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C. OTHERACTION ITEMS

ACADEMIC POLICY AND STUDENT AFFAIRS

2. BACHELOR OF LANDSCAPE ARCHITECTURE (EXHIBIT “O”)

3. MASTER OF INTERIOR DESIGN (EXHIBIT “P”)

4. M.S. IN INTERNATIONAL REAL ESTATE (EXHIBIT “Q”)

5. PH.D. IN MATERIALS SCIENCE AND ENGINEERING (EXHIBIT “R”)
FINANCE AND AUDIT

6. INVESTMENT POLICY STATEMENT (EXHIBIT “S”)

7. PROPOSED 2005-2006 OPERATING BUDGET (EXHIBIT “T”)

A. UNIVERSITY TUITION FEE RULE — RULE AMENDMENT
(EXHIBIT “N”)

B. ACTIVITY AND SERVICE FEE INCREASE

C. FEE WAIVER POLICIES (EXHIBIT “U” AND “V”)

D. 2006-2007 LEGISLATIVE BUDGET REQUEST (EXHIBIT “W”)

VII. COMMITTEE STATUS REPORTS
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VIII. OTHER BUSINESS (IF ANY)

IX. ADJOURNMENT

ADMINISTRATION AND COMPENSATION COMMITTEE
ﬂ\ﬂN UTES INCLUDED AS INFORMATION ITEM. NO ACTION NEEDED. )

ACADEMIC POLICY AND STUDENT AFFAIRS
([\/]INI ITES INCLUDED AS INFORMATION ITEM. NO ACTION NEEDED. )

FINANCE AND AUDIT COMMITTEE
(NO ACTION NEEDED. NO MINUTES INCLUDED)

GOVERNMENTAL RELATIONS
mHNUTEX INCLUDED AS INFORMATION ITEM. NO ACTION NEEDED. )

19 SEPTEMBER 2005

DAVID PARKER
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DAVID PARKER

DAVID PARKER

ROSA SUGRANES

ROSA SUGRANES

ALBERT DOTSON

DAVID PARKER

ROSA SUGRANES

MIRIAM LOPEZ

CHAIRMAN HENRIQUES

CHAIRMAN HENRIQUES

NEXT FULL BOARD MEETING IS SCHEDULED FOR GRAHAM CENTER BALLROOMS
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29 JUNE 2005

SUBJECT: ELECTION OF OFFICERS

PROPOSED BOARD ACTION:

ELECTION OF OFFICERS

BACKGROUND INFORMATION:

Florida International University Board of Trustees Operating Procedures (approved
22 November 2004) states in relevant part:

The officers of the Board of Trustees are the Chair, Vice-Chair, Treasurer,
Executive Officer and Corporate Secretary. The Chair and Vice-Chair shall be
selected by the Board of Trustees and shall serve for a two-year term to begin
immediately upon selection. Thereafter, the Board of Trustees shall select the
Chair and Vice Chair at the last regularly scheduled meeting of the fiscal year for
a two year term to begin September 1. The Chair and Vice-Chair shall be eligible
for reselection for one additional consecutive term. The Treasurer shall be
appointed by the Chair. The university president shall serve as Executive Officer
and Corporate Secretary of the Board of Trustees.

EXHIBITS/SUPPORTING DOCUMENTS: = NONE

FACILITATOR/PRESENTER: = CHAIRMAN HENRIQUES



The Florida International University
Board of Trustees
Meeting Agenda

29 June 2005
Page 2
C. OTHERACTION ITEMS

ACADEMIC POLICY AND STUDENT AFFAIRS

2. BACHELOR OF LANDSCAPE ARCHITECTURE (EXHIBIT “O”)

3. MASTER OF INTERIOR DESIGN (EXHIBIT “P”)

4. M.S. IN INTERNATIONAL REAL ESTATE (EXHIBIT “Q”)

5. PH.D. IN MATERIALS SCIENCE AND ENGINEERING (EXHIBIT “R”)
FINANCE AND AUDIT

6. INVESTMENT POLICY STATEMENT (EXHIBIT “S”)

7. PROPOSED 2005-2006 OPERATING BUDGET (EXHIBIT “T”)

A. UNIVERSITY TUITION FEE RULE — RULE AMENDMENT
(EXHIBIT “N”)

B. ACTIVITY AND SERVICE FEE INCREASE

C. FEE WAIVER POLICIES (EXHIBIT “U” AND “V”)

D. 2006-2007 LEGISLATIVE BUDGET REQUEST (EXHIBIT “W”)

VII. COMMITTEE STATUS REPORTS

8.

9.

10.

11.

VIII. OTHER BUSINESS (IF ANY)

IX. ADJOURNMENT

ADMINISTRATION AND COMPENSATION COMMITTEE
ﬂ\ﬂN UTES INCLUDED AS INFORMATION ITEM. NO ACTION NEEDED. )

ACADEMIC POLICY AND STUDENT AFFAIRS
([\/]INI ITES INCLUDED AS INFORMATION ITEM. NO ACTION NEEDED. )

FINANCE AND AUDIT COMMITTEE
(NO ACTION NEEDED. NO MINUTES INCLUDED)

GOVERNMENTAL RELATIONS
mHNUTEX INCLUDED AS INFORMATION ITEM. NO ACTION NEEDED. )

19 SEPTEMBER 2005

DAVID PARKER

DAVID PARKER

DAVID PARKER

DAVID PARKER

ROSA SUGRANES

ROSA SUGRANES

ALBERT DOTSON

DAVID PARKER

ROSA SUGRANES

MIRIAM LOPEZ

CHAIRMAN HENRIQUES

CHAIRMAN HENRIQUES

NEXT FULL BOARD MEETING IS SCHEDULED FOR GRAHAM CENTER BALLROOMS
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THE FLORIDA INTERNATIONAL UNIVERSITY
BOARD OF TRUSTEES
BOARD MEETING

29 JUNE 2005

SUBJECT: CONSENT AGENDA

PROPOSED BOARD ACTION:
ADOPT THE FOLLOWING RESOLUTION:

RESOLVED, that the following matters included in the Consent Agenda are
hereby approved:
a. MINUTES 3.07.05 (EXHIBIT “A”)
b. MINUTES 5.18.05 (EXHIBIT “B”)
c. STATE UNIVERSITIES ANNUAL EQUITY UPDATE, 2004-2005 (EXHIBIT “C”)
d. APPROVAL OF CONSULTING CONTRACT WITH A.T. KEARNEY

e. EXTENSION OF UNIVERSITY PRESIDENT’S CONTRACT

f. 'TENURE NOMINATIONS (EXHIBIT “D”)
g. TENURE AS A CONDITION OF EMPLOYMENT NOMINATIONS (EXHIBIT “E”)
h. PERFORMANCE MEASURES (EXHIBIT “F”)

UNIVERSITY PERSONNEL RULE 6C8-4.018 — RULE REPEAL

e

j.  PERSONNEL POLICIES FOR NON-BARGAINING EMPLOYEES (EXHIBIT “G”)

k. PROPOSED PERSONNEL RULES 6C8-4.025 AND 6C8-4.030 (EXHIBITS “H” and
“1’}9

1. UNIVERSITY PERSONNEL RULES — RULE AMENDMENTS (EXHIBITS “J,” “K,” “L,”
AND “M?)

FURTHER RESOLVED that Exhibits “A,*B,” “C,” “D,” “E,” “F,”“G,” “H,” “1,”
“I7 < K)7 ¢ L) and “M” are attached to this Resolution and made part of the
minutes for this meeting.
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EXHIBITS/SUPPORTING DOCUMENTS: = EXHIBITS “A,”“B,” “C,” “D,” “E)”
“F,))“G,” C(H,?’ C(I,” CCJ,” 13 I<,” [13 L’”
and “M”

FACILITATOR/PRESENTER: = NONE



Consent Agenda
Item ““a”

THE FLORIDA INTERNATIONAL UNIVERSITY
BOARD OF TRUSTEES
BOARD MEETING

29 JUNE 2005

SUBJECT: MINUTES, 7 MARCH 2005

PROPOSED BOARD ACTION:
ADOPT THE FOLLOWING RESOLUTION:

RESOLVED that the minutes of the meeting of the Florida International University
Board of Trustees held on 7 March 2005, attached to this Resolution as Exhibit “A.”

are hereby approved.
EXHIBITS/SUPPORTING DOCUMENTS: e  EXHIBIT “A” — MINUTES, 7 MARCH 2005
FACILITATOR/PRESENTER: e NONE



DRAFT

THE FLORIDA INTERNATIONAL BOARD OF TRUSTEES
BOARD MEETING

MINUTES
MONDAY, 7 March 2005
University Park Ballrooms
FLORIDA INTERNATIONAL UNIVERSITY
Miami, FLORIDA

I. CALLTO ORDER

Chairman Adolfo Henriques convened the meeting of The Florida International University
Board of Trustees at 9:00 a.m., on 7 March 2005, at University Park Campus, Graham Center
Ballrooms, Miami, Florida.

