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University of Idaho

2006-2007 FACULTY COUNCIL AGENDA

Meeting #22
3:30 p.m., Tuesday, March 27, 2007
Brink Hall Faculty Lounge

Order of Business
I.
Call to Order.

II. Minutes.

· Minutes of the 2006-07 Faculty Council Meeting #21, March 20, 2007
III.       Chair’s Report.

IV.       Provost’s Report.  

V.
Other Announcements and Communications. 

VI. Committee Reports.

· Post-Retirement Health Insurance Changes to FSH Policy (Paul Michaud)


FC-07-048: FSH 3730: Retirement Benefits 
· FC-07-049: FSH 3710: Leave Policies (FYI)
VII.
Special Orders.
· Alternative Ways (other than Faculty Conversations) for Communication between the President and Faculty (Bill McLaughlin)
VIII.    Unfinished Business and General Orders.
IX.
New Business.

X.        
Adjournment. 

Professor Bill McLaughlin, Chair 2006-2007, Faculty Council

Attachments:  

Minutes of 2006-2007 FC Meeting #21, March 20, 2007
FC-07-048
FC-07-049

University of Idaho

Faculty Council Minutes

2006-2007 Meeting #21, Tuesday, March 20, 2007

Present: Adams (w/o vote), Baker (w/o vote), Beard, Bechinski, Greever, Gunter, Hammel, Hart, Machlis, McDaniel, McCaffrey, McCollough, McLaughlin, Munson, Odom, Schmiege

Absent: Crowley, Guerrero, Guilfoyle, Haarsager, Hubbard, Taylor, Williams

Observers: 2

A quorum being present, despite the remarkably blustery March day, chair McLaughlin called the meeting to order at 3:35 p.m.

Minutes: It was moved and seconded to approve the minutes of the March 6th meeting with minor editorial corrections. The motion carried unanimously.

Chair’s Report: The chair noted that there would be a lot of important matters taken up by Faculty Council in the next few meetings and urged everyone to arrange their schedules so as to be able to attend all of them. He also noted that candidates for the position of vice president for research have been on campus or are in the process of coming on campus for interviews and urged councilors participation in the process. Finally he noted that the legislature was still in session and we should be watching their deliberations and decisions closely.

Provost’s Report: The provost noted that the legislature had approved a 5% increase in employee compensation, raises to be awarded on merit. The exact parameters of granting raises was still to be finalized. Applications for next year were up some 5% and admits were up 2%. Faculty members may be asked to call undecided students to answer their questions and further encourage them to enroll at the university. He also reminded the council that Friday, March 30th was Vandal Friday and everyone should begin to practice their smiles and other welcoming behaviors now.

He was pleased to announce the appointment of Jean Henscheid as the new Core director. She came to the position with a wealth of both background and experience.

He reminded council that all academic programs were to have produced written learning outcomes by March 1st. He had received abut three-quarters of those for undergraduate programs but only one-third of those for graduate programs and 15% of those for certificate programs. The learning outcomes were a part of the strategic plan, as well as a compliance issue with NWCCU. He had asked that programs have conversations with their students about program assessment. It turned out that there were concerns about human assurance issues in doing so but pointed out that federal regulations specifically excepted this kind of assessment feedback from the usual human assurances constraints.

He and other council members raised the issue of recent digital security breaks whereby sensitive employee information (e.g., social security numbers) had been compromised. He noted that the first incident had been the result of three computers being stolen which had contained that information. In large part the problem was one of the maintenance of “legacy systems” in various offices on campus that contained that kind of information. Information Technology had a “deferred maintenance” backlog just like Facilities and steps were being taken to make sure that that kind of information was properly encrypted and available only to those who did truly “need to know.” The latest misadventure involved social security numbers in a “hidden column” of a spreadsheet whose presence was unknown, though ultimately knowable, by the person who inadvertently published them and by those who read the spreadsheet and were knowledgeable of hidden columns. The bad news was that these security breeches had occurred, the good news was there was no evidence that anyone had made illegal use of them. The on-going news was that the institution was working very hard to see that nothing similar happens in the future.

Discussion with Superintendent of Moscow Public Schools: Candis Donicht, superintendent of Moscow Public Schools joined council to present some background information of the Moscow schools and the upcoming operations levy. Moscow enjoys a $5.6 million permanent supplemental levy. Unfortunately that fixed amount is continually eroded by inflationary increases in expenses and so every four to seven years the district must go to the public and ask for an increase if the current level of programming is to be maintained. Particular expenses that drive increased costs are the decision to maintain small classes, the decision to offer a wide range of electives and academic and athletic programs, for the gifted and talented program (for which some 10% of the student body is eligible—twice what it is at other districts), for various special education programs, for increased utility costs. In response to a question, she noted that the requirements of the No Child Left Behind Act did raise costs and reduce hiring flexibility.

In a later discussion a couple of councilors raised the issue of whether it was appropriate to hear the superintendent on the subject of the upcoming levy without inviting opponents as well. Chair McLaughlin, acknowledging the appropriateness of the issue thus raised, explained the thinking of the Faculty Council leadership in saying that council has traditionally been quite open to requests of various people or organizations who wanted to address it and Ms. Donicht had made such a request, there was a tradition of discussing school district levies in the past, and that they saw it as an opportunity to learn about the educational institution that provided the largest single source of UI’s incoming freshman class. Were a group opposed to the levy to ask for time at council, leadership would have welcomed them for the information they might bring as well.

Report from the Athletic Director: The university’s athletic director, Rob Spear, reported to council on plans to enlarge and remodel the ASUI-Kibbie Dome. He noted that in his opinion, and that of others, the university had the worse athletic facilities in the WAC. That fact was an important, and negative, factor in recruiting student-athletes. Private money had been raised to undertake a feasibility study concerning possible renovations and expansions. The results of that study could be grouped in four areas:

1. Life-safety improvements to the dome. These were urgent issues (fire control and suppression, emergency egress, a failing playing surface which was old and injury inducing) which had not been addressed for at least fifteen years. To fix them would cost in the neighborhood of $14 million. He was hopeful that the university could apply for at least a significant chunk of the needed money from a pool of money that the legislature was apparently going to be putting together for the purpose of deferred maintenance projects across the state.

2. University performing arts center. In what would be a benefit for all the campus there needed to be built a performing arts center which would handle not only basketball and volleyball but also the jazz festival, commencement and other such events. The total cost for such a facility is likely to be about $70 million.

3. Improving game-day atmosphere. Improvements would be made by lowering the field about twelve feet so as to prove sightlines, increasing seating to 20,000, providing suite-seating to foster a more intimate atmosphere for some, and dressing up the concourses. The cost for these projects would be about $20 million.

4. West end addition. Further down the road there is the possibility of expanding the dome to the west to increase seating to 25,000. Such an expansion would probably be accompanied by removal of the roof.

Responding to questions he noted that the second and third areas would be funded by private donations. A campaign for those donations would be an integral part of the university’s larger capital campaign. In any case, the athletic capital campaign would have to be broken into manageably sized portions if it is to be successful. Those life-safety issues not covered by the proposed legislative initiative would be bonded. Has the department considered a lease-back arrangement? Yes, though he didn’t see it as politically feasible right now.

In closing his comments, he noted that the department was serious in its work to address behavioral issues among student-athletes. There is a current discussion with the coaching staff about the possibility of introducing a “zero-tolerance” policy.

FC-07-047: Motion Based on Findings of the Sub-Committee on Promotion and Tenure: Professor Robert Zemetra, chair of the Faculty Affairs Committee, and Professor William McLaughlin, chair of the council, provided history and background on the following proposal which came to council as a seconded motion:

To address enforcement, accountability, and communication issues in the UI promotion and tenure process immediate action by he Provost’s Office should be taken to:

a) initiate an annual mandatory training for all administrators and their assistants beginning Fall 2007; 

b) initiate the creation of a one-stop shop website for all documents relevant to the promotion and tenure process at the university by the Office of the Faculty Secretary; and

c) initiate the creation of a joint task force of Faculty Council and the Provost’s Office for a comprehensive review of promotion and tenure policies within the Faculty-Staff Handbook (1320, 1340, 1565, 1590, 3050, 3140, 3320, 3520, 3560, 3840 and any others the committee may deem appropriate).

In the discussion Professor Zemetra pointed out that a recurring theme of the subcommittee’s findings was that existing policies were not being followed because those who were supposed to execute them did not fully know them, thus the necessity of having special training in this area. He also noted that the motion currently before council was only the first of several motions that he envisioned coming from Faculty Affairs on the basis of the report of the subcommittee. There might well be further motions this semester. In response to a question, he said that he thought having this training annually (rather than “regularly”), was necessary, both because of the turn-over in administrators and because of the pace of change of the policies that refer to tenure. In response to other questions, Professor McLaughlin pointed out that this subcommittee had been charged with reviewing the current process.  [Though not brought out clearly in the meeting, there are two other groups slated to work on promotion and tenure issues. The task force referred to in part (c) of the motion will be charged with reviewing the Handbook with regard to resolving inconsistencies currently found there and to make recommendations with regard to procedural issues such as how to properly set up evaluation committees for “interdisciplinary faculty” and those working at the various centers. A second group will be the one already discussed earlier by council that will deal with proposals for changing definitions, e.g., of “interdisciplinary” or “engagement.”]

Other issues raised were how to prepare and train new faculty to be successful in the promotion and tenure process and how senior faculty, particularly department heads, might mentor them and be held accountable for mentoring them, and how college bylaws might need to be revised.


The motion carried 12-0-1.

Alternative Ways for Communication between the President and the Faculty: Chair McLaughlin pointed out that we as faculty had not been as responsive as we might have been in taking up President White’s invitation to meet with him in “faculty conversations.” He invited the council to think on what alternative ways there might be to facilitate dialog between president and faculty and come with suggestions to the next meeting.

