commission (APRC) serves as a neutral body in facilitating the resolution of
University-related grievances filed by (this chapter) or against (following chapter) a faculty member. Specific duties
of the APRC include responsibilities to (the APRC duties shown marked with asterisks (*) also apply to the
Professional Practices Review Process (Chapter 13):

e *facilitate the informal resolution of University-related grievances;
e *maintain records of allegations and responses;
e determine if a faculty member has made a prima facie case (that is, a case with potentially sufficient evidence)

that may proceed to a University Hearing Panel (UHP) utilizing APGP;

e ‘*empanel a UHP, and, when necessary to ensure fairness and due process, dismiss a member or reconstitute
a UHP;

e *grant time extensions at the request of the faculty member or administration when there is reasonable cause
(e.g., individuals not available due to travel or illness, difficulties in assembling needed documentation in the
allotted time).

Decisions made by the APRC must be supported by a majority of the commissioners. The APRC must inform the
Provost or designee of its activities, but is not required to include the Provost or designee in its discussions.

12.3.1. APRC Composition

The APRC shall be composed of three commissioners (two faculty members and one administrator). Commissioners
serve 3-year staggered terms. One commissioner shall be appointed by the Provost and shall be a tenured, ranked
faculty member currently serving as an academic administrator. One commissioner shall be selected by the Faculty
Senate Judicial Review Committee and shall be a tenured, ranked faculty member. The third commissioner shall be a
tenured or clinical faculty member appointed by joint agreement of the Provost and the Faculty Senate Judicial Review
Committee. The three APRC members shall elect their own chairperson. Commissioners may be reappointed. They
shall be afforded such relief from their other responsibilities as will enable them to discharge their duties as specified
in the Faculty Handbook.
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12.4.1. Composition of University Hearing Committee and Panels

12.4.1.1. University Hearing Committee

Thirty-tenured,—ranked faculty members_at the rank of associate professor, clinical associate professor, professor,
clinical professor, or distinguished professor shall be elected by the Faculty Senate to serve three-year staggered terms
as the University Hearing Committee (UHC). The Faculty Senate shall select one-third of the UHC membership
annually in the regular February meeting of the Faculty Senate for service beginning in the next academic year. These
faculty members shall be nominated by their College Council, which shall send three names annually to the Faculty
Senate Office by February 1st. At least four of the thirty faculty members shall be from each college. The Faculty
Senate shall elect members from each college by plurality voting and two rounds of counting votes. The first count
will elect the members with a plurality of votes to reach the minimum requirement of four faculty members per college.
The second count, if needed, will elect the remaining members with a plurality of votes from all colleges until the
annual one-third requirement of new members is obtained.- (Replacements, where necessary, shall be appointed by
the Faculty Senate Executive Committee (fFSEC]) -or filled by the Faculty Senate at the next annual appointment
period:-) Replacements appointed by Faculty Senate Executive Committee serve until the next annual election. A
faculty member who is elected to the UHC may be re-elected to successive terms.
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12.4.1. Composition of University Hearing Committee and Panels

12.4.1.1. University Hearing Committee

Thirty faculty members at the rank of associate professor, clinical associate professor, professor, clinical professor, or
distinguished professor shall be elected by the Faculty Senate to serve three-year staggered terms as the University
Hearing Committee (UHC). The Faculty Senate shall select one-third of the UHC membership annually in the regular
February meeting of the Faculty Senate for service beginning in the next academic year. These faculty members shall
be nominated by their College Council, which shall send three names annually to the Faculty Senate Office by
February 1st. At least four of the thirty faculty members shall be from each college. The Faculty Senate shall elect
members from each college by plurality voting and two rounds of counting votes. The first count will elect the
members with a plurality of votes to reach the minimum requirement of four faculty members per college. The second
count, if needed, will elect the remaining members with a plurality of votes from all colleges until the annual one-
third requirement of new members is obtained. Replacements, where necessary, shall be appointed by the Faculty
Senate Executive Committee (FSEC) or filled by the Faculty Senate at the next annual appointment period;
Replacements appointed by Faculty Senate Executive Committee serve until the next annual election. A faculty
member who is elected to the UHC may be re-elected to successive terms.
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13.5. Post-Hearing Procedure

13.5.1. Provost Review

The Provost shall accept the UHP findings of fact, but is not required to accept the UHP recommendations or sanctions.
If the Provost imposes different sanctions on a faculty member than recommended by the UHP, said sanctions shall
be set forth in writing and presented to the faculty member within ten business days of the date of the UHP report. If
the Provost is a party to the dispute, the President or designee will fulfill this function.