The following attendance was recorded:

PRESENT:
Adolfo Henriques David R. Parker
Betsy Atkins Claudia Puig

Albert Dotson, St.

Patricia Frost

Jorge Rosario
Rosa Sugrafies

Bruce Hauptli Herbert Wertheim
Kirk Landon

Miriam Loépez Modesto Maidique
EXCUSED:

Sergio Pino

Attendance was recorded by Casandra Roache.

IT. CHAIRMAN’S REMARKS:

Chairman Henriques welcomed all Trustees, Foundation Directors, and University faculty and
staff. He also welcomed Kirk Landon, the Board’s newest Trustee, appointed by Governor
Jeb Bush in February 2005. Chairman Henriques thanked Trustee Landon for his willingness
to serve on the Board and help lead the University. The Chairman also noted Trustee
Landon’s many contributions to FIU including the $5 million gift to the Undergraduate School
of Business. Chairman Henriques reported that three other Trustees had been reappointed for
another term: Trustees Atkins, Frost, and Parker.



DRAFT
THE FLORIDA INTERNATIONAL UNIVERSITY
BOARD OF TRUSTEES
MINUTES
7 MARCH 2005
PAGE 2

Chairman Henriques opened discussion of the Police Benevolent Association’s Collective
Bargaining Agreement with the University as detailed in an addendum to the agenda, with all
Trustees indicating they had reviewed the Agreement and proposed policies. Trustee Parker
asked if the terms of the Agreement were within the fiscal constraints of the university budget.
University staff responded affirmatively.

With no further discussion, the Board adopted the following Resolution:

WHEREAS, the Board of Trustees (“BOT”) is the public employer of all employees of
the University and is obligated to engage in collective bargaining with any employees
who are represented by a union;

WHEREAS, certain employees of the University Police department are members of a

bargaining unit represented by the Dade County Police Benevolent Association
((CPBA”);

WHEREAS, representatives of the BOT and the PBA have engaged in collective
bargaining and have reached an agreement on the terms of a Collective Bargaining
Agreement (Exhibit “J”);

WHEREAS, the members of the bargaining unit represented by PBA voted to ratify
the Agreement on Friday February 18, 2005;

NOW, THEREFORE BE IT RESOLVED, that the Board of Trustees hereby ratifies
the Collective Bargaining Agreement, and attached hereto as Exhibit “J”;

BE IT FURTHER RESOLVED, that the University Administration take all actions
necessary to give effect to this Resolution.

Chairman Henriques presented an ancillary Resolution pursuant to the adoption of the
Collective Bargaining agreement. With no discussion, the Board adopted the following
Resolution:

WHEREAS, the Board of Trustees (“BOT”) is the public employer of all employees of
the University and is charged with establishing the personnel program for all University
employees;

WHEREAS, the University has developed policies for employees of the University’
Police department who are certified law enforcement personnel (Exhibit “K”);

WHEREAS, the University, through the collective bargaining process has bargained
the policies with those certified law enforcement personnel who are within the
bargaining unit represented by the Dade County Police Benevolent Association;



DRAFT
THE FLORIDA INTERNATIONAL UNIVERSITY
BOARD OF TRUSTEES
MINUTES
7 MARCH 2005
PAGE 3

NOW, THEREFORE BE IT RESOLVED, that the Board of Trustees adopts the
personnel policies attached hereto as Exhibit “K”

BE IT FURTHER RESOLVED, that the polices attached hereto as Exhibit “K” shall
be effective immediately unless the policy states otherwise;

BE IT FURTHER RESOLVED, that the University Administration take all actions
necessary to give effect to this Resolution.

III. REQUESTS TO ADDRESS THE BOARD:

s Dr. Alan Gummerson, President, United Faculty of Florida

Dr. Gummerson addressed the Board on behalf of the United Faculty of Florida, FIU Chapter.
He voiced the UFE’s concerns regarding the progress of collective bargaining.

Chairman Henriques responded on behalf of the Board, with several other Trustees making
comments. Chairman Henriques thanked all for their comments and reiterated the Board’s
commitment to a speedy and amicable resolution.

IV. FIU FOUNDATION REPORT

FIU Foundation Chairman Carlos Migoya reported that for the seven-month period ended
January31¥, 2005, Foundation revenues significantly surpassed their budgeted amounts,
because of several new gifts made in support of various building funds and better-than-
expected investment returns. Expenses were either in line with or under their budgeted
amounts.

V. UNIVERSITY REPORT

Chairman Henriques requested that President Maidique present the University Report.
President Maidique reported on the FIU School of Medicine proposal the University presented
to the Board of Governors in January. He noted that the medical school had recently received
additional endorsements from the Mzami Herald, the Latin Builders Association, and the Beacon
Council. He announced that FIU reached a milestone in its research efforts by signing its first
licensing agreement for a stroke therapy drug. He also invited Trustees to attend several
upcoming events including the groundbreaking for the College of Law and Commencement
for the first graduating class of the College of Law.

Yann Weymouth, architect for the Patricia and Phillip Frost Art Museum, reported on the
progress of the project, noting the innovative design and materials made possible by the
generous donations of the Frosts and other members of the community.

President Maidique concluded his report congratulating all responsible for the great success of
the South Beach Wine and Food Festival held at the end of February and thanked Trustees for
their attendance. Trustee Wertheim requested a letter of appreciation be sent on behalf of the
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Board to the Chaplin family, Southern Wine and Spirits and those who organized the Festival.

VI. ITEMS FOR BOARD CONSIDERATION:

ACTION ITEMS:

Naming of the Frost Art Museum:

Chairman Henriques requested the Board consider a motion to request Legislative approval of
the naming of the Patricia and Phillip Frost Art Museum building. With no further discussion,
the Board adopted the following Resolution:

WHEREAS Patricia and Phillip Frost are dedicated supporters of Florida International
University and its educational mission;

WHEREAS they have been the patrons of the new building that will be the new Art
Museum at Florida International University; and

WHEREAS, they have been instrumental in the design and development of the
building;

BE IT RESOLVED that the Florida International University Board of Trustees
requests approval from the Legislature of the State of Florida to name the building in
honor of its patrons, Patricia and Phillip Frost as the Patricia and Phillip Frost Art
Museum at Florida International University; and

FURTHER RESOLVED that the Board authorizes the University President to file the
petition with the State of Florida and take all actions necessary to implement the
naming.

Consent Agenda:

Chairman Henriques noted that there was an addition to the consent agenda [Item “k”, Repeal
of Rule 6C8-6.001, Florida Administrative Code, (“Rule”) Contracts and Grants (Exbzbit “1.")]
which had been inadvertently left off the Consent Agenda. The Chairman asked if any
Trustees would like to have any of the items on the Consent Agenda pulled for consideration
as a separate item. Hearing none, with no further discussion, the Board adopted the following
Resolution:

RESOLVED, that the following matters included in the Consent Agenda are hereby

approved:
a. Minutes 11.22.04 (Exbibit “A”)
b. Minutes 02.10.05 (Exbibit “B”)
c. Depository of University Funds
d. Authorization to Sign Checks
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University Parking and Traffic Rule (Exhibit “C”)

Federal Priorities 2005-2006 (Exhibit “D”)

Process and Timetable for Performance Evaluation of University President
2004-2005 (Exhibit “E”)

School of Architecture Degree-Nomenclature Changes (Exhibit “F”)
Administrative Changes to B.S. Special Education

Rule-making Resolution Language

Repeal of Rule 6C8-6.001, Florida Administrative Code, (“Rule”) Contracts
and Grants (Exhibit “1.")

TR e

FURTHER RESOLVED that Exhibits “A)“B,” “C)” “D,” “E,”“F”, and “L” are
attached to this Resolution and made part of the minutes for this meeting.