Adjournment:

Respectfully submitted,

Douglas Q. Adams

Faculty Secretary and Secretary to Faculty Council

FC-07-048

UI FACULTY-STAFF HANDBOOK
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RETIREMENT PRIVILEGES AND PROGRAMS
PREAMBLE. This section was an original part of the 1979 Handbook, was changed in July of 1994 to add the optional retirement plan, and most recently changes were made in 2007 to the eligibility criteria and benefits available through the University of Idaho.  This July 2007 version updates and supersedes all prior versions. . Further information is available from Human Resources (208-885-3609). [ed. 7-97, ed. 7-02, 9-06, 12-06]

The benefits and programs described in this section are governed by applicable laws and plan documents and are subject to change at any time.  In the event of a conflict between this policy and the applicable law or plan document, the law or plan document will control.  Employees contemplating retirement should make an appointment with a Benefit Services Specialist to verify eligibility and discuss benefits and options for retirement.

Further information regarding retirement is available from Human Resources, Benefit Services www.hr.uidaho.edu/ benefits (208-885-3697).


CONTENTS:

A.
Introduction

B.
State and Federal Retirement Plans

C.
University of Idaho Privileges and Programs

D.
Disability Retirement

E.
Surviving Spouse and Children





A.
INTRODUCTION. This policy describes the retirement privileges and programs available to eligible University of Idaho employees upon retirement. The University of Idaho through its Board of Regents reserves the right to change, amend or discontinue any part of the programs described within or any one or all of these programs in part or entirely at any time, to the extent allowed by law. This policy should not in any way be construed as a guarantee of continued employment.
A-1. State and Federal Retirement Plans. These include state and federal retirement plans such as the Public Employees Retirement System of Idaho (PERSI), the Idaho Optional Retirement Plan (IORP), and the Federal Civil Service Retirement Plan. Eligibility criteria and benefits are determined under each plan and can be found in the respective plan documents, which are subject to change. In the event of a conflict between this policy and the plan documents, the plan documents control in all respects.
A-2. University of Idaho Retirement Privileges and Programs. These include faculty emeritus and honored staff retiree privileges, eligibility to participate in retiree health programs of the University of Idaho (Retiree Health Program). 
a.
Honored Emeritus Faculty and Honored Staff Retiree Privileges. This policy sets forth the eligibility criteria for, and benefits of, honored staff retiree privileges. For honored faculty emeritus privileges, see FSH 1565 H. Emeritus or honored staff retiree status does not automatically confer eligibility for the Retiree Health Program. 
b.
Retiree Health Program. This policy sets forth eligibility criteria for the Retiree Health Program. Information regarding specific benefits is contained in the applicable plan documents and may change. In the event of a conflict between the information in the Plan documents and those presented in this policy, the plan documents will control. 

B.
STATE AND FEDERAL RETIREMENT PLANS. University of Idaho employees participate in the following plans, depending on eligibility. Employee contributions are made to PERSI, IORP, or and the Federal Civil Service Retirement Plan through payroll deduction. The University of Idaho contributes a portion of salary and the employee contributes a portion of salary. These amounts vary from year to year. Current contribution rates are available at http://www.hr.uidaho.edu/benefits under the “Rates” menu option. Contributions are suspended while an employee is on leave without pay, except that IORP contributions may be continued by the plan during a qualified disability if a waiver is requested and approved. 

B-1. Public Employees Retirement System of Idaho (PERSI). PERSI is a defined benefit retirement plan. Eligibility requirements and benefits are governby by the PERSI plan document, which is available from Benefit Services. Employees also may contact the plan administrator at the following web address or telephone number:    
http://www.persi.state.id.us 
Boise: 1-800-451-8228 or 1-208-769-1474

Coeur d’Alene: 1-800-962-8228 or 1-208-236-6225

Pocatello: 1-800-762-8228 or 1-208-236-6225

B-2. Idaho Optional Retirement Plan (IORP). IORP is a defined contribution retirement plan. There are two plan vendors: Teachers' Insurance Annuity Association/Consolidated Retirement Equities Fund (TIAA/CREF), and Variable Annuity Life Insurance Corporation (AIG-VALIC), each of which offers many different investment options. Eligibility equirements and benefits are governed by the IORP plan document. For more information, contact the plan administrator at the following web address or telephone number:

TIAA-CREF: www.tiaa-cref.org  1-800-842-2776

AIG-VALIC: www.aigvalic.com  1-800-892-5558


B-3. Federal Civil Service Retirement Plan. The Federal Civil Service Retirement Plan is a defined benefit plan available to certain University of Idaho employees working within the Cooperative Extension System. Eligibility requirements and benefits are governed by the federal government plan document and applicable federal regulations. For complete information, go to www.opm.gov/retire. If you need assistance, contact Benefit Services. 
C. UNIVERSITY OF IDAHO RETIREMENT PRIVILEGES AND PROGRAMS.
C-1.  Definitions.
a.  Retirement. An employee may bring about the termination of his or her employment by resigning [see 3930 A and 3940]. Resignation is considered to be "retirement" if the employee has qualified for certain benefits based on age and length of qualified service (defined below).

b.  Retiree. A retiree is a former employee who has terminated his or her employment through retirement. 
c.  Qualified Service. For purposes of this policy, qualified service includes service while employed at the University of Idaho in a position eligible for University of Idaho health benefits. Service to the University of Idaho (UI) will be counted if the employee has been on paid status at half time or greater. Service while employed on a temporary hourly (TH) basis will not be recognized as qualified service. Qualified service performed prior to a break in service is permanently forfeited, except as provided in C-1-d.

d.  Break in Service. A break in service occurs when there is a separation from qualified service for one day or more. For purposes of this policy, after a break in service an employee forfeits all prior qualified service, unless the employee had at least five (5) years of continuous qualified service prior to the break in service. A break in service does not include the following: (1) periods of any category of approved paid or unpaid leave of absence; or (2) periods during which the employee is eligible for and has opted to remain on the lay-off roster.

e.  Part-time Employees. Qualified part-time employees in a health benefits eligible position are eligible for the Retiree Health Program upon retirement. Service credit for part-time employees will be earned based on a prorated percentage of their full-time status. An employee who temporarily reduces his or her hours of work and remains employed in a health benefits eligible position may earn up to two (2) years of full-time service credit if hours have been temporarily reduced to accommodate transitioning into retirement or to accommodate a family or personal matter. In either case, the employee must obtain written approval in advance from his or her supervisor and Benefit Services.
f.  Effective Date of Retirement. The effective date of retirement shall coincide with the last work day in a calendar month or last work day of a fiscal year. The last day of employment is generally the last day worked [see FSH 3710 B-4].

C-2.  Honored Staff Retiree Privileges 
a. Eligibility Requirements. Upon retirement, each member of the classified or exempt staff whose service to the University of Idaho meets one of the following criteria, and whose employment was not terminated for cause, is designated an honored staff retiree: 

i.  
Completion of 30 years of qualified service; or

ii.
Completion of 15 years of qualified service and attainment of age 64; or

iii.
Attainment of age 55 and completion of a number of years of qualified service, such that the sum of the years of age and the years of service is 80.

b. Privileges. Each member of the classified or exempt staff meeting the above eligibility requirements is awarded a presidential commendation for long and faithful service, and his or her name is entered on the list of honored staff retirees especially worthy of continued recognition as members of the University of Idaho community. Privileges for Emeritus Faculty Retirees are enumerated in FSH 1565. Privileges available to Honored Staff Retirees are as follows:

i.
Membership in the University of Idaho Retirees Association (UIRA);

ii.
Education privileges [see FSH 3740];

iii.
One, free non-transferable gold parking permit;

iv.
Listing in the campus directory;

v.
Eligibility to receive mailings (upon request), such as the University of Idaho Register and similar publications; and

vi.
Inclusion in appropriate university, college, and departmental functions.

C-3.  Retiree Health Program Eligibility. The Retiree Health Program is divided into four tiers of eligibility requirements and includes varying levels of benefits. Benefits offered in each tier are subject to change.

a. Tier One -- Eligibility Criteria. To qualify for Tier One, an employee must be retired and covered under the Retiree Health Program pursuant to a prior version of this policy, or meet the following criteria on or before September 30, 2007, but may retire later:
i.
Hired on or before January 1, 2002; and

ii. 
Has been enrolled as the primary subscriber in the active health plan for at least (5) five years immediately prior to retirement; and

iii.  Meets one of the following three criteria:

1. 
Has completed at least 30 years of qualified service, regardless of age; or

2.
The sum of the number of years of age and qualified service is equal to or greater than 80, to include a minimum age of 55 years; or

3.
Has completed at least 15 years of qualified service and attained a minimum age of at least 64 years.

b. Tier Two -- Eligibility Criteria. To qualify for Tier Two, an employee must meet the following criteria on or before June 30, 2011, but may retire later:  

i.  
Hired on or before January 1, 2002; and

ii.
Has been enrolled as the primary subscriber in the active health plan for at least (15) fifteen years immediately prior to retirement; and
iii.
Meets one of the following criteria:

1.
Has completed at least 30 years of qualified service, regardless of age; or;

2.
The sum of the number of years of age, subject to a minimum age of 55 years; plus qualified service, subject to a minimum of 15 years, is equal to or greater than 80.

c. Tier Three -- Eligibility Criteria. To qualify for Tier Three, an employee must meet the following criteria on or after July 1, 2011, but may retire later:
i.
Hired on or before January 1, 2002; and

ii.
Has been enrolled as the primary subscriber in the active health plan for at least (20) twenty years immediately prior to retirement; and

iii.
Meets one of the following criteria:
1.
Has completed at least 30 years of qualified service, regardless of age; or

2.   Has completed at least 20 years of qualified service, and the sum of the number of years of age, subject to a minimum age of 55 years, plus years of qualified service is equal to or greater than 90.

d. Tier Four -- Eligibility Criteria. To qualify for Tier Four, an employee must meet the following criteria:

i.
Has been enrolled as the primary subscriber in the active health plan for at least (10) ten years immediately prior to retirement; and
ii.
Has completed at least 10 years of qualified service; and
iii.   Is at least 55 years of age.