14.2. Retirement

The University complies with the Age Discrimination and Employment Act.- Amendments to this federal law have
removed mandatory retirement based on age.

Generally, there are two times during an academic year when faculty members can retire: (a) at the end of the spring
semester, or (b) at the end of the fall semester. Academic administrators (i.e., deans, department-heads—academic
program-direectorsacademic unit leaders, etc.), and select faculty members, are on 12-month appointments which
generally end each June 30" - Such administrators and 12-month-faculty who decide to retire usually retire at the end
of the 12-month appointment period, i.e., July 1. However, there are other retirement date possibilities for academic
administrators and they should contact the Office of Human Resources as soon as possible after deciding to retire so
that relevant information about retirement dates can be explained and discussed.- Because academic administrators
earn vacation and paid sick leave while serving in their 12-month positions, the procedures described for university
employees (see MSU Employee’s Handbook) governing payment of vacation and sick leave at retirement apply to
academic administrators with some modifications.

Please see the Human Resources (HR) web site and/or contact a representative from Human Resources for detailed
information on the retirement process.

Benefits for retired faculty are outlined in 6.3.5 and 6.3.6.
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13.5. Post-Hearing Procedure

13.5.1. Provost Review

The Provost shall accept the UHP findings of fact, but is not required to accept the UHP recommendations or sanctions.
If the Provost imposes different sanctions on a faculty member than recommended by the UHP, said sanctions shall
be set forth in writing and presented to the faculty member within ten business days of the date of the UHP report. If
the Provost is a party to the dispute, the President or designee will fulfill this function.

14.2. Retirement

The University complies with the Age Discrimination and Employment Act. Amendments to this federal law have
removed mandatory retirement based on age.

Generally, there are two times during an academic year when faculty members can retire: (a) at the end of the spring
semester, or (b) at the end of the fall semester. Academic administrators (i.e., deans, academic unit leaders, etc.), and
select faculty members, are on 12-month appointments which generally end each June 30™. Such administrators and
12-month-faculty who decide to retire usually retire at the end of the 12-month appointment period, i.e., July 1%t
However, there are other retirement date possibilities for academic administrators and they should contact the Office
of Human Resources as soon as possible after deciding to retire so that relevant information about retirement dates
can be explained and discussed. Because academic administrators earn vacation and paid sick leave while serving in
their 12-month positions, the procedures described for university employees (see MSU Employee’s Handbook)
governing payment of vacation and sick leave at retirement apply to academic administrators with some modifications.
Please see the Human Resources (HR) web site and/or contact a representative from Human Resources for detailed
information on the retirement process.

Benefits for retired faculty are outlined in 6.3.5 and 6.3.6.
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14.3. Teaching for Missouri State University after Retirement

From time to time, the University may offer individual retired faculty members the opportunity to teach one or more 25
courses after retirement. For retired faculty members who have been granted emeritus status, the compensation for 2
such teaching would be no less than at-therate-0£2.5 percent per credit hour of the average salary for the retiree’’s 27
rank during the retiree’s last year of employment at the University, and—for those earning above the rank average at 28
time of retirement—no more than 2.5 percent per credit hour of their final nine-month faculty salary.- If a retired 29
emeritus faculty member wishes to teach a course that does not meet minimum enrollment guidelines, the 30
administrator and faculty member may negotiate for a salary rate that is less than 2.5 percent per credit hour of the 31
average salary for the retiree’s rank during the retiree’s last year of employment at the University. For retired faculty 12
members who have not been granted emeritus status, compensation for teaching after retirement shall be at the regular 33
per course rate.