OTHER ACTION ITEMS:

Academic Policy and Student Affairs Committee Chairman, David Parker, introduced three
items for Board consideration. He noted that the items had not gone through the Committee
process and asked if any Trustees had questions on any of the three items. Chairman Parker
outlined the provisions in each of the three proposals before the Board.

Asian Studies:
After discussion, the Board adopted the following Resolution:

RESOLVED that The Florida International Board of Trustees hereby adopts the M.A.
in Asian Studies as a new academic program under the College of Arts and Sciences,
and attached to this Resolution as Exhibit “G”, and

FURTHER RESOLVED, that the Board authorizes the University President to file the
proposal with the Division of Colleges and Universities and take all actions necessary to
implement the program.

M.S. Curriculnm and Instruction
After discussion, the Board adopted the following Resolution:

RESOLVED that The Florida International Board of Trustees hereby adopts the M.S.
in Curriculum and Instruction as a new academic program under the College of
Education, and attached to this Resolution as Exhibit “H”, and

FURTHER RESOLVED, that the Board authorizes the University President to file the
proposal with the Division of Colleges and Universities and take all actions necessary to
implement the program.

M.S. Higher Education Administration
After discussion, the Board adopted the following Resolution:
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RESOLVED that The Florida International Board of Trustees hereby adopts the
Recommended conversion of existing tracks in the Master of Science in Educational
Leadership to a Stand Alone Master of Science in Higher Education Administration,
under the College of Education, and attached to this Resolution as Exhibit “I”’; and

FURTHER RESOLVED, that the Board authorizes the University President to file the
conversion with the Division of Colleges and Universities and take all actions necessary
to implement the program.

VII. COMMITTEE STATUS REPORTS
Chairman Henriques requested that each Committee Chair present a status report on the
ongoing work of the Committee.

Academic Policy and Student Affairs Committee Chair David Parker, Administration and
Compensation Committee Chair Albert Dotson, Finance and Audit Committee Chair Rosa
Sugranes, Governmental Relations Committee Chair Miriam Lépez reported on items heard
by their respective Committees.

VII. OTHER BUSINESS:
Trustee Dotson requested that the Board send a letter of congratulations to basketball Coach
Sergio Rouco for the outstanding work he had done with the team during his first year.

VII. ADJOURNMENT:

Since there was no other business to come before the Board, the meeting of the Florida
International University Board of Trustees was adjourned on Monday, 7 March 2005, at 11:02
a.m.
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Adolfo Henriques
Chairman
FIU Board of Trustees

Modesto A. Maidique
Corporate Secretary
FIU Board of Trustees

Atfﬂfbweﬂl‘_ﬁ' EXbZ’bZ.fJ‘ ((/4)’) (B))} ((C})} (D} » E} » (E » ((G} }}’}‘H’ » {I JJJ)’J) {K » @;)LJ{

CLR/clr
3.07.05



Consent Agenda
Item ““b”

THE FLORIDA INTERNATIONAL UNIVERSITY
BOARD OF TRUSTEES
BOARD MEETING

29 JUNE 2005

SUBJECT: MINUTES, 18 MAY 2005

PROPOSED BOARD ACTION:
ADOPT THE FOLLOWING RESOLUTION:

RESOLVED that the minutes of the meeting of the Florida International University
Board of Trustees held on 18 May 2005, attached to this Resolution as Exhibit “B,”

are hereby approved.
EXHIBITS/SUPPORTING DOCUMENTS: e EXHIBIT “B” — MINUTES, 18 MAY 2005
FACILITATOR/PRESENTER: e NONE
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THE FLORIDA INTERNATIONAL BOARD OF TRUSTEES
BOARD MEETING

MINUTES
Wednesday, 18 May 2005
Via Conference Call

I.  CALLTO ORDER
Chairman Adolfo Henriques convened the meeting of The Florida International University
Board of Trustees at 4:32 p.m., on 18 May 2005, via Conference Call.

The following attendance was recorded:

PRESENT:

Adolfo Henriques David R. Parker
Betsy Atkins Sergio Pino

Albert Dotson, St. Alex Prado
Patricia Frost Rosa Sugrafies
Bruce Hauptli Herbert Wertheim
Kirk Landon Modesto Maidique
EXCUSED:

Miriam Lépez

Claudia Puig

Attendance was recorded by Casandra Roache.

II. CHAIRMAN’S REMARKS:
Chairman Henriques welcomed all Trustees, University faculty, and staff to the meeting. He
welcomed newly-appointed Student Trustee, Alex Prado, to his first full-board meeting.

ITI. ITEMS FOR BOARD CONSIDERATION
Due to time constraints of some presenters, Chairman Henriques asked that the Tax Exempt
Financing item be reviewed out of order. Hearing no objections, the item was considered first.

1. TAX-EXEMPT FINANCING

Chairman Henriques reminded Trustees that under the provisions of devolution, the university is
permitted to manage some of its revenues. University CFO Vivian Sanchez added that
devolution created new investment options that will provide additional revenue streams for the
university and those revenues may be used to cover items such as the repayment of loans.
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Chairman Henriques noted that at the 10 February 2005 meeting, the Board approved the
settlement of the U.S. government’s claims against the University arising out of the performance
of federally-sponsored agreements by the University’s Hemispheric Center for Environmental
Technology (HCET) and requested that the President find the best financial vehicle to finance
the payment of $10 million. The Chairman stated that the President's recommendation was for
the Florida International University Research Foundation, Incorporated, to issue, on behalf of
the Board of Trustees, a tax exempt note and taxable obligation for $10 million.

After discussion, the BOT unanimously adopted the following resolution:

WHEREAS, on February 10, 2005, the Florida International University Board of
Trustees (the “BOT”) approved the settlement of the United States Government’s claims
against the University arising out of the performance of Federally sponsored agreements
by the University’s Hemispheric Center for Environmental Technology (the
“Settlement”);

WHEREAS, the BOT empowered the President of the University to find the best
financial vehicle to finance the payment due pursuant to the Settlement; and

WHEREAS, the President of the University, acting through his designee, the University’s
Chief Financial Officer, after considering all reasonable options, has requested that the
Florida International University Research Foundation, Incorporated (the “Research
Foundation”) issue on behalf of the BOT, a tax exempt note and taxable obligation, in
an aggregate principal amount not to exceed $10,000,000, to finance the payment due
pursuant to the Settlement.

THEREFORE, BE IT RESOLVED THAT

(D) The BOT hereby approves the issuance of a five-year, fully amortized bank-
qualified tax-exempt note (the “Tax-Exempt Note”) and a taxable obligation
(collectively, the “Obligations”), in a principal amount not to exceed $10,000,000 in the
aggregate, by the Research Foundation on behalf of the BOT to finance (a) payment of
amounts due under the Settlement; and (b) certain costs relating to the Obligations, all
pursuant to a note purchase agreement to be entered into by the Research Foundation
and a financial institution to be selected by the Research Foundation (the “Lender”);
and

(II) BE IT FURTHER RESOLVED that the BOT approve the existence and
amended purposes of the Research Foundation attached hereto as Exhibit “B” and
incorporated by reference herein; and

(III) BE IT FURTHER RESOLVED that the BOT hereby designates the Tax-Exempt
Note as a qualified tax-exempt obligation, as defined under Section 265(b)(3) of the
Internal Revenue Code of 1986, as amended; and
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BE IT FURTHER RESOLVED that these Resolutions shall become effective on this
18 day of May, 2005.

2. RATIFICATION OF MEMORANDUM OF UNDERSTANDING BETWEEN THE FLORIDA
INTERNATIONAL UNIVERSITY BOARD OF TRUSTEES AND THE UNITED FACULTY OF
FLORIDA

President Maidique explained that impasse had been declared with the UFF but he had
concerns that some faculty had not received a raise in over 18 months. He then reported that
the collective bargaining committee of the Board had reluctantly agreed to enter into a MOU
with the UFF providing a 4% salary increase for all faculty for fiscal year 2004 - 2005, as well as
promotional increases in an amount equal to nine percent(9%) of the employee’s June 30, 2004
base salary rate.

Chairman Henriques requested comments from Trustees on the proposed MOU. Several
Trustees voiced strong concern on across-the-board salary increases, noting the importance of
rewarding merit and thus a preference for merit-based increases. Chairman Henriques asked
CFO Vivian Sanchez what the financial impact of a 4% across the board raise for faculty would
be for the university. She reported that for the 2004-2005 fiscal year it would be approximately
$917,000 and $2.18 million for fiscal year 2005-2006.