C-4. Continued Eligibility for the Retiree Health Program. Once a Retiree has qualified for the University of Idaho Retiree Health Program, the following conditions must be met for continued eligibility. 
a.
Retirees and their dependents must enroll in the Retiree Health Program when first eligible or they will lose eligibility. Upon eligibility for the Program, retirees will be required to make a one-time, irrevocable election of available plans options. Current retirees must make this election no later than July 1, 2007. For Retirees who are enrolled in the Program, but fail to make a election will be automatically and irrevocably enrolled in the selected default Plan. Plan options and default plans may vary from year to year. Information regarding plan options and which plans will be used for default is available from Benefit Services. 

b.
Retirees are first eligible on the date following the effective date of retirement.

c.
Covered dependents are first eligible on the same date the retiree becomes eligible or on the date they later become a dependent.

d.
All participants, including covered dependents, in any tier of the Retiree Health Program must elect Medicare Parts A and B as their primary payer of benefits when they first become eligible, except to the extent that federal law requires the Retiree Health Program to be primary. All participants must comply with rules set forth in the Plan document for each Plan and/or tier of eligibility with respect to Medicare Prescription Drug Coverage (Part D).  
e.
All participants, including covered dependents, in any tier are subject to coordination of benefits rules as set forth in the applicable plan documents. 
f.
If coverage under the Retiree Health Program is ended for any reason, there is no opportunity to rejoin the Program at a later date. The only exception is for a Retiree who returns to a benefit eligible position at the University of Idaho following his or her participation in the Retiree Health Program. In this instance, Retiree Health Program coverage will be temporarily suspended. After active employment ends, the Retiree will have the right of reinstatement in the same tier that applied on the original date of retirement.

C-5. Benefits. Programs offered vary from tier to tier and benefits vary within the Plans available within each tier, as set forth in the applicable plan document(s). These are subject to change without notice. Such benefits include medical coverage, and may include, but are not limited to, vision or hearing benefits, mental health coverage, access to the University of Idaho wellness or disease management programs, dental benefits, life insurance, and/or prescription drug coverage.

C-6. Contributions. Effective July 1, 2007, all retirees will share in the cost of coverage through a monthly contribution, unless a Plan option which requires no monthly contribution is elected (if applicable).

The University will offer at least one medical Plan option which does not require retiree cost sharing through contributions to tier one retirees. It is the intention of the University to offer at least one medical Plan option that is less costly, or that for tiers two and three may have no retiree cost sharing. The Plan with no cost or less retiree monthly cost sharing will have less generous benefits such as higher deductibles and higher out of pocket expenses.

a.
Retirees: Effective July 1, 2007, retiree cost sharing will begin for retirees in tier one at a rate of $30.00 per month for non-Medicare eligible retirees and $20.00 per month for Medicare eligible retirees; or with no required retiree contribution if the Plan option with less generous benefits (i.e.; higher deductibles and other out of pocket expenses) is elected. 

Rates are subject to increase annually. Limits on the amount of increase apply only to tier one retirees and shall not exceed:

(1) 
the percentage increase of the total cost of the Retiree Health and Life Insurance Programs; or (2) ten percent (10%) of the previous year’s premium paid by that retiree, whichever is less.


All future retirees will make contributions based on the rate in effect for their respective tier and Plan election at the time of retirement.

b. 
Tier Four Retirees: Except for retirees who qualify as a disabled retiree and are not yet eligible for Medicare, Tier Four retirees will be responsible for 100 percent of the cost of retiree coverage. Disabled retirees in tier IV pay a subsidized rate until Medicare eligibility.

c. 
Sick Leave Conversion: Unused sick leave hours available at the time of retirement accrued since July 1, 1976, not to exceed a benefit of 600 hours, may be used to pay for the cost of tier four retiree health coverage.

EXAMPLE #1: At the time of retirement, Retiree has accrued 1000 hours of sick leave. Retiree may convert 500 hours to pay for retiree medical coverage. 

EXAMPLE #2: At the time of retirement, Retiree has accrued 1400 hours of sick leave. Retiree may convert 600 hours to pay for retiree health coverage.


Only Retirees and Disabled Retirees in Tier IV are eligible for sick leave conversion. Sick leave conversion may not be used to pay for ported life insurance, voluntary dental, Medicare or any other voluntary benefit, or to cover the cost of coverage for dependents.

d. 
Dependents: Retirees in all tiers will be responsible for payment of one hundred percent of the cost of coverage for all covered dependents.

e. 
Payment: The cost (if applicable) of retiree and/or dependent coverage must be paid in a timely manner. All plans of coverage (medical, dental, etc., if applicable) will be terminated if the required payment for all plans of coverage is not received within 30 days of the date it is due.
D.
DISABILITY RETIREMENT

D-1. State and Federal Retirement Plans. An employee who becomes permanently disabled may be able to receive income benefits from his or her retirement plan, or to receive continued contributions to his or her retirement plan at no cost. The respective plan documents govern in all respects. For information regarding disability retirement and plan benefits, contact the applicable plan administrator:

PERSI: 


www.persi.state.id.us
1-800-451-8228

TIAA-CREF: 
www.tiaa-cref.org
1-800-842-2776

AIG-VALIC: 
www.aigvalic.com
1-800-892-5558

Federal Plan: 
www.opm.gov/retire 
(contact Benefit Services for assistance)

 D-2. University of Idaho Retiree Health Program for Disabled Employees. 
a. Eligibility. An employee qualifies for participation in the Retiree Health Program as a disabled retiree if he or she meets the following criteria:

i.
Qualifies for disability retirement or retirement contribution replacement benefits during disability under the employee’s state or federal retirement plan or under the disability insurance plan in effect at the time of the disability; and

ii.
Is enrolled as the primary subscriber under the University of Idaho active employee medical plan at the time of disability and has been so enrolled for at least ten (10) years and is at least 55 years of age.

b. Other Conditions.

i.
A disabled retiree must apply for Medicare disability benefits upon entry into the Retiree Health Program. 
ii.
The disabled retiree and all covered dependents must elect Medicare Parts A and B as their primary payer of benefits when they first become eligible, except to the extent that federal law requires the Retiree Health Program to be primary. 

iii.
If a disabled retiree qualifies for any tier of coverage under the Retiree Health Program that provides a more generous or less costly benefit, enrollment in that tier will take precedence.

iv.
Disabled retirees and covered dependents are subject to coordination of benefits rules as set forth in the applicable plan documents. 
 E.  Surviving Spouse and Children.
E-1.
 Faculty Emeritus or Honored Staff Retiree Privileges. There is no transfer of Emeritus or Honored Staff privileges as described above or in FSH 1565 H.

E-2.
 Retiree Health Program. A covered dependent spouse or child may continue under the Retiree Health Program under the following terms and conditions:

a.
Following the death of the retiree, a covered dependent spouse or child may continue coverage under the Retiree Health Program, provided all other Program and plan eligibility requirements are met. 

b.
Effective July 1, 2007, a covered dependent spouse of a deceased retiree may remain enrolled in the Retiree Health Program even if he or she later remarries, provided all other Program and plan requirements are met.

c.
A new spouse of a former covered dependent spouse, or any other newly acquired dependent, may not be added to the Retiree Health Program. However, a dependent child of the retiree who is born after the death of the retiree may be added within 30 days of birth.

d.
The covered dependent spouse or eldest covered dependent child will become the new “primary subscriber” in the same Plan election and tier of coverage that applied prior to the retiree’s death, provided all other Program and plan eligibility requirements continue to be met. However, regardless of which tier applies, the new primary subscriber will be responsible for the entire cost of coverage based on the full subscriber rate for himself or herself and for all covered dependents, based on the subscriber and dependent rates in effect at that time. 
e.
If the covered dependent spouse or eldest child does not have the same Medicare eligibility as the retiree had at the time of death, the surviving covered dependent(s) will be transferred to the retiree plan that is consistent with the new primary subscriber’s own Medicare eligibility.

f.
If a covered dependent spouse or child becomes eligible for coverage under another employer’s health plan as either the primary subscriber or as a dependent, eligibility for coverage under the Retiree Health Program will end. Waiving coverage under another employer’s plan also will result in a loss of eligibility for the Retiree Health Program. 
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LEAVE POLICIES
PREAMBLE: This section describes the various kinds of leaves that are available for all UI employees. (See section 3720 for Sabbatical Leaves limited to faculty members.) This section and the following one were original parts of the 1979 Handbook. The most substantive changes since that time have been the addition (under Governor Andrus) and subsequent deletion (under Governor Batt) of service leave for children at school and changes to subsection L that reflect changes in federal regulations. In 2002 extensive changes were made to subsection K that reflected Regent policy and current practice. Unless explicitly noted, the text is as of July 1996. Further information is available from Human Resources (208-885-3609). [ed. 7-97, 7-05, rev. 7-98, 7-02]

CONTENTS:

A.
General

B. 
Annual Leave

C. 
Sick Leave

D. 
Military Leave

E. 
Leave for Jury or Other Legal Duty

F. 
Leave for Campaigning for or Serving in Public Office
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A. GENERAL.