A retired faculty member who teaches part-time for Missouri State University after retirement will continue to receive
retirement benefits. The retiree must not work more than the equivalent of half-time employment. The teaching load 36
would ordinarily be up to six hours per semester; special permission may be granted by the Provost for a retired 37
faculty-member to teach more than six hours during a given semester, but no more than 12 hours during the academic
year. The retiree should contact the Social Security Administration with any questions regarding earning limitations.

A retired faculty member or retired administrator with faculty status may be employed on a part-time, temporary, 40

hourly basis for no more than 1,000 hours in a 12 month period.

15.2.2.1. Faculty Handbook Revision Committee 30

There shall be a standing Faculty Handbook Revision Committee, comprised of a minimum of six individuals. No 31
less than half of the committee shall be comprised of faculty members at the rank of associate professor, clinical 32
associate professor, professor, clinical professor, or distinguished professortenured-and elinical faculty. The remaining 33
members shall be academic administrators. The Chair-Elect of the Faculty Senate and the Provost or designee will 34
also serve as ex officio members without vote.- The Committee shall elect its own chairperson. Committee members 35
may serve for two successive two--year terms but will then be ineligible for reappointment for a minimum of two 36

years. 37

14.3. Teaching for Missouri State University after Retirement

From time to time, the University may offer individual retired faculty members the opportunity to teach one or more
courses after retirement. For retired faculty members who have been granted emeritus status, the compensation for
such teaching would be no less than 2.5 percent per credit hour of the average salary for the retiree’s rank during the
retiree’s last year of employment at the University, and—for those earning above the rank average at time of
retirement—no more than 2.5 percent per credit hour of their final nine-month faculty salary. If a retired emeritus
faculty member wishes to teach a course that does not meet minimum enrollment guidelines, the administrator and
faculty member may negotiate for a salary rate that is less than 2.5 percent per credit hour of the average salary for
the retiree’s rank during the retiree’s last year of employment at the University. For retired faculty members who have
not been granted emeritus status, compensation for teaching after retirement shall be at the regular per course rate.

A retired faculty member who teaches part-time for Missouri State University after retirement will continue to receive
retirement benefits. The retiree must not work more than the equivalent of half-time employment. The teaching load
would ordinarily be up to six hours per semester; special permission may be granted by the Provost for a retired
faculty-member to teach more than six hours during a given semester, but no more than 12 hours during the academic
year. The retiree should contact the Social Security Administration with any questions regarding earning limitations.

A retired faculty member or retired administrator with faculty status may be employed on a part-time, temporary,
hourly basis for no more than 1,000 hours in a 12 month period.

15.2.2.1. Faculty Handbook Revision Committee

There shall be a standing Faculty Handbook Revision Committee, comprised of a minimum of six individuals. No
less than half of the committee shall be comprised of faculty members at the rank of associate professor, clinical
associate professor, professor, clinical professor, or distinguished professor. The remaining members shall be
academic administrators. The Chair-Elect of the Faculty Senate and the Provost or designee will also serve as ex
officio members without vote. The Committee shall elect its own chairperson. Committee members may serve for two
successive two-year terms but will then be ineligible for reappointment for a minimum of two years.
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1. GLOSSARY

Academic freedom: The particular right of scholars, teachers, and students within the University to pursue
knowledge, speak, write, and follow the life of the mind without unreasonable restriction

Academic Unit Leader: may be a School Director or a Department Head; this person is responsible for

administering the programs within their academic unit.
Directors, and um um

Academic year: The period of time starting with the fall intersession and continuing through the end of the
summer session.- However, faculty with 9-month contracts have formal responsibilities only during the Fall
and Spring semesters.

1. GLOSSARY

Scholarly Leave: A non-paid leave to participate in an academic fellowship (e.g., Fulbright Fellowships) or
similar program for up to one academic year.

School Director:- Chief administrator of an academic unit classified as a School.- Responsibilities of the Director
depend on the nature of the School.- A Director for a School composed of two or more departments will serve
primarily as a coordinator of co-curricular matters and common objectives.- A Director of a School that is not
subdivided into departments (i.e., no Department Heads) will have the same responsibilities (including faculty
evaluatlon for reappomtment tenure, promotlon and performance) asa Department Head :Fhfeugheut—t-he

peﬂaimﬂg%e%eheekDﬁee&ef&Wﬂh%beuky{—vala&&e&ebhga&emﬁSehool Du'ectors normally report to thelr
College Deans.