Trustee Hauptli praised President Maidique for his advocacy in Tallahassee which secured a
3.6% increase for all state employees and for his support of the MOU before the BOT. He
added that university faculty was also committed to merit raises and that meritorious
accomplishment should be rewarded. He noted that after the cost of living issue has been
addressed through these across-the-board raises and he believed it was just and right that future
raises be based only on merit. He also committed himself to communicate this message to the
faculty. Chairman Henriques requested that all Trustees take note of Trustee Hauptli's
comments.

Chairman Henriques noted that he had strong reservations about authorizing an across the
board raise but, after many long discussion with President Maidique, he would reluctantly
support the adoption of the MOU. He stressed that there would be no further wage increases
for unions absent ratified or imposed collective bargaining agreementsand that any future
increases be solely merit-based. Several Trustees agreed with the Chairman's statements.

With no further discussion, the Board adopted the following Resolution:

WHEREAS, the Board of Trustees is the public employer for collective bargaining
purposes,

WHEREAS, the majority of the Faculty of the Institution has not had a raise for
eighteen months,

WHEREAS, because this is a unique time in the history of the institution as it tries to
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reach a first agreement with the UFF at the local level,

THEREFORE, BE IT RESOLVED that the Board of Trustees ratifies the
Memorandum of Understanding entered into between the Florida International Board
of Trustees and the United Faculty of Florida, and attached to this Resolution as
Exhibit “A.”

IV. OTHER BUSINESS:

VP Marcos Perez reported on the success of the Women’s Tennis team over the past season,
culminating in a berth at the NCAA tournament. VP Perez noted that Coach Ronnie Bernstein
was named the Sunbelt Conference Coach of the Year. Trustee Dotson requested that
Chairman Henriques send a letter of congratulations to Coach Bernstein and the Women’s
tennis team.

President Maidique also invited all Trustees to attend the Inaugural Commencement for the
College of Law on Sunday, 22 May 2005, at 2:00 p.m.

V. ADJOURNMENT:

Since there was no other business to come before the Board, the meeting of the Florida

International University Board of Trustees was adjourned on Wednesday, 18 May 2005 at 5:20
p.m.

Adolfo Henriques
Chairman
FIU Board of Trustees

Modesto A. Maidique
Corporate Secretary
FIU Board of Trustees

Attachment:  Exhibit “A.”

CLR/clr
5.18.2005
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Institution: Florida International University

PART I
SUBMISSION OF POLICIES & PROCEDURAL REQUIREMENTS

Please submit for review, all new or modified policies and procedures pursuant to FL Statutes
Section 1000.05, The Florida Educational Equity Act, the FL Statutes Section 1012.95,
Employment Equity Accountability Program, the Civil Rights Act & Title IX of the Education
Amendments of 1972. Changes in the policies will be requested in subsequent years to this
reporting period and in monitoring work plans. The OEA will review policies and procedural
requirements to assess if they meet state and federal standards.

See Appendix 1, which includes three new University policies:

1. Expansion of Non-Discrimination Policy to include Sexual Orientation
2. Same-Sex, Domestic Partnership Health Insurance Stipend
3. Severe Weather/Emergency Closing: Guidelines for Emergency Evacuation &

Preparedness for Persons with Disabilities

PART II

INCOMPLETE ITEMS OR PENDING ACTION

Indicate below items that were incomplete at the time that the 2003-04 Annual Employment
Accountability Plan (EAP) was submitted. Please note that, starting from the 2003-04 reporting
period, the EAP became a part of the Annual Equity Act Update, which will comprise reporting
requirements for The Florida Educational Equity Act and the Employment Equity Accountability
Plan.

There are no incomplete or pending policies that fall within the scope of this request.



PART Il1
STUDENT PARTICIPATION

Program Area: Graduate Students

Please see the templates (sent to you electronically) to complete and compare Fall 03 and Fall 04
data on the enrollment and graduation rates of graduate students in targeted groups. The formulas
are included in the tables. Please cut and paste into the report, as appropriate.

A comparison of your 03 and 04 data should show the progress being made for the targeted
groups. Also, fill in the charts below to document methods and strategies to increase enrollment
and graduation rates for students in the targeted groups. Please note that effective methods and
strategies should reflect a positive change in the numbers from 03-04. Where progress is not
shown, an explanation should be included as to why this is the case, and targeted methods and
strategies should be developed included in the report.

This section of the report demonstrates the institution’s progress in achieving equal educational
opportunity. The DOE will evaluate first-degree enrollment gaps, retention and graduation information
based on 2002-03 and 2003-04 data. The Department of Education’s website contains data on current
enrollment, retention and graduation rates for state universities with aggregated and disaggregated data,
by racial and ethnic groupings and gender. Accordingly, the Office of Equity and Access is requesting
universities to develop one to three potentially high impact strategies and success measures for areas
where a critical disparity exists among underrepresented groups.



A. Strategies to Increase Graduate Enrollment Rates (See Appendix 2)

STRATEGIC ACTION PLAN.

Identification of
underrepresented

group(s)

African Americans and Hispanics have traditionally been underrepresented at the
graduate level. African American enrollment increased by 29 students this year.
Hispanic enrollment was basically flat (decline of 24 students out of 1900
students). Historically, females have also been underrepresented, although in the
past few years, the under representation has shifted to males. Although females still
dominate in enrollment at the graduate level, we saw some progress this year with
an increase of 147 males and a decrease of 10 females..

Methods & Strategies
to increase the number
of underrepresented
groups

Given that Hispanic students are the majority at FIU, there are no specific programs
targeted for this population. Some of our African American students participate in
the McKnight Scholars program and others in the Graduate Minority Opportunity
Program. In addition we have begun a program of outreach to groups which are
largely African American or have a large African American component. This
includes a graduate school presentation to the McNair Scholars and the hosting of a
group of 60 African American Students from the University of Alabama -
Birmingham participating in an NSF TRIO grant program. The Graduate School
was a major participant in the development of the successful McNair proposal and
the University Graduate School (UGS) committed one fellowship for an FIU
McNair graduate who was admitted to a graduate program at FIU. We also waive
the application fee for all McNair Scholars who apply to graduate programs at FIU.
We have also been aiming advertising for our open houses at Florida Memorial
College and at Florida A & M University. In our present budget request, we plan
UGS and faculty visits to colleges and universities with large African American
populations in addition to expenditures of the type discussed above.

Projected Goals for
04-05 in %

We expect Hispanic enrollment to increase at the same rate as enrollment of the
University in general. We want African American enrollment to increase at a
greater percentage than enrollment in general in order to decrease the
underrepresented nature of their participation in graduate education. We want to
encourage the recent trend of increasing enrollment of males for all ethnic groups.
We are aiming for a 2 % increase. Our ability to achieve this is partially tied to the
approval of our advertising budget request.

Contact Person

Dr. Stephan Mintz, Associate Dean




B. Strategies to Increase Graduate Completion Rates

STRATEGIC ACTION PLAN.

Identification of
underrepresented

group(s)

African Americans make up 13.5% of the graduate completions and 11.3% of the
graduate enrollments, thus they are over-represented in terms of program
completion. Hispanics make up 38.9% of the graduate completions and 38.7% of
the graduate enrollments, thus they are only slightly overrepresented. Whites make
up 25.2% of the graduation completions and 28.3% of the graduate enrollments.
They are the most underrepresented group in terms of completion relative to
enrollment.

Methods & Strategies
to increase the number
of underrepresented
groups

The University has programs to assist all students in completing their degree
programs in a timely manner, including requirements for Doctoral students to meet
with their committees on at least an annual basis and file progress reports with the
University Graduate School. At the Master's level we are reducing the number of
semesters we will provide financial support to encourage students to focus on
degree completion. Obviously these tactics have worked better with our African
American and Hispanic populations than with our White population. We will
continue these endeavors.

Projected Goals for
04-05in %

We have two measures: The first is to increase the completion rate for all students.
The second is to ensure that the representation of the different student groups in
completion is approximately the same as it is in the enrollment data. Again here it
makes no sense to put in absolute percentage values because completions must be
related to participants. If a particular group has a lower percentage of completion
than it does of participation, then we have a problem to address. As noted above, if
African Americans continue to represent 11.3% of graduate enrollment, then our
goal is for them to represent 11.3% of degree completions; if Hispanic students
continue to represent 38.7% of our graduate enrollment, then our goal is for them to
represent 38.7% of degree completions. In order to increase our completion rates
and obtain information pertinent to retaining our students, we have instructed the
graduate program directors to contact all students who have left their programs
while in good standing to urge them to return and complete their degrees. We also
asked them to determine the reason or reasons why the students left the program.
The graduate school also did a direct mailing to these students to urge them to
return. The reasons given for leaving our programs were largely personal and did
not point to any systemic problems.