A-1. The University of Idaho strives to offer leave programs that are both comprehensive and flexible to meet its employee needs. Leave with or without pay is extended to employees under a variety of circumstances described below.  [See also APM 50.06, 50.07, 50.38; FSH 3720, 3120 and 6230]

A-2. The term “leave” refers to an employee’s absence from work. Each leave type as contained within this policy discusses circumstances in which such an absence may be continued with pay when leave accruals are available or when leave is approved without pay. Certain types of leave may require or provide options to take one leave concurrent with another. For example, sick and annual leave may be taken or may be required to be taken concurrently with other types of leave. All leaves are subject to approval and do not in all circumstances provide a guarantee to return to work in the same or similar position. 
A-3. Unless otherwise noted, for the purposes of this policy, “immediate family member” is broadly defined to include spouse as recognized by Idaho State law, child, parent, brother, sister, grandparent or grandchild, and these same relationships of a spouse, by marriage, adoption or foster arrangement. An immediate family member may also include an individual who qualifies as a dependent under Internal Revenue Service regulations. 
A-4. Benefit-eligible employees are those who hold a board-appointed position [see FSH 3080] and are employed at least half time or greater. Those individuals who are employed at least half time or greater as Temporary Help and who are expected to complete 5 months or more of continuous UI service are PERSI eligible and eligible for limited benefits, including annual leave, sick leave and pay for holidays on which they do not work [see FSH 3090]. 
A-5. Leave may not be taken in advance of accrual of eligibility.



A-6. All employees, including faculty and exempt employees, are responsible for recording all leave on biweekly time reports and complying with the terms of leave policies, including, but not limited to: 

a. completing application for leave and providing medical evidence and other requested information; 

b. abiding by any and all return-to-work restrictions; and 

c. returning to work following expiration of approved leave. 
Failure to uphold these responsibilities may result in absence without approved leave. Eligibility to preserve employment may be affected and/or the employee may be subject to disciplinary action, up to and including termination from employment as provided in appropriate university policies (see FSH 3910, 3920 and 3930). 

A-7. Employees who are exempt from overtime accrual or payments may be absent from work for approved periods of less than ½ work day without charge to sick or annual leave. Sick, annual or other paid time off must be charged in ½ day increments when ½ day of work or more is not performed, except when alternative work has been preformed in conjunction with an approved flexible schedule. 

Employees who are not exempt from earning overtime accrual or payments shall record all approved absences in 1/4 hour increments, except when time loss has been made up through an approved flexible schedule. 
A-8 Absent written agreement to the contrary, an eligible employee typically earns credit toward retirement plan vesting (see Plan Document for details), and earns annual and sick leave accruals during the portion of any leave that is paid, except that sick and annual leave does not accrue during Terminal Leave (see section J), or in some circumstances during Administrative Leave (see I-5). An employee typically will not be given such credit for any periods of unpaid leave. 
A-9. No break in service will occur during any approved paid or unpaid leave for the purposes of determining eligibility for retiree health benefits.

A-10. Departmental administrators are responsible for approving and ensuring the reporting of leave, via Banner, taken by the employees in their respective units. For procedures regarding reporting and monitoring leave, see APM 50.05. The Banner system and Human Resources Department records are the official University leave records.

A-11. Human Resources is responsible for coordinating requests and reviewing compliance with all types of leave other than sick, annual and medical appointment leave discussed in this section (see APM 50.06).
B. ANNUAL LEAVE

B-1. All employees receive annual leave based on their classification of employment. [See FSH 3080]

a. Classified Employees on full-time fiscal-year appointments accrue annual leave based on hours worked at the rate of approximately 3.7 hours biweekly for the first five full years of service with a maximum accumulation of 192 hours; 4.6 hours biweekly up to 10 years of service with a maximum accumulation of 240 hours; 5.5 hours biweekly up to 15 years of services with a maximum accumulation of 288 hours; and 6.5 hours biweekly for more than 15 years of service with a maximum accumulation of 336 hours. [RGPP II.E.3 and FSH 3080; see also APM 50.05 and 50.06]

b. Faculty on full-time fiscal-year appointments and exempt employees, except postdoctoral fellows, accrue annual leave at the rate of 7.4 hours bi-weekly and may accumulate a maximum of 240 hours. [RGPP II.F.3 and FSH 3080; see also APM 50.06]

c. Faculty who hold academic-year appointments do not accrue annual leave. Their periods of obligation and leave are governed primarily by the academic calendar, subject to stipulation by the employee’s dean. [FSH 3120]

d. Postdoctoral fellows accrue annual leave at the rate of .0462 hours for each hour worked to a maximum of 3.7 hours biweekly and may accumulate a maximum of 192 hours.

B-2. Annual leave for classified and exempt appointments of less than full time, but equal to or greater than half-time, is accrued based on hours worked and at a rate based on the employee’s employment classification (see B-1). No annual leave is accrued for less than half-time service.
B-3. Temporary employees accrue at a rate of .0462 times hours worked within each bi-week. For example 62 hours worked times .0462 results in 2.90 hours of accrual and may accumulate to a maximum of 192 hours. Annual leave accrues based only on hours worked.

B-4. Annual leave accrual is temporarily suspended when the accumulation reaches the maximum allowance. Once the leave accumulation drops below the allowed maximum, accruals resume.

B-5. Employees eligible for overtime will accumulate annual leave on overtime hours worked.

B-6. Annual leave continues to accrue while on any paid leave, except Terminal Leave (see section J), and in some cases Administrative Leave (see section I-5), except for temporary employees who accrue annual leave based only on hours worked. 

B-7. At the employee’s option, accrued annual leave may be used during any approved leave that could otherwise be taken as sick leave. [RGPP II. I.2.b.] 

B-8. Annual leave must be scheduled in advance and requested in writing by the employee. Annual leave may not be taken without the supervisor’s written approval. Both the employee’s vacation preference and the effect on efficient operation of the units must be considered in establishing mutually agreed periods of leave [APM 50.06].
a. Supervisors are responsible for coordinating and approving requests for annual leave of all employees in their respective units. 

b. An employee on approved annual leave, who becomes eligible to use sick leave through unforeseen events, may use sick leave in lieu of annual leave with approval from his/her supervisor. Documentation to support the use of sick leave may be required. 
B-9. Upon separation (i.e. layoff, non-renewal, termination, resignation, or retirement) an employee is typically paid for unused accrued annual leave in a lump sum; however, the University of Idaho reserves the right to require an employee to exhaust some or all annual leave prior to any separation. 

a. Employees separating at the end of the fiscal year or upon the expiration or termination of a grant, will be required to use annual leave before the last day of employment unless otherwise approved by the supervisor,

b. In the event of an employee’s death, payment is made to his or her estate. 
c. The effective date of the employee’s separation is the last day on which he or she reports to work for the University of Idaho, unless the Assistant Vice President (AVP) for Human Resources or designee has approved a written request for alternative termination arrangements that are in the best interests of the University. 
d. A termination extended through the use of accrued annual leave must be approved in advance, in writing, by the AVP for Human Resources or designee and unit administrator and shall be treated as Terminal Leave    [See APM 50.20 and FSH 3710 J. below.]



B. 10. Any individual, regardless of type of appointment, with an annual leave balance who transfers or who is reassigned to another unit within the university may be required to exhaust all existing annual leave prior to starting the new assignment.

B-11. Eligibility requirements for annual leave for Temporary Help (TH)  can be found in FSH 3090. 
C. SICK LEAVE

C-1. Salaried employees and those employed on an hourly basis that work at least 40 hours in a biweekly pay period for at least five (5) consecutive months accrue sick leave. Accrual is approximately 3.7 hours biweekly for full-time service [See also FSH 3090, Section C regarding Temporary Help].

C-2. Sick leave accumulation for half-time but less than full-time service is accrued proportionately based on hours worked and earned at the rate of .0462 for each hour worked.

C-3. Sick-leave eligibility may be accumulated without limit.

C-4. Sick leave cannot be taken in advance of accrual. If, at the end of a biweekly pay cycle, absences exceed sick leave accumulation, the hours will be charged to compensatory time first, if available, and then to annual leave. If there is no leave accumulation, time will be unpaid. [ed. 7-00] If sick leave or other types of paid leave are available for an approved absence of any duration, time-off must be taken using available paid leave and may not be taken as unpaid leave, unless such absence has been approved as personal leave without pay in accordance with the guidelines of this policy [see section M].

C-5. Sick leave continues to accrue while on any paid leave, except Terminal Leave. 

C-6. Sick leave may not be used in lieu of annual leave, except when the conditions of B-8 (b) above have been met.

C-7. Sick leave may be taken only as follows 
a. Illness of Employee. An employee’s own illness, injury, or childbirth that prevents the employee from performing his or her assigned duties; 
or in the event of exposure to a contagious disease if, in the opinion of responsible authority, the health of others would be jeopardized in the work place.

b. Illness of an Immediate Family Member. When the illness or injury of an immediate family member as defined in this policy [A-3] requires the attendance of another, the employee may use his or his own available sick leave.  .