School:- An academic unit so characterized because of its involvement in and integration into an external
professional environment which usuallv reauires specific standards for licensure.- A school mav operate as

Academic freedom: The particular right of scholars, teachers, and students within the University to pursue
knowledge, speak, write, and follow the life of the mind without unreasonable restriction

Academic Unit Leader: may be a School Director or a Department Head; this person is responsible for
administering the programs within their academic unit.

School Director: Chief administrator of an academic unit classified as a School. Responsibilities of the Director
depend on the nature of the School. A Director for a School composed of two or more departments will serve
primarily as a coordinator of co-curricular matters and common objectives. A Director of a School that is not
subdivided into departments (i.e., no Department Heads) will have the same responsibilities (including faculty
evaluation for reappointment, tenure, promotion, and performance) as a Department Head. School Directors
normally report to their College Deans.

Unranked faculty:- -Faculty in non-tenure track positions.- (Note that, although non-tenureable, clinical and

research faculty are eligible for promotions, e.g., while one might be promoted to Associate Clinical Professor,
but those individuals are still classified as unranked.)

Unranked faculty: Faculty in non-tenure track positions. (Note that, although non-tenureable, clinical and
research faculty are eligible for promotions, e.g., while one might be promoted to Associate Clinical Professor,
but those individuals are still classified as unranked.)

2. ABBREVIATIONS

ALC Academic Leadership Council

APGP Academic Personnel Grievance Process.
APRC Academic Personnel Review Committee
AUL Academic Unit Leader

2. ABBREVIATIONS

ALC Academic Leadership Council

APGP Academic Personnel Grievance Process.
APRC Academic Personnel Review Committee
AUL Academic Unit Leader




APPENDICES:

In Intellectual Property Policy Statement

21 The following, when customarily provided to researchers in their respective disciplines and units, generally are not
22 considered significant use of University resources: salary, developmental assignment or award, library resources,
23 computers, communications technologies, secretarial services, assigned offices and laboratories, and utilities,
24 instructional technology-{Mediasite), software (e.g. Respondus), or hardware, including use of University media
25  production facilities.- Developmental assignment or awards include Sabbatical Leaves, Summer Fellowships, and
26  Faculty Research Grants which are internal awards of the University made on a competitive application basis;

27 therefore, these are not considered significant use of University resources.
22

In University Patent Policy
B. Policy 4. University rights in qualifying inventions

The University has approved an exception (POLICIES & PROCEDURES NO. 135-09, Updated and
Approved July 31, 2009) for intellectual property associated with the research conducted with the Jordan
Valley Innovation Center (Center for Applied Science and Engineering-and-Center for Biomedical-and
Life Seiences).- Assignment of ownership rights of intellectual property developed through projects of
the Roy Blunt Jordan Valley Innovation Center in collaboration with businesses may be assigned, at the
discretion of the President of the University, to these businesses providing that such assignments are
consistent with applicable laws and regulations of external organizations sponsoring these collaborations
and the University Intellectual Property Policy, and that any such assignments acknowledge the
contribution of University faculty, staff and students.- The authority for negotiation and approval of these
assignments of ownership rights are delegated through the President to the Vice President for Research

and-EconomicDevelopment.Community and Global Partnerships. Nothing in this paragraph alters
Paragraphs 1 and 3 or the other provisions of this paragraph of this policy.

In University Copyright Policy: A Introduction. 1. What
is copyright?

The copyright protects the particular form of expression rather than the subject matter or content of the
work.- One cannot copyright an idea, only the particular expression of the idea.- Unlike patent protection,
copyright protection exists from the time an original work is created and vests immediately when the
work is fixed in a “tangible medium” for the first time.- Such tangible media might include paper, a
computer disk, software, or granite. See https://www.copyright.gov/help/fag/fag-general.html