Contact Person

Dr. Stephan Mintz, Associate Dean




PART IV REPORT OF SELECTED UNIVERSITY EQUITY INDICATORS

Program Area: Undergraduate Students

A comparison of your 03 and 04 data should show the progress being made for the targeted
groups. Also, fill in the charts below to document methods and strategies to increase enrollment
rates of FTICS, retention and graduation rates of students in the targeted groups. Please note that
effective methods and strategies should reflect a positive change in the numbers from 03-04.
Where progress is not shown, an explanation should be included as to why this is the case, and
targeted methods and strategies to address this should be included. (See Appendix 2)



PART IV A. STRATEGIES TO INCREASE FTIC STUDENT ENROLLMENT RATES

(among underrepresented groups only)

STRATEGIC ACTION PLAN.

Identification of
Under-represented
Group(s)

African Americans students are underrepresented in the total number of First Time
In College (FTIC) Students in the Fall 04 class.

Methods & Strategies
to increase the number
of under-presented
groups

The University continues to utilize several strategies to increase enrollment
diversity of undergraduate students. We recruit vigorously in high schools with
diverse enrollments and we continue to develop partnerships with high schools to
facilitate college readiness. FIU strengthens efforts at the high school level through
several programs targeting minority and low income students including Talent
Search (6" through 8" graders) and Talent Search 11 (9™ through 11" graders),
Partners in Progress | (10" graders) and Partners in Progress Il (11" graders),
Upward Bound Program, College Reach Out — “Switch On” (a summer residential
program for 9" graders), Gear-Up Program and Enlace Program.

Workshops are also held with parents regarding college readiness. Efforts have
been made to enhance scholarship opportunities and strengthen financial aid
packaging to increase access to higher education. The University offers institutional
scholarships such as Invitational Scholars and Golden Drum Scholars.

Projected Goals for
04-05in %

We expect African American enrollment to increase at a greater percentage than
enrollments in general in the Fall semester and other semesters of entry (Summer
and Spring). We expect to increase the above trend line on an annual basis.

Contact Person

Corinne Webb, VP Enrollment Services.
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PART IV B: STRATEGIES TO ENSURE INCREASED RETENTION RATES

(among underrepresented groups only)

STRATEGIC ACTION PLAN.

Identification of
underrepresented

group(s)

White Non-Hispanic and Other Minorities (Asian and Indian) are the most under-
represented.

Methods & Strategies
to increase the number
of underrepresented
groups

Retention activities across the university include entry orientation, testing and
advisement, first year experience classes, Freshman interest groups (learning
communities), and extensive efforts to involve students in campus life. Additional
efforts focus on those leaving with FIU GPAs of <2.0 by providing academic alert
and interventions through academic assistance both in-person and online.
Supplemental instruction and tutoring is taking place in the Residence Halls and in
several locations on campus as well as online for commuter students. New or
expanded programs coming on line for 2005 include peer mentoring, enhanced
advising services, mandatory orientation for transfer students, and new online
resources for high failure gateway classes. An early alert system will be
implemented Summer of 2005 to track the success of students identified as
academically at risk and to offer interventions in their first semester before they
have failed any classes. Email is used to communicate with students frequently
about services to support their success and continued enrollment.

Projected Goals for
04-05in %

Retention rates will increase for all student groups. We expect to increase the
above trend line on an annual basis.

Contact Person (s)

Dr. Rosa L. Jones, VP Academic Affairs and Undergraduate Education
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PART IVC. STRATEGIES TO ENSURE INCREASED GRADUATION RATES

(among underrepresented groups only)

STRATEGIC ACTION PLAN.

Identification of
underrepresented

group(s)

Males of all groups are the most significantly under-represented with 49% of the
entering cohort and only 34% of the graduating class.

Methods & Strategies
to increase
underrepresented
groups

Strategies to promote minority success appear to be making a difference. African
Americans are 9.8% of the entering cohort and 13% of the graduating class, giving
them strong representation in the graduating class. In addition to aforementioned
retention strategies, activities currently being implemented include early linkage to
the majors, seamless advisement from lower to upper division, upper-division
mandatory orientations, and increased support to transfer students.
Programs/majors are employing success strategies including summer bridge
programs, recitation sessions, enhanced advisement and mentoring by faculty, and
online support systems designed to help commuting students.

It is important to note that financial constraints leading to full time employment is
affecting the graduation rate for males. We are increasing student awareness of
financial aid opportunities and encouraging students to sustain full time enrollment
in classes.

Projected Goals for
04-05in %

Graduation rates for all groups will increase. Average time-to-graduation will also
decrease for the general population and for under-represented groups. We expect
to increase the above trend line on an annual basis.

Contact Person

Dr. Rosa L. Jones, VP Academic Affairs and Undergraduate Education
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A. Diversity in Athletic Program Management and Leadership

PART V - ISSUES IN ATHLETICS

This section is designed to compile information and data related to diversity among
individuals currently employed as full-time athletic directors and full-time coaches. Please
provide below the breakout of current employees in these job categories by race/ethnicity and

gender. Indicate percentage change from fall 2003 to fall 2004.

Total #
Target Employees Full-Time White | Black | Hispanic | Asian Dther J| Male | Female
Employees
Percentage Fall 03 65.1 | 23.3 11.6 0.0 | 0.0 §f 73.2 26.8
*Directors: 10 7 1 2 0 0 7 3
Coaches: Women’s
Sports 16 4 12
Men’s Sports 20 19 1
Total 46 28 16
Percentage Fall 04 60.9 34.8
Percentage change 108 | +93 | +14 123 | +80

Fall 03 to Fall 04

*Includes Associate and Assistant Directors. Please note: Each university should include a
statement to explain variations in numerical counts for full-time and half-time coaches.
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PART V - ISSUES IN ATHLETICS

This section is designed to compile information and data related to diversity among individuals
currently employed as *part-time athletic directors and coaches. Please provide below the
breakout of current employees in these job categories by race/ethnicity and gender.

Total #
Target Employees Full-Time White | Black | Hispanic | Asian Dther || Male | Female
Employees
Percentage Fall 03 556 | 222 |11.1 11.1 | 0.0 Jf 88.9 11.1
*Directors:
Coaches: Women’s
Sports 8 7 1
Men’s Sports 7 7 0
Total 15 14 1
Percentage Fall 04 93.3 6.7
Percentage change
Fall 2003 to Fall 2004 +4.4 | -8.9 +15.6 -11.1 | 0.0 || +4.4 -4.4

*Include OPS employees

14



PART V - ISSUES IN ATHLETICS

Employment Strategies

a.

List below strategies to develop and prepare women and racial minorities for promotional
opportunities leading to employment as athletic directors and coaches:

Women and racial minorities in leadership positions are members of the senior executive
team and are involved in all staff meetings and decision making processes as it relates to
budgetary and personnel matters. These individuals are developed for promotional
opportunities by supervising operating budgets and directly supervising head coaches and
professional staff at the department head and assistant athletic director levels. Evaluation
processes are on-going and include weekly one-on-one meetings, most of which include
professional development and mentoring.

Describe the search process for hiring full-time coaches:

All search processes are conducted under the supervision of the Division of Human
Resources and Equal Opportunity Programs. The process includes face to face
interviews with the Director of Athletics, Intercollegiate Athletics Senior Staff, Selected
Fulltime Coaches, Faculty Athletic Council members, and when appropriate, members of
the President’s Executive Council, and members of the outside community. Steps are
taken to ensure that all applicant pools and the interviewers are balanced in respect to
gender and race.

Where search committees are utilized in the selection and hiring of full-time coaches,
what steps are taken to ensure diversity on the search/selection committee(s)?

See above, section B. Once the interview committees are selected, they are verified by
the Associate Athletic Director (Senior Women’s Administrator) and the Faculty Athletic
Representative for diversity in representation, with special emphasis on women and
ethnic minorities.

What efforts are made to encourage part-time coaches to apply for vacant positions as
full-time athletic directors and coaches?

We have only nine part-time coaches. Part-time coaches are involved in all department
meetings and informational seminars relating to NCAA compliance. In essence, part
time coaches are treated like full-time staff members and trained accordingly due to the
fact that they are responsible for student-athletes and NCAA compliance. Part-time
coaches are always interviewed and considered when a full-time position opens.