c. Death of an Immediate Family Member. In the event of a death of an immediate family member as defined in [A-3] of this policy; up to fifteen (15) days of sick leave may be used immediately following the event, but can be extended if there are special circumstances. The unit administrator and the AVP for Human Resources or designee may approve an extension of leave for up to a total of (30) thirty-days of sick leave.
d. Death of a Family Member. Sick leave usage for the death of a family member other than a member of the immediate family as defined in [A-3] of this policy is limited to a maximum of five (5) days of sick leave immediately following the event.
e. Medical Appointments. Attendance at health examinations, treatments or appointments that extend beyond the allowed Medical Appointment Leave[E 1], including medical, dental, vision and mental health appointments for the employee, or for his or her immediate family members as defined in [A-3].
f. Parenting/Adoption. Up to ten (10) days of sick leave may be used during an approved Family Medical Leave for either parent for parenting as defined in L-5 of this policy. In the case of adoption, the child must be younger than 18 years of age and may not be a stepchild. If both parents are employees of the University of Idaho, ten (10) days are shared by both parents.
g. Organ Donation. Full and part-time benefit eligible employees may use up to 5 days of sick leave for bone marrow donation and may use up to 30 days of sick leave to serve as a human donation organ donor during an approved family medical or personal leave.
C-8. Attendance at work is a job requirement for all positions at the University of Idaho. Excessive absenteeism can affect job performance. Supervisors have the right to set attendance standards and require medical evidence to support absences that exceed these standards. Absences that occur during an approved Family Medical Leave [Section L of this policy] are exempt from these requirements.
C-9. The federal Family Medical Leave (FML) Act of 1993 was adopted as law to protect the best interest and job security of employees. The University may initiate FML, and will apply FML concurrently with sick leave when the employee’s own illness, work-related injuries, or an illness of a family member is covered by FML. In these circumstances, sick leave must be used before unpaid FML is taken (see L-2). 
C-10. An employee may be eligible for FML after three (3) consecutive days of absence (see L-4) and may initiate a request for FML at any time prior to an absence which they suspect may qualify. However, the University may also initiate FML and will typically take steps to determine if an absence qualifies as FML when an employee has missed (5) five consecutive workdays or longer by providing the employee with an absence questionnaire and FML application. A failure to comply with a request to complete the absence questionnaire and/or the FML application (if applicable) may result in absence without pay and/or disciplinary action, up to and including dismissal from employment as provided in relevant UI policies [see FSH 3910, 3920 and 3930].
C-11. Employees transferring without a break in service from a qualified Idaho state agency or from the UI to another state agency will be credited with their accrued sick leave by the receiving agency. All unused sick leave is forfeited when an employee is separated from State service or from UI service. No compensation is made for such unused sick leave, except as provided in C-12 below in the case of employees who are retiring from the UI. If an employee returns to qualifying State service or UI service within three (3) years after separation, sick leave forfeited at the time of separation will be reinstated.

C-12. Employees who retire and then return to work at the University of Idaho may not be entitled to reinstatement of sick leave balances. In this instance, only the unused portion of sick leave that was converted at that time of retirement [see FSH 3730, Section C; and C-13 below] to pay for retiree health benefits may be reinstated for employees who separate for retirement purposes and later return to work at the University of Idaho. 
C-13. An employee who retires under the eligibility conditions for retirement or disability retirement as stated in FSH 3730 may apply a pre-determined amount of unused sick leave accrued since July 1, 1976, as payment for continued coverage under the University of Idaho Retiree Health program. See FSH 3730 for specific details. [See also APM 50.39.]

D. HOLIDAYS

D-1. The University of Idaho is closed at least eleven (11) holidays each fiscal year. [See FSH 3460, F-2 for a list of official holidays.]

D-2. Board-appointed employees [FSH 3080] and temporary employees participating in PERSI [FSH 3090] are eligible to receive holiday pay.

D-3. Benefit-eligible employees [as described in A-4 of this policy] who are employed full time (greater than 87.5 percent appointment) receive holiday pay based on eight (8) hours for each holiday. An employee who works a compressed work schedule to include more than eight (8) hours each day, such as four (4) ten-hour workdays in one week, will still receive only eight (8) hours of holiday pay. With supervisor approval, the employee may make up the difference between their regular hours of work and the holiday pay for that day (two (2) hours in this example) through a flexible work schedule within the same work week [see FSH 3460], or may use accrued compensatory time or annual leave, or take the time as unpaid.
D-4. Benefit-eligible employees [see A-4] who are employed at least half time but less than full-time, are entitled to receive holiday pay, prorated based on the average number of hours scheduled each week. The number of hours scheduled on a routine basis (not the hours worked in the week in which the holiday falls) is divided by 5 days. For example:

20 hours per week / 5 = 4 hours of holiday pay

25 hours per week / 5 = 5 hours of holiday pay

30 hours per week / 5 = 6 hours of holiday pay

D-5. The University of Idaho embraces diversity and recognizes that our workforce is derived from many diverse cultures to include many different religious preferences. An individual may be absent from work to observe a religious holiday consistent with his or her own religious beliefs and practices when the day is not consistent with the university’s official holidays, provided advance notice is given and the request is pre-approved by the person’s supervisor. Pay for these absences are as follows:

a. Benefit-eligible employees may use their accrued compensatory time or annual leave to receive pay for an observed religious holiday that is not an official University holiday.

b. Employees who are not benefit-eligible, or who do not have compensatory or annual leave available, may observe the holiday without pay; or, with advance supervisory approval, employees may make up the hours in the same work week [see FSH 3460].

D-6. Benefit-eligible employees are entitled to holiday pay while they are on other approved paid leave, or during any portion of paid or unpaid Family Medical Leave.
E. MEDICAL APPOINTMENT LEAVE

E-1. Full-time employees are eligible for up to two (2) hours of time off per calendar month for medical leave appointments without charge to sick leave. Medical Appointment Leave is not available to employees who are not in board appointed positions or who work less than full time. Employees exempt from overtime accrual or payments are not required to charge leave for absences of less than ½ day. However, in instances where a partial day of absence exceeds ½ day, up to 2 hours of absence may be recorded as medical appointment leave. Part-time or other employees who are not eligible for medical appointment leave may use available sick leave or plan medical appointments during their non-working hours or with supervisory approval may request accommodation of a temporary flexible work schedule (FSH 3460). 
E-2. Medical Appointment Leave may be approved for an employee’s own, or the employee’s immediate family member’s (as defined in A-3) appointments for medical, dental, optical treatment or examination, or meeting with a mental health professional, including time for travel to and from appointments.

E-3. Satisfactory arrangements for Medical Appointment Leave must be made with the employee’s supervisor. 

E-4. There is no accumulation or carryover balance of unused Medical Appointment Leave from month to month.

E-5. Absences for medical appointments in a calendar month totaling more than two hours must be reported and may be charged at the employee’s option to compensatory time, if available, accrued sick or annual leave, or with the approval of the supervisor may be taken as personal leave without pay. 
E-6. Lost time for medical appointment absences in a calendar month totaling more than two (2) hours also may be made up with time worked, but only within the same work week of time loss [FSH 3460] and with the approval of the supervisor.
F. MILITARY LEAVE.

F-1. Faculty and staff, regardless of whether or not they hold a fiscal year or academic- year appointment, are eligible for leave of up to 15 calendar days in a 12-month period for active duty or military training. Leave for State of Idaho military duty or training is limited to 15 days within a calendar year. Employees who are in board-appointed positions [see FSH 3080] are eligible for paid Military Leave. When called to active duty or training, the University will pay the difference between military pay received from the US or State government, but cannot duplicate pay. This is accomplished by full pay during an approved Military Leave. The employee must provide documentation of Military pay received during leave, within 90 days of return from leave or upon earlier job separation. The employee is required to repay to the University any amount which exceeds their regular base pay for the same period. Unpaid Military Leave may be requested if the employee knows their Military pay will exceed their University pay. Annual and sick leave credit towards length of service for retirement plan, and other vesting will continue to accrue during the fifteen (15) working days of Military Leave and eligibility for employee health benefits will continue whether Military Leave is requested with or without pay. An employee at their own option may instead request annual leave on the same basis as any other vacation or other time off and if approved, may use annual leave and retain full military pay. [See also APM 50.06 and 50.38]

F-2. Any employee who is called to active duty or is required to serve more than fifteen (15) working days is eligible for up to 5 years of Military Leave. Eligibility for employee health coverage will continue at a minimum through the first thirty (30) calendar days of service while on an approved Military Leave. The employee will be required to pay the employee share of the health care costs, as well as the costs for his/her dependents.  
F-3. An employee may use annual leave and/or accrued compensatory time for Military Service and continue to receive pay and benefits before commencement of Military Leave.

F-4. Military Leave beyond the first fifteen (15) working days is generally granted without pay and benefits. Health care coverage will end for the individual who is called to active duty after the first thirty (30) days of service. However, coverage for his/her dependents may continue for up to an additional six (6) months, provided that the employee has made arrangements with Benefit Services to pay the full cost of coverage, on at least a monthly basis. In this instance, any other coverage provided by U.S. Military programs will be primary. 

F-5. When an employee on Military Leave or his/her dependents are not eligible for coverage elsewhere, the employee or his/her dependents, individually or as a family, may be eligible to continue health care coverage through COBRA. Upon reinstatement/return from Military Leave, the employee’s health plan will resume as if employment had not been interrupted.
F-6 An employee  may elect to continue group life benefits in effect for the employee or his/her dependents on the date the employee is called to active duty for a maximum period of six (6) months. However, the employee must self-pay the full cost, based on rates and eligibility rules afforded to others who are actively at work. Benefits from these programs generally exclude losses resulting from participation in a military organization or from an act of war. An employee may also have the right to convert his/her group life policy to an individual policy following termination of benefits in the group plan.
F-7. Upon return/reinstatement from approved Military Leave, life coverage  will be reinstated as if there had been no break in service or coverage.
F-8. In accordance with state and federal law, an employee upon return will be reinstated to his/her former position or a comparable position without loss of seniority, status or pay rate provided the employee returns with an honorable discharge and within five (5) years from departure date from the University.

a. In some situations, reemployment may not be possible, such as when there has been a significant change in circumstances, or if reemployment would impose an undue hardship on the University or department, or if the person’s employment was temporary in nature, such as positions that are grant-funded for a specific duration and/or Temporary-Help (TH) positions. 

1. If the returning employee's skills need upgrading to meet the requirements for a prior or promoted position, the University will make reasonable efforts to refresh or update these skills unless such efforts would create undue hardship for the University.

2. When an employee with a service-related disability is not qualified to perform the essential functions of his/her job after the University has made reasonable efforts to accommodate the disability, the employee may be placed in another position of comparable pay, rank, and seniority.
b. An employee returning from Military Leave must provide the University with written timely notification of intent to return to his/her position. The University may require documentation that the person’s application for reemployment is timely and that the person’s discharge from uniformed services was under honorable conditions. University procedures will follow applicable state and federal law, including but not limited to the Uniformed Services Employment & Reemployment Rights Act (USERRA), 38 U.S.C. 4301-4333, enforced by Department of Labor’s Veterans’ Employment & Training Services (VETS). (See www.dol.gov/vets.)