15



Specify media, including publications, agencies, organizations and networks utilized to
identify qualified applicants as coaches and athletic directors:

Anytime a position opens, it is advertised nationally in the NCAA news and within the
State of Florida University system. We send notices to every NCAA Division |
Conference office and identify open positions in the Black Coaches Association.

Describe modifications the institution will make to ensure greater diversity among
individuals hired as athletics directors and full-time coaches.

We feel current practices are sensitive to and accommodate this practice.

16



PART V - ISSUES IN ATHLETICS
B. Gender Equity in Athletics — Compliance Review and Corrective Action Plan
1. Inthe 2003-04 Update, universities that were out of compliance in one or more components

of the Athletics Self-Review completed a Corrective Action Plan. If your university filled
out the corrective action plan, please indicate the status of the plan for this 2004-05 report.

Males Males Females Females Total Total
2003-2004 | 2004-2005 | 2003-2004 | 2004-2005 | 2003-2004 | 2004-2005
Baseball 38 27 0 0 38 27
Basketball | 17 14 15 14 32 28
Golf 0 0 10 9 10 9
Softball 0 0 18 19 18 19
Swimming |0 0 14 16 14 16
Tennis 0 0 8 9 8 9
Track, 27 38 27 29 54 67
Field & CC
Volleyball [0 0 15 15 15 15
Soccer 32 24 28 23 60 47
Football 92 90 0 0 92 90
Total 206 193 135 134 341 327
Participants
% of 60.41% 59.02 39.59% 40.98%
Participants
EF2A 14,389 15,240 19,195 19,821 33,584 35,061
Enrollment
Percent 42 .84% 43.47% 57.16% 56.53%

Note: OCR defines a participant as anyone who: 1) OParticipated in competition, or 2) participated
with the team and was eligible for competition but did not play in the game. Participation is
determined as of the date of the first competitive event for the sport. This section applies to all
universities offering intercollegiate sports, where there is disproportionality found between the
rate at which women are enrolled full-time in the university and the rate at which women are
participation in intercollegiate sports.

Corrective Action Plan. If the Fall 2004 full-time enrollment of women was greater than five
percentage points above the representation of women participating in sports, describe below the
university’s plan to correct this disparity. Specify modifications proposed for 2005 and include a
time line for completion of the Plan.

The following are taken directly from the EADA Title 1X Gender Equity Report and will
demonstrate the consistent increase in female opportunities.

2002-2003 2003-2004
Men's Women's Men's Women's
Total Participants 223 137 264 177
Percentage of
Participants 61.9 38.1 59.9 40.1
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1) (2) 3) (4)
Gender Equity in Planned Actions To Address Responsible Person(s) and | Time Lines
Athletics Component | Deficiencies Found in Athletics Contact Information
In conjunction with The plan to address this issue will be | Mr. Rick Mello, Director of | August 1, 04
FIU Title IX executed in three distinct phases. Athletics
Committee and the
Athletic Council, 1. In 2004-05, 26 additional Dr. Steve Fain,
alterations will be_ scholarships were dedicated to Faculty Athletics
made to current Title | \yomen’s sports programs in an Representative
IX/Gender Equity | effort to increase participants.
plan to address
participation 2. In 2005-06, since the August 1, 05 —
numbers. " , . .

additional women’s scholarships August 1, 07

improved but did not significantly
impact the scholarship balance
between men and women, the
following interventions will be
implemented: Male program rosters
will be capped as a means of
balancing participation opportunities.
Please note that the capping will not
negatively impact student-athlete
experience and welfare. At the end of
Spring 2005 semester, the numbers
will be determined and approved by
the Faculty Athletic Council.

Five additional women’s scholarships
will be added (note: all but two
women’s sports are fully funded —
track is at 13 out of 18 and swimming
is at 13 out of 14). Additionally,
instead of increasing the scholarships
(i.e. adding mean, housing) of our
current women’s students to meet the
200 scholarships, this year we want to
add new students to increase the
overall numbers.

The Department of Institutional
Research, will conduct an interest
survey among incoming FIU female
students to assess potential interest for
consideration of a new women’s
program in the future.
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3. If the aforementioned efforts are
not successful, an additional women’s
sport will be considered provided
there is demonstrated interest in a
specific program that is not currently
offered (even if it is an NCAA
emerging program or club sport). The
sports considered will be judo, crew
or team handball, since they already
exist as club sports. However, this
may be altered depending on the
result of the interest survey. Please
note that it is our intent, however, to
fully fund the sports that are in
existence before adding another
sports program.

August 1, 07

The above Corrective Action Plan will be implemented to bring the institution into compliance

within the time frame indicated in the Plan.

Signature of the Athletic Director

Review Completion Date

Signature of the Title 1X Coordinator and/or
Title IX Committee Chair

Review Completion Date

Date

Date
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2. Indicate one of three tests by which they demonstrate compliance with Title IX.

The University has demonstrated compliance with Title 1X by showing a history of expanding
opportunities for female students. In 1998, the University added a women’s softball program
creating opportunities for 18-20 additional female students. In 2004-2005 in the programs sixth
year, we offered the NCAA maximum of 12 scholarships for the softball student-athletes. In
2003, the University added a women’s swimming and diving program creating opportunities in
South Florida for 20 plus female students. In the 2005-2006 academic year, 13 of the NCAA 14
allowable equivalencies will be offered to female swimming and diving students. For the 2004-
2005 academic year, an additional 25 scholarships were allocated to the women’s basketball,
women’s soccer, volleyball, track, tennis, golf and softball programs. For the 2005-2006 year, all
of the women’s programs will be funded to the NCAA maximum for scholarships, except for
women’s track (13 of 18) and women’s swimming (13 of 14). These two programs will reach
their full funding in the 2006-2007 academic year. FIU has demonstrated a consistent practice of
offering additional participation opportunities for women by adding sports that have a regional
following and by providing additional scholarships for women throughout the existing sport
programs. A survey will be conducted within the next three months to assess if we are meeting
the interests of the females within the University and surrounding area.
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Each updated Plan will include assessments of gender equity in sports based on the test
identified and will provide an assessment of the university’s compliance with Title IX. A
comparison will be made of men’s and women’s programs at each sports level. (See
Appendix 3 — Corrective Action Plan for Non-Compliance Components in Athletics)

Compliance Verification Form

. Sports and levels of competition effectively accommodate the interests and abilities of
members of both sexes. [Section 1000.05(3)(d)(1), F.S.; Rule 6A-19.004(2), FAC; Title
IX: 106.41(c)(1)]

N INCOMPLIANCE | |  NOTIN COMPLIANCE

. Equipment and supplies are provided equitably to female and male teams.
[Section 1000.05(3)(d)(2), F.S.; Rule 6A-19.004(4), FAC; Title 1X: 106.41(c)(2)]

Al IN COMPLIANCE |:| NOT IN COMPLIANCE

. Scheduling of games and practice times provide for equal opportunities.
[Section 1000.05(3)(d)(3), F.S.; Rule 6A-19.004(5), FAC; Title IX: 106.41(c)(3)]

J INCOMPLIANCE [ |  NOTIN COMPLIANCE

. Travel and Per Diem allowances are provided for athletes in an equitable manner.
[Section 1000.05(3)(d)(4); Rule 6A-19.004(6), FAC; Title 1X: 106(c)(4)]

N INCOMPLIANCE [ ]  NOTIN COMPLIANCE

. Opportunities to receive coaching are provided in an equitable manner.
[Section 1000.05(3)(d)(5), F.S.; Rule 6A-19.004(7), FAC; Title 1X: 106.41(c)(5)]

A INCOMPLIANCE [ ]  NOTIN COMPLIANCE

. Locker rooms, practice facilities and competitive facilities are of comparable quality for
male and female teams. [Section 1000.05(3)(d)(7), F.S.; Rule 6A-19.004(8), FAC; Title
IX: 106.41(c)(7)]

IN COMPLIANCE NOT IN COMPLIANCE

. Medical and training facilities and services, including insurance, are provided in an
equitable manner. [Section 1000.05(3)(d)(8), F.S.; Rule 6A-19.004(9), FAC; Title IX:
106.41(c)(8)]

N INCOMPLIANCE [ |  NOTIN COMPLIANCE
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10.

11.

12.

13.

14.

15.

16.

Publicity and promotion of male and female teams supports equal opportunity.
[Section 1000.05(3)(d)(10), F.S.; Rule 6A-19.004(10), FAC; Title 1X: 106.41(c)(10)]

N IN COMPLIANCE [ ] NOTIN COMPLIANCE

Support services are equitable for male and female teams.
[Rule 6A-19.004(11), FAC; Title IX: 106.41(a)]

N IN COMPLIANCE |:| NOT IN COMPLIANCE

Provision of housing, dining facilities and services provide equal opportunity.
[Section 1000.05(3)(d)(9), F.S.; Rule 6A-19.004(12), FAC; Title IX: 106.41(c)(9)]

4| INCOMPLIANCE [ ] NOTIN COMPLIANCE

Recruitment of student athletes is conducted in a manner which provides equal
opportunity. [Rule 6A-19.004(13), FAC; Title IX: 106.41 (a)]

I:I NOT IN COMPLIANCE

A IN COMPLIANCE

Recruitment, assignment and compensation of tutors is equitable.
[Rule 6A-19.004(14), FAC; Title 1X: 106.41(c)]

N IN COMPLIANCE

[ ] NOTIN COMPLIANCE

Financial aid is awarded to athletes in a manner which provides equal opportunity.
[Rule 6A-19.005, FAC; Title 1X: 106.37(c)]

N IN COMPLIANCE [ ] NOTIN COMPLIANCE

Modes of transportation and travel and per diem allowances are provided in an equitable
manner. [Section 1000.05(2), F.S.]

A/ IN COMPLIANCE |:| NOT IN COMPLIANCE

Titles and descriptions of extracurricular activities are free of bias.
[Section 1000.05(3)(d)(1), F.S.; Title IX: 106.9 (b)]

J_ | INCOMPLIANCE [ ] NOTIN COMPLIANCE

Equipment and supplies are adequate for the needs and suitable for the services of all
extracurricular activities. [Section 1000.05, F.S.]

N IN COMPLIANCE [ ] NOTIN.COM PLIANCE
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17. Criteria for participation in extracurricular activities are free of bias.
[Section 1000.05,F.S.]

o INCOMPLIANCE [ |  NOT IN COMPLIANCE

18. Extracurricular meetings and practices are scheduled at times when all students can
participate. [Section 1000.05(3)(c)(3), F.S.]

N IN COMPLIANCE |:| NOT IN COMPLIANCE

Signature of the Athletic Director Date

Review Completion Date

Signature of the Title 1X Coordinator and/or Date
Title IXX Committee Chair

Review Completion Date
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PART VI
UNIVERSITY EMPLOYMENT ACCOUNTABILITY PLAN

1. 2003-2004 Progress Update

A Analyses of personnel Transactions

Each state university shall maintain an annual equity plan for appropriate representation of
women and minorities in senior level administrative positions within tenure track faculty and
within faculty-granted tenure.

Table 5, summary report, (Appendix 4) of the 2003-2004 EAP and Table A, detail, (Appendix 6)
present goals for identified under representation of females and minorities in senior level A&P,
academic administrative and ranked faculty positions for the reporting period. While Table B
(Appendix 6) provides specific information regarding hires and promotions for the targeted
areas, Table 1 (Appendix 4) provides hiring and promotion activity for all positions in categories
covered by the Report.

Even though Florida International University did not meet targeted hiring/promotion goals in
specific disciplines, it is important to note that Table 1 (summary) provides a more accurate
reflection of overall hiring and promotion of females and minorities throughout the University.
The Table shows that overall, a total of 30 Females, 5 African Americans; 11 Hispanics; and 17
Other minorities were hired or promoted during the reporting period. Clearly, the overall figures
far exceed the projected hires/promotions.

The following is a recap of hiring and/or promotion activity relative to 2003-2004 Goals
Assessment (See Appendix 6, Tables A&B):
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COLLEGE OF ARTS AND SCIENCES

Computer and Information Sciences:
Goal: Hire 1 Female Instructor.

Outcome: 2 Females were promoted to the rank of Associate Professor, 1 African American
was hired as an Assistant Professor, 2 Hispanics were promoted to Associate Professor, and 3
Other Minorities were hired and promoted to the ranks of Assistant and Associate Professors.

Modern Languages:
Goal: Hire 1 Hispanic Instructor.

Outcome: Goal was not met.

English:
Goal: Hire 1 African American Associate Professor.

Outcome: Goal was not met. However, 1 African American was hired as an Assistant Professor.
The candidate did not meet the requirements for the Associate Professor rank.

Life Sciences:
Goal: Hire 1 Female Associate Professor and 1 Hispanic Assistant Professor.

Outcome: Goal was not met. However, there is currently a Female faculty member being
considered for promotion to Associate Professor. Additionally, 1 Female Assistant Professor was
hired.

Mathematics:
Goal: Hire 1 Female Associate Professor.

Outcome: Goal was not met.

Physical Sciences:
Goal: Hire 2 Hispanic Associate Professors and 1 Other Minority Associate Professor.

Outcome: Goal was partially met. 2 Other Minority candidates were hired or promoted to
Associate Professor. In addition, 1 Other Minority was hired at the rank of Assistant Professor.

Social Sciences:
Goal: Hire 1 African American Associate Professor.

Outcome: Goal was not met. There were no searches for an Associate Professor and there were
no African American Assistant Professors up for promotion.

25



Visual and Performing Arts:
Goal: Hire 1 African American Associate Professor.

Outcome: Goal was not met. There were no African Americans in the application pool.

COLLEGE OF HEALTH AND URBAN AFFAIRS

Public Affairs:

Goal: Hire 1 African American Associate Professor, 1 Female Associate Professor, and 1
Female Full Professor.

Outcome: The goal was not met.

SCHOOL OF ARCHITECTURE
Goal: Hire 1 Other Minority Assistant Professor.

Outcome: The goal was not met.

COLLEGE OF EDUCATION

Goal: Hire 1 Female Assistant and 1 Female Associate Professor, 1 African American Associate
Professor, and 1 Other Minority Associate Professor.

Outcome: Goal was partially met. Hired 1 Female Associate Professor and promoted 1 Female
to Full Professor.

RACE & GENDER REPRESENTATION IN SELECTED POSITIONS (Appendix 4)
Total Senior Level Administrative

The Senior Level Administrative category includes Administrative and Professional (A&P)
employees generally at the Vice President, Associate, and Assistant Vice President levels.
According to Table 5, there were a total of 106 Senior Level Administrators in the Fall 2004, of
which, 56 (52.8%) were Females. Furthermore, 14 (13.2%) were African Americans and 41
(38.7%) were Hispanics.

Total Academic Administrative

The Academic Administrative category includes Directors, Deans, Chairpersons, Librarians, and
Executives. These positions are usually held concurrently with faculty rank. According to Table
5, there were a total of 117 Academic Administrators in the Fall 2004, of which, 39 (33.3%)
were Females. Also, 8 (6.8%) were African Americans, 14 (12.0%) were Hispanics, and 7
(6.0%) were Other Minorities.
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According to Table 1, during 2003-2004, there were 7 positions filled by either new hires or
promotions in the Academic Administrative category. Females constituted 42.9% and Other
Minorities were14.3%.

Total Ranked Faculty

According to Table 5, there were a total of 1,652 faculty members in Fall 2004, of which, 528
(32.0%) were Females. Also, 123 (7.4%) were African Americans, 221 (13.4%) were Hispanics,
and 204 (12.3%) were Other Minorities.

According to Table 1, during 2003-2004, there were 169 positions filled by either new hires or
promotions in the Ranked Faculty category. Females were 33.1%, African Americans were
4.5%, Hispanics were 15.9%, and Other Minorities were 19.7%.

B.

1.

Tenure Granting Analyses

The equity report shall also include the current rank, race, and gender of faculty eligible
for tenure in a category. In addition, each university shall report representation of the
pool of tenure-eligible faculty at each stage of the transaction process and provide
certification that each eligible faculty member was apprised annually of progress toward
tenure.

See Appendix 7.

Each university shall also report on the dissemination of standards for achieving tenure;
racial and gender composition of committees reviewing recommendations at each
transaction level; and dissemination of guidelines for equitable distribution of
assignments.

Standards for tenure and promotion are stated in the University Tenure and Promotion
Manual. University policy requires that faculty be given assignments that provide an
equitable opportunity to achieve tenure or promotion. See Appendix 8.