F-9. Retirement benefit contributions are suspended while the employee is on unpaid Military Leave. Upon reinstatement after Military Leave, reenrollment in the retirement plan will be immediate.

a. Credited State Service continues during military service as though no break in employment has occurred. 

b. The employee may elect to make up any employee contributions missed during an approved Military Leave. Such contributions must be paid into the plan within a period not to exceed three (3) times the length of the Military Leave, up to a maximum of five (5) years. 

c. The University will contribute the regularly scheduled match contributions for any employee make-up payments made in connection with an approved Military Leave.
d. For purposes of determining eligibility for retiree health coverage, Military Leave will not count as a break of service provided that re-employment occurs within the parameters of this policy. Further, an employee will receive UI service credit for determining the rule of 80 during the 15 days of approved paid military leave; however, the employee will not receive service credit toward the rule of 80 for any unpaid military leave.
F-10. The University will not discharge an employee without cause who is reinstated under the provisions of the USERRA and has served thirty-one (31) to one hundred and eighty (180) days, for a six (6) month period following reinstatement. If the length of military service was more than one hundred and eighty (180) days, but less than five (5) years, the employee will not be discharged without cause for one (1) year following reinstatement.

F-11. This policy is extended to comply with applicable state and federal laws, including the Uniformed Services Employment and Reemployment Rights Act (USERRA) of 1994. To the extent that any provision of this policy is ambiguous and/or contradicts the Act or any other applicable laws, the language of the Act or other law will prevail.
G. LEAVE FOR COURT REQUIRED SERVICE AND VOTING
G-1. Any employee who is summoned for Jury Duty or subpoenaed as a witness before a court of competent jurisdiction or as a witness in a proceeding before any federal or state administrative agency will be granted leave with pay. Benefit-eligible employees will be granted leave with pay. Travel expenses in connection with this duty are not subject to reimbursement by UI. The employee may retain any jury or witness fees and related travel expenses provided by the court. [RGPP II.I.5a; see also APM 50.06]

G-2. An employee must request annual leave or personal leave without pay for the following:
a. appearing as a party in a non-job-related proceeding involving the employee;

b. appearing as an expert witness when the employee is compensated for such appearance; or 

c. appearing as a plaintiff or complainant, or as counsel for a plaintiff or complainant, in a proceeding in which the Board of Regents or any of its institutions, agencies, school or office is a defendant or respondent. [RGPP II.I.5.a.2.]
G-3. Polling places are typically open extended hours and absentee voting is widely available. However, employees who are unable to vote outside of scheduled hours will be allowed time off to vote. If available, an employee may use accrued annual leave, compensatory time or, if approved in advance, may be able to make up time lost to vote within the same workweek (see FSH 3460) through a flexible work schedule. Otherwise, time off will be approved, but unpaid
H. LEAVE FOR CAMPAIGNING FOR OR SERVING IN PUBLIC OFFICE.

H-1. The President approves requests for leaves of absence for the purpose of campaigning for public office [RGPP II. I.5.c.1]. See FSH 6230 for provisions concerning leave for campaigning and serving in public office.
H-2. It is the Board of Regent’s intent that state salary not be duplicated for an employee serving as a member of the Idaho Legislature. Any leave for serving, as a member of the Idaho State Legislature will be unpaid. [RGPP II.I.5.c.2; see also FSH 6230 D.] Certain benefits may continue during the unpaid leave; however, the employee must pay the full cost of coverage.
I. ADMINISTRATIVE LEAVE.

I-1. Administrative Leave generally is leave with pay and benefits. An employee will continue to receive pay and leave accruals in accordance with their regular rate and maintain eligibility for other benefit programs, except in the case of Terminal Leave (see section J) or as stated in I-5.
I-2. At the discretion of the president or his/her designee, an employee may be granted Administrative Leave (leave with pay and benefits) when the State or the University will benefit as a result of such leave. [RGPP II.I.5.d] [See also section 3470 B] 
 Examples of circumstances that may qualify an employee for administrative leave are volunteer fire fighters attending class off campus, official delegates attending the annual general convention of Idaho Public Employees’ Association, and members of state or local committees, such as the Human Rights Commission, attending official meetings. 


I-3. One or more employees may be placed on Administrative Leave by the President or his/her designee if University facilities are declared closed or inaccessible during an emergency (see FSH 3470 b). Only the President or his/her designee has the authority to approve office closures around official UI holidays (see FSH 3460, F-3). 
I-4. With the approval of the President or his/her designee, an administrator may use Administrative Leave to remove an employee from the workplace (for example, during an investigation or to mediate an employee relations issue), if approved in advance by Human Resources. Both the President’s Office and Provost’s Office must be notified of such Administrative Leave.

I-5. In all cases involving administrative leave with a duration that is more than one bi-week, an electronic personnel action form (EPAF) must be processed. When leave is less than one full bi-week, hours attributed to administrative leave shall be coded as “ADL” on the timesheet and in the Banner payroll system. 
I-6. In the absence of a written agreement to the contrary, an employee on Administrative Leave must be available for recall to work during regular University business hours in the event that the employee’s services are required or he/she is otherwise requested to return to work. The University, in its sole discretion, may require the use of accrued annual leave and/or compensatory time during the period of Administrative Leave
J. ACADEMIC TRANSITIONAL LEAVE

J-1. Academic Transitional Leave may apply when an academic administrator steps down from his or her administrative appointment and assumes a faculty appointment. The purpose of Academic Transitional Leave is to prepare the employee for a new faculty appointment. Academic Transitional Leave is granted at the sole discretion of the University, must be approved by the Provost, and the President or his/her designee. If the academic administrator transitions to an academic year faculty position, all previous annual leave must be used or paid off before assuming the academic year faculty appointment, unless otherwise specified in writing in the employee’s agreement.

J-2. There is no accrual of annual leave during the period of Academic Transitional Leave. All other benefits and leave accruals are provided on the same basis as afforded to similarly situated employees in a faculty job classification.

K TERMINAL LEAVE. 
K-1. Terminal leave is pay received by a terminating employee in lieu of wages at the employer’s discretion. An example of terminal leave is leave paid to an employee who is not completing the term of his/her contract at the request of the employer. Sick and annual leave is not accrued during the terminal leave period. Time toward length of service for retirement vesting will continue during terminal leave. The duration of terminal leave is determined at the discretion of the university.
K-2. During Terminal Leave, health benefits continue for an employee and his/her covered family members on the same basis as employees of the same classification who are actively at work. The employee’s share of all health care contributions, including employee and dependent medical/dental, supplemental life, and/or any other costs of coverage, will be withheld from the employee’s pay. Upon separation from employment, the employee and/or his/her covered family members, as a family or individually, may have rights to medical/dental coverage through COBRA.
K-3. The university, in its sole discretion, may require the use of accrued annual leave and/or compensatory time during the period of terminal leave or may pay it out at the time of termination if eligible. 
L. SHARED LEAVE. 
L-1. University of Idaho employees may donate annual leave hours to a fellow employee who has an extraordinary need for leave. Annual leave donated becomes shared leave.  Employees using shared leave maintain all employment benefits to which they are entitled while on active status. Shared leave may be donated to a Shared Leave Pool or to the benefit of a specific eligible recipient. [See APM 50.07 for procedures and application materials]

L-2. Eligibility.

a. Qualifying Events. If any benefit-eligible employee [see A-4] who has a health condition [as defined below in L-2 a.1] or whose immediate family member [defined in A-3 of this policy] has such as condition and the employee is required to take time away from work, and has exhausted all leave, the employee may apply for Shared Leave when time away from work is a qualified absence as described below (L-2.a.1) but will not be compensated by paid leave or wage replacement programs such as disability and workers compensation benefits. 



1. The health condition of the affected individual must be certified by a competent health care provider to be considered as acceptable evidence by the University, and qualify as a serious health condition as defined by Family Medical Leave (see section L of this policy) to include a need resulting from human organ or bone marrow donation. This provision applies only to the acceptable medical conditions of family medical leave. An employee need not meet the service and other requirements of family medical leave to be considered as an absence eligible for Shared Leave.

2. Shared Leave may be requested for routine pregnancy-related disability and complications of childbirth and pregnancy, but not for parenting or parent-child bonding. Sick leave benefits for eligible employees may be available for Parenting (see C-7 f). 
3. An applicant for Shared Leave who has used his or her own annual leave for purposes other than attending to a medical condition that is known to create potential for an extraordinary need for leave, typically is not eligible for leave from the Shared Leave Pool. Under extraordinary circumstances, such an applicant may request an exception to receive Shared Leave from directed donations.

4. Shared Leave that is donated from the Shared Leave Pool is intended for use by employees who intend to return to work. An applicant who wishes to receive Shared Leave and otherwise meets the criteria of the program and does not intend to return to work may apply for Shared Leave; however, Shared Leave in this instance is available only from donations directed specifically to that one recipient. 
b. Prerequisites. An employee must have used all other available leave such as sick leave, annual leave, and compensatory time to qualify as a recipient of Shared Leave. 
c. Disability Income. To be eligible for Shared Leave for self, employees must first apply for wage replacement benefits that may be available through workers’ compensation or disability insurance. Once such benefits begin eligibility for Shared Leave benefits end. However, an otherwise eligible employee may use Shared Leave while satisfying waiting periods or after exceeding maximum disability periods for income replacement programs.












L-3. Donating Shared Leave.

a. Employees who have an accrued but unused annual leave balance may donate annual leave to shared leave. Donations may be made to the Shared Leave Pool and accessed by any eligible recipient or donated directly to a specified Shared Leave recipient.




b. Shared Leave donations are restricted to direct donation to an individual recipient when the donor’s annual leave balance is less than 40 hours from the maximum annual leave accrual limit. In this instance only, the amount of leave actually used by the recipient will be deducted from the donor’s account before any balance is taken from the Shared Leave Pool. Donated leave not used by the recipient will be returned to the donor’s account or forfeited if the maximum accrual has been reached. 

c. Leave donations made for a specific individual will be drawn from donors’ accounts based on a first-received basis. The first donation request received by Benefit Services will be processed before a second donation from other recipients or before hours are withdrawn from the shared leave pool. Donations will be drawn from the donor’s annual leave account as the time is transferred and used by the recipient. No leave donation in excess of the recipient’s shared leave needs will be taken, unless contributions to the Shared Leave Pool also have been authorized, except as noted above in section b., when donations to the shared pool are restricted. 

d. Leave donations may be made in any amount of not less than ½ hour (.50) increments. 

e. Shared Leave donations may not cause the donor’s annual leave balance to fall below 40 hours at the time the donation is processed.

L. 4. Shared Leave Benefits.

a. Maximum Benefit. The maximum Shared Leave benefit is limited to four (4) working weeks of leave within a rolling twelve (12) month period. Shared Leave hours that are granted will be reflective of the employee’s regular percentage of appointment. 
b. Shared Leave requests are reviewed and granted by the Director of Benefit Services or his/her designed in accordance with this policy. Applicants awarded shared leave will be notified in writing; if the request is denied, the reason(s) for denial shall also be stated in writing. The requestor may appeal a denied request for shared leave. Appeals must be made in writing to the Assistant Vice President for Human Resources within 30 days from the date of denial and must reference the applicable sections of policy and reasons why there is disagreement. The AVP for Human Resources will respond to appeals within 30 days. Exceptions to the Shared Leave policy must be requested in writing and are approved by the Director of Benefit Services and the AVP for Human Resources or designee. 
L-5. Funding and Conversion.

a. Donation Conversion. Hours of donated Shared Leave are multiplied by the hourly rate of the donor; that amount is recorded as a deposit to the Shared Leave pool or the directed recipient’s account and subtracted as hours from the donor’s annual leave balance.

b. Recipients Conversion. The recipient’s hours of Shared Leave need is multiplied by the recipient’s hourly rate and subtracted from the Shared Leave Pool. Sick leave is a liability that is funded only through base salary. Funding for a full year of base salary is provided for most positions. If an employee is absent without pay the department typically has received funding for the duration of the employee’s full appointment and would achieve salary savings as a result. The only exceptions would apply to those working from certain special funding sources or who hire a temporary replacement during the period of unpaid leave. Consequently, the department of the employee who will receive Shared Leave is responsible for funding the pay their employee will receive during leave from Shared Leave donations.

c. Donors may donate annual leave regardless of their salary-funding source. The department or sponsored research project gains the hours the employee would have taken for annual leave when their employee makes a donation.








M. FAMILY MEDICAL LEAVE.
M-1. Family Medical Leave may be requested by an eligible employee for the following reasons: a) birth of a son or daughter; b) parenting to care for and bond with a child within 12-months following the birth, adoption or foster care placement of a child; c) to care for an immediate family member as defined in A-3 of this policy with a serious health condition as defined in L-5 of this policy; or d) because of the employee’s own serious health condition [see L-5] e) to serve as a human organ or bone marrow donor..

M2. Family Medical Leave is leave without pay. However, when the absence also qualifies for the use of sick leave, if available, sick leave must be used first in conjunction with Family Medical Leave before any period of unpaid absence. Once sick leave has been exhausted or when the type of absence does not qualify for the use of sick leave, the entire absence or remainder of the approved Family Medical Leave will be unpaid, unless the employee chooses to use any combination of compensatory time, annual leave, or shared leave (if eligible; see section K).

M-3. Eligibility. If the employee has been employed by the University for a minimum of 12 months and has worked 1,250 hours in the past 12 months, the employee is eligible for Family Medical Leave.

M4. Length of Leave. A maximum of up to twelve (12) weeks or a total of 480 hours of Family Medical Leave may be granted to eligible full-time employees during a rolling 12-month period. Eligible part-time employees may be granted up to (12) working weeks of leave or a total number of hours consistent with their regular work schedule within a 12- week period. (i.e., 20 hours per week x 12 weeks = 240 hours). The period is measured from the date the employee last used/exhausted Family Medical Leave or became employed by the UI to the date leave is to begin. Family Medical Leave may be taken on a continuous, intermittent, or reduced-hour basis.

M-5. Definitions. 
a. “Serious health condition” is defined as an illness, injury, impairment, or physical or mental condition that involves any period of incapacity or treatment connected with inpatient care (i.e., an overnight stay) in a hospital, hospice, or residential medical-care facility, and any period of incapacity or subsequent treatment in connection with such inpatient care; or continuing treatment by a health care provider, which includes any period of incapacity (i.e., inability to work, attend school or perform other regular daily activities) due to a health condition (including treatment for or recovery from) lasting more than three (3) consecutive days, and any subsequent treatment or period of incapacity relating to the same condition, that also includes: 

1. treatment two or more times by or under the supervision of a health care provider; or one treatment by a health care provider with a continuing regimen of treatment; or
2. pregnancy or prenatal care. A visit to the health care provider is not necessary for each absence; or
3. chronic serious health condition, which continues over an extended period of time, requires periodic visits to a health care provider, and may involve occasional episodes of incapacity (e.g., asthma, diabetes). A visit to a health care provider is not necessary for each absence; or 
4. permanent or long-term condition for which treatment may not be effective (e.g., Alzheimer's, a severe stroke, terminal cancer). Only supervision by a health care provider is required, rather than active treatment; or
5. absences to receive multiple treatments for restorative surgery or for a condition which would likely result in a period of incapacity of more than three days if not treated (e.g., chemotherapy or radiation treatments for cancer).
6. “Parenting” is defined as the period of bonding that occurs within the first twelve (12) months of the birth, adoption or foster placement of a child in the family and ends twelve (12) months after birth or placement of an adopted or foster child. Parenting occurs after the childbirth-related disability of the employee. When both parents are UI employees, Family Medical Leave taken for Childbirth/Parenting consists of a single benefit of up to a total of twelve (12) weeks for either parent (but not both parents, see M-15), or the single benefit may be shared between the parents. Up to (10) ten days of sick leave may be used for Parenting (see C-7, f and M-15).







M-6. An eligible employee includes any employee who meets all of the following criteria: 

a. has 12 months of service with the University, and 
b.
 has worked at least 1250 hours during the12-month period prior to the commencement of the requested leave, and 

c. returns to work from the approved leave for at least thirty (30) calendar days

M-7. Health benefits continue during Family Medical Leave on the same basis as for any similarly situated UI employee who is actively at work, regardless of whether the employee is using other forms of paid leave. The employee’s share of cost for health coverage is the amount that is typically payroll-deducted for the employee’s own coverage and/or coverage of his/her dependents. The employee is responsible for payment of these amounts during leave. Payroll deductions will be continued for any portion of the leave that is paid. During any portion of leave when no pay is received, the employee must make arrangements to self-pay these amounts. Retirement plan contributions, accruals for sick and annual leave and credit toward vesting are suspended during unpaid portions of Family Medical Leave. 
M-8. All qualified absences, including those due to a work-related injury, will be considered as Family Medical Leave. 

M-9. If there are reasonable circumstances to support that an employee’s absence qualifies as Family Medical Leave, the University has the right to classify such absence as Family Medical Leave.
M-10. When the need for family medical leave is foreseeable, an employee must request an application for family medical leave at least 30-days in advance of the need for leave. Application and assistance is available from Benefit Services. When events are not foreseeable, employees must provide as much notice as possible. Application for Family Medical Leave after a return from absence is not recommended; rights to preserved employment and benefits may be adversely affected. In any event, absent extraordinary circumstances, an employee may not claim an absence as a qualified Family Medical Leave event unless done so within the first two (2) days of return from an absence.


M-11. When leave is taken for personal illness or to care for a family member with a serious health condition, such leave may be continuous or intermittent and may include a reduction in hours worked. The employee must provide certification from the health care provider caring for the employee and/or family member stating that the leave must be taken intermittently. 
M-12. Employees on Family Medical Leave are required to provide documentation and evidence to Benefit Services as requested, including intent to return to work. During leave, the University may require an employee to re-certify the medical condition that caused him/her to take leave. A return-to-work release from the health care provider is required before an employee, absent due to his or her own serious health condition may return to work.
M-13. Family Medical Leave requests for medical treatment or care giving requires certification from the health care provider documenting medical necessity.
M-14. Family Medical Leave requests for Parenting must be approved in advance and completed within twelve (12) months of the birth, adoption, or foster care placement of a child. 

a. Shared Leave under Section K of this Policy may not be used for the purpose of Parenting; however, Shared Leave (if granted) may be used for the disability period related to childbirth. 



b. Intermittent leave or reduced work schedule requests for Parenting may not be granted, or may be cancelled by the University with thirty (30) days written notice, based on the business needs of the University.

M-15. Family Medical Leave taken by two University of Idaho employees to care for a new born child or child placed for adoption or foster care or to care for a family member who has a serious health condition consists of a maximum shared twelve (12) weeks of leave. 

M-16. If the University obtains information from a credible source, such as the workers’ compensation authority, disability carrier, or a medical practitioner, that alters, changes, casts doubt, or fails to support continued leave or the leave application, the University has the right to:

a. revoke leave;

b. not grant leave;

c. require new evidence to support the leave request;

d. require the employee to return to work if the leave is not substantiated; and/or

e. when appropriate under applicable employee discipline policies [FSH 3910, 3920, and 3930], take disciplinary action, up to and including dismissal.


M-17. Upon returning from family medical leave,  employees normally will be assigned to their same or similar position with equivalent pay and status with or without reasonable accommodations, as appropriate, in accordance with the Americans with Disabilities Act. Job reassignment must be coordinated with Employment Services and approved by the Assistant Vice President for Human Resources or designee.  The University has no obligation to restore employment to temporary hourly (TH) or other employees if the employment term or project is over and the University would not otherwise have continued employment.

M-18. Family Medical Leave is not intended for individuals who do not plan to return to work. An employee who applies for and is granted Family Medical Leave and fails to return to work for at least thirty (30) days upon the expiration of their FMLA leave period may be obligated to repay the costs of health coverage provided by the University during any portion of Family Medical Leave. If the University is notified that the employee does not intend to return to work, the FMLA leave period will terminate immediately and the employee will be separated from employment on that date. Medical, Dental and under some circumstances Health Care Spending Accounts may be continued through COBRA. Annual leave balances for all employees and accrued compensatory time for only those in a limited number of eligible positions will be paid out in a lump sum at the time of job separation. In addition, the employee no longer will have a right to restoration to the same or equivalent position. The employee is responsible for contacting Employment Services to arrange for an exit interview.
N. PERSONAL LEAVE.
N-1. Any employee not covered by another University of Idaho leave type may request a personal leave of absence.

N-2. Personal leave is leave without pay and without benefits. However, Personal Leave may be taken with pay and benefits when other paid leave such as annual leave is taken concurrently. In rare circumstances, leave may be approved without pay, with continued benefits, but only when approved as an exception and only when doing so meets the business needs of the university. Hiring units are responsible for funding the benefits under these circumstances. [See APM 50.38 for additional information.] Personal Leave is not intended as a vehicle to continue benefits for periods when employees are not working due to academic calendars or for a reduction in hours. Spread pay must be elected to continue pay and benefits beyond an academic period. Fulltime benefits may be continued during a temporary reduction in hours of up to 3 months, if approved in advance by the department head or dean and employment status has not been changed to a position ineligible for benefits or changed to less than fulltime. 


N-3 All personal leave requests must be made in writing. Reasons for requesting a personal leave may include, but are not limited to, religious, personal and educational matters or for extension of any leave when all other leaves have been exhausted. 
N-4. The President or his/her designee (i.e., the Provost) grants personal leave on a case-by-case basis, with the approval of the supervisor and the unit administrator, based on the business needs of the university. A personal leave is not guaranteed; requests are balanced with the needs of the unit and the university. The supervisor may approve a request for personal leave without pay with benefits for a period of three days or less.

N-5. The president or his/her designee (i.e., the Provost) may grant personal leave with or without pay and benefits for a period of up to one (1) calendar year, with extensions not to exceed a total of three (3) successive calendar years [RGPP II.I.5.c.1]. Consideration is given to such requests on an individual basis considering the reason for the request, whether it is leave with or without paid benefits, and the effect on the employee’s unit or program.
N-6. When a personal leave of absence is granted, the university intends to reinstate the individual to a position of similar status and pay, but only to the extent that such position is available. Return to work in the same job within the same department is not promised. An employee’s job may not be held or guaranteed, except for tenured faculty.

N-7. During personal leave without pay an employee is not eligible for holiday pay, the accrual of sick or annual leave, or the use of medical appointment leave, and may not be granted any other type of leave of absence such as family medical or military leave until the employee has first returned to work under active status and otherwise qualifies for such leave. 
N-8. An employee who has received approval from the president or his/her designee for a personal leave without pay without paid benefits may continue to contribute toward and receive the benefits of the institution’s insurance and retirement programs, if the laws, rules, regulations, policies and procedures governing the administration of such insurance and retirement programs permit. [RGPP II.I.5.c.3]. Employees should consult with Benefit Services for more detailed information on how personal leave without pay will impact their benefits and their rights to continue coverage through COBRA and life insurance conversion. [See APM 50.06 and 50.38]
N-9. Employees who are granted a personal leave without pay are responsible for making arrangements with Benefit Services, before the leave begins, for the continuation or discontinuation of benefits. Also, they should call Benefit Services on their return to active status to make sure that any benefits that had been discontinued are reinstated or to adjust for changes that occurred while they were on leave [APM 50.38]. [ed. 7-97, 7-05]
O. EXTENDED FAMILY MEDICAL LEAVE

O-1. Extended Family Medical Leave (EFML) may be granted to extend leave upon the expiration of Family Medical Leave. EFML is intended for the following:


a. Individuals who plan to return to work and have a prognosis to support return to work with assumption of full duties and responsibilities of their position, with or without reasonable accommodation, within a total absence period of no more than twelve (12) consecutive months; or 

b. Individuals who do not have an acceptable prognosis to return to work, but whose absence qualifies for the use of sick leave and who have an unused sick leave balance upon the expiration of Family Medical Leave. 
O-2. EFML and other options for an employee’s return to work following an approved Family Medical Leave must be coordinated through Benefit Services in HR and may be granted at the sole discretion of the University, but are not guaranteed. EFML may not exceed nine (9) consecutive months. 
O-3. Acceptable medical certification and/or other evidence to support a prognosis for return to work must accompany all requests for EFML. If acceptable medical certification and/or other evidence are not provided, notice of contemplated job action to separate the employee from employment at the expiration of Family Medical Leave may be served upon the employee if all sick leave has been exhausted. 
O-4. If there is acceptable medical evidence and certification provided to support the use of sick leave and the employee has a remaining sick leave balance, but not a prognosis to return to work as defined above (N-1), notice of contemplated job action to separate the employee from employment will be served upon the employee. However, in this instance, employment and leave will be extended through the date in which all sick leave will be exhausted; or upon the expiration of six months of accumulated leave measured from the date in which the first leave was granted for the same condition, whichever occurs first. 
O-5. EFML is leave without pay, unless sick or annual leave or compensatory time is available. Sick and all other available paid leave must be used concurrently with and taken first before any period on unpaid leave during EFML. 
O-6. An employee who separates from employment upon the expiration of EFML with a sick leave balance and qualifies as a disabled retiree may convert, at the time of termination from employment, a predetermined amount of the unused sick leave balance that has been earned since July 1, 1976, to pay for the retiree’s share of UI Retiree medical coverage. See FSH 3730 for specific details.

O-7. Health benefits will continue during an approved EFML in the same manner afforded to any employee of the same classification who is actively at work. 
a. The employee must make arrangements to self-pay his/her share of employee and dependent benefit costs during any portion of EFML that is unpaid. 
b. Sick leave, annual leave, holiday pay and credited service hours toward vesting of annual leave accruals and retirement are not continued during any portion of leave that is unpaid.

c. Short and/or long-term disability wage replacement payments and/or actively at work provisions for death and other benefits provisions within PERSI and similar contracts refers to an employee being actively at work (employed and not on leave) on the date in which the disability has first begun. An employee whose condition began before taking a leave of absence and who has qualified or met the conditions in accordance with provisions set by the carrier will continue to receive benefits and/or remain eligible for such benefits during Extended Family Medical Leave, and/or upon separation from employment if unable to return to work. [See Principal Life & Disability Handbooks. www.hr.uidaho.edu/benefits] 

O-8. Employees who have been granted EFML are required to provide documentation and evidence to support progressive medical improvement. Medical certification and other evidence may include temporary restrictions of duties and/or periods of part-time work. However, restrictions of job duties and/or part-time work restrictions must be approved by Human Resources and the hiring authority, and must intend and attempt to phase an employee back to work to a level of full assumption of job duties, with or without reasonable accommodation. 
O-9. During EFML, the University may require periodic re-certification and updates regarding the employee’s medical condition, prognosis for improvement, and fitness for duty. A release to return-to-work from the health care provider is required before an employee may return to work. The University, at its own expense, may require medical pre-screening to ensure the safety and fitness for prescribed job duties before an employee is allowed to return to work with or without restriction of job duty.

O-10. When an employee’s own medical condition or restriction is expected to be chronic, or when the condition fails to progressively improve, notice of contemplated action and job separation or accommodation of disability under ADA should be explored.

O-11. The University has the right to separate any employee from employment, when unable to perform the essential duties of his/her position with or without reasonable accommodation. [FSH 3910, 3920 and 3930].

P. LEAVE FOR PROFESSIONAL IMPROVEMENT. 
P-1. Leave for professional improvement is paid leave with benefits for the purpose of participating in a program of professional development.
P-2. Members of the faculty who hold the rank of instructor or above, exempt employees, and classified staff are encouraged to participate in programs of professional improvement that are advantageous both to the university and to the employee. Generally, on the recommendation of an applicant’s supervisor, and with the approval of the dean/director and the provost/vice president, professional improvement leave may be granted under the following conditions (individual departments may have additional requirements and restrictions):
a.  To participate in this plan, the faculty or staff member must have completed a minimum of four years of service before the time the leave is to begin. 

b. Generally, at least two years of service must intervene between a sabbatical leave and a leave for professional improvement, or at least five years of service must intervene between a leave for professional improvement and a subsequent request for the same type of leave.
P-3. The employee requests professional improvement leave with pay by submitting a letter of application to the supervisor three months before the leave is to begin. The l letter should address the professional development to be derived from the leave, what activities (i.e., research, writing, experience, etc.) will be involved to achieve the professional goals, the duration of the leave, the level of support requested, and the source of funds, if known.


P-4. Persons granted leave under this policy are expected either to return to the active service of the university for at least one academic year after completion of the leave or to repay the money received from the university for the period of professional improvement leave granted.
P-5. The employee must submit a report to the supervisor, the dean/director, and the provost/vice president regarding his or her development experience upon return to active work status.
Q. EXCEPTIONS

Q-1. Exceptions to these policies may be considered to the extent that such an exception is not contrary to state and federal laws, the Board of Regent policies and procedures, and are considered in the best interest of the University. The respective unit administrator and the Assistant Vice President for Human Resources or designee, and the President or his/her designee as required, grant exceptions.
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