Each university should provide information on the tenure nomination and approval
processes, including the rank race and gender of faculty eligible for tenure by category;
race and gender composition of the tenure nomination committee; and documentation
showing that each eligible member was notified of such eligibility.

On an annual basis, all tenure-earning faculty are apprised of progress towards tenure and
all faculty receive annual evaluations. See Appendix 9.
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2. 2004-2005 EAP Update

A. Analyses of Current Staff

Each university should generate information based on institutional staff records. However, each
university should check these counts before conducting any analyses and make necessary
adjustments if there are any discrepancies.

Table C (Appendix 6) provides information on all under-represented groups in accordance with
the format used for the EAP Standardized Data File (Appendix 5). The Table provides under-
representation information for Female, African American, Hispanic, and Other Minority
employees in Senior Level Administrative, Academic Administrative, and Ranked Faculty
positions. In summary, the table reflects a total under-representation of Females of 112, African
Americans of 52, Hispanics of 39, and Other Minorities of 141. The under-utilization number
for Other Minority is high due in large part to the fact that Native Americans are included in the
category.

B. Goals for the 2004-2005 EAP Update

Each university should establish specific, measurable goals to increase the number of women
and/or minorities in the positions which have been identified as under represented in the above
staffing analyses.

These goals (2005) should be completed only where under representation of minorities and/or
females exists, by each EAP category (Senior-Level Administrative {A&P}; Academic
Administrative — Chairperson, Dean, Director, Librarian, and Executive; and Ranked Faculty —
Professor, Associate, Assistant, and Instructor positions), by Male, Female, White, African-
American, Hispanic, and Other Minorities (includes Asian, Pacific Islanders, American Indians,
and Alaskan Natives), based on the race and gender

Each university may utilize goal placement and guidelines of the EEO categories 1 to 3 in their
most recent Affirmative Action Plan to generate a summarized table which indicates the specific
measurable goals and the gender (See Table 5). However, the category and classification of the
summarized table using relevant Affirmative Action Plan components should match the
corresponding EAP category and classification in the EAP Update.

Table D (Appendix 6) identifies female and minority under-representation within specific units,
as reported in the University’s 2004-2005 Affirmative Action Plan. Column | of the EAP
Standardized Data File reflects the projected goals of the previous year. Column M and Table 5
reflect the projected goals for 2005.

C. Components of the 2004-2005 Plan Update Narrative

Each university shall include the analysis and assessment of 2003-2004 goal achievement by
EAP job groups, race, and females.
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For those categories in which prior year goals were not achieved, a narrative explanation and
description of specific strategies designed to assist in achieving the diversity goals for females
and minorities shall be included.

Monitoring mechanisms to be utilized during the EAP Plan year by the university to help ensure
that the institution is making progress toward achieving its diversity goals as articulated in the
EAP Update shall be included.

Description of the progress utilized by the university regarding its annual assessment of the EAP
Plan is to be included. That description should include the specific measure employed by the
president to review and evaluate the EAP Plan for effectiveness in achieving its stated annual
equity goals and objectives. Further, the statement should include the procedure utilized by the
institution to modify its EAP Plan and strategies, as necessary.

D. The Budgetary Incentive Plan

The Budgetary Incentive Plan should be developed to support and ensure the achievement of the
stated annual equity goals as indicated in the Section 1012.95(5), Florida Statutes. The plan
should include how resources will be allocated, for what they will be used, and the amount to be
allocated, along with a comparison of the amount allocated last year. Please see more details in
the guidelines to the 05 Update.

The Budgetary Incentive Plan, 2004-2005 EAP Update, narrative report, Fall 2003-2004 to staff
headcount changes and 2004-2005 goal setting should be included in the Annual Equity Update
and submitted to the FBOE through the OEA.

The University has agreed to continue supporting the previous year’s successful principles for
allocation and use of resources for the Equity Accountability Plan. These are as follows:

e The Academic Affairs budget office has, in past years, set aside, annually, a minimum of
three faculty positions to be used as a pool of Window of Opportunity lines. Due to
budget issues, one African American was hired through this program. It is fully
anticipated that this pool will be restored to a minimum of three lines when prior budget
cuts are restored.

e Funds to ensure advertising of faculty positions in minority access publications will be
centrally managed by the Academic Affairs budget office and allocated to the respective
departments based on PVA and PAR approvals.

e Similarly, funds to ensure advertising of executive and administrative positions in
minority access publications will be centrally managed by the University budget office
and allocated to the respective units based on PVA and PAR approvals. Currently, these
required publications are The Miami Times and the EI Nuevo Herald.

e Any funds to support minority/female faculty appointments on Window of Opportunity
lines will be centrally managed by the Academic Affairs Budget Office.
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e Any funds to support the Summer Research Award Program will be centrally managed
by the vice president for Research and Graduate Studies, working closely with the
Academic Affairs budget office.

e Academic Affairs will continue to support the leadership program for minority and
female participants selected for the FIU Educational Enhancement Leadership Grant
program each year.

Anticipated allocations, compared to last year’s allocations:

Estimated Expenditures 2004-2005 2005-2006
Actual Projected

Window of Opportunity Lines * *

Faculty Advertising (est.) $ 30,000 $ 30,000

Enhancement Leadership Grant $ 10,000 $ 10,000

*To be determined as opportunities arise

3. Summary Of Results of Presidential Evaluations

Section 1012.95 (3)(b) Florida Statutes (F.S.), provides as follows:

(b) The university boards of trustees shall annually evaluate the performance of
the university presidents in achieving the annual equity goals and
objectives. A summary of the results of such evaluations shall be included
as part of the annual equity progress report submitted by the university
boards of trustees to the Legislature and the State Board of Education.

Universities will provide in this section a response to this section of law, including the most
recent date on which the president was evaluated.

Goals:
Meet or exceed the Accountability Performance Goals as presented in the Florida
Educational Equity Act Report, Annual Update.
Implement on-line Performance Evaluation and Applicant Tracking System by June 2004.
Inaugurate Leadership Academy and introduce Leadership Development and Professional
Skills Development Programs.

Outcomes:

We are reporting on the University Accountability Performance Goals on two levels: (1) targeted
areas where under-representation of protected groups was identified and (2) overall recruitment
results. Although the University was not altogether successful in recruiting individuals in all the
targeted areas, overall, we exceeded the employment equity accountability program goals for
protected groups for 2002-2003. (This was the latest available report prior to the evaluation
process).
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We successfully implemented an Applicant Tracking System in October 2003. It has allowed
the Department of Workforce Recruitment to become proactive partners with the university
community compared to the older, paper-intense process. We went "live" with the system in
October 2003. The new system has speeded up the application and screening process and has
reduced the time needed to fill positions by almost 40%.

We have developed an On-line Performance Evaluation System that will be ready for
implementation in January 2005. Development was aided by focus groups and small group
presentations.

We successfully launched a Comprehensive Leadership Development Initiative which included
the following:

The Leadership Academy for senior leaders with an initial cohort of 25—principally deans
and vice presidents—who attended several sessions during the year;

The President’s Leadership Breakfasts for 125 FIU leaders featuring internationally- known
speakers, including Herminia Ibarra of INSEAD and Jim Loehr of LGE Performance
Systems; and

The Leadership Development and Professional Skills Development Program identified
leadership topics that were presented in 27 open-enrollment leadership development
workshops.

4. Summary of Results of Evaluation of Selected Staff

The university will provide a summary of the results of the evaluation of department
chairpersons, deans, provosts, and vice presidents in achieving employment accountability goals.
Also provided are the remedial steps to be taken when staff evaluations yield unsatisfactory
progress toward meeting intended goals.

While the University Equity Accountability Progress Report and Plan Update outlines the
institutional equity goals and progress, the university President, Modesto A. Maidique, maintains
that during his tenure equity has always been a priority. The President reports that each vice
president is evaluated annually on their individual performance with regard to equity goals.
Specifically, each vice president is required to submit an annual summary report of personnel
within their respective divisions. A discussion of each new hire, retirees, and the like, is
conducted during the evaluation to access compliance with the University’s EAP goals and
objectives. The President holds each vice president accountable for maintaining equity goals.

It is the responsibility of the Chief Academic Officer, Provost and Executive Vice President for
Academic Affairs to ensure compliance with equity accountability goals for the deans, directors,
and department chairpersons. The Provost and Chief Academic Officer evaluate each dean,
director and department chairperson with respect to the established equity goals and the
outcomes for each academic year. Specifically, the Provost requires that each dean, director, and
chairperson follow the established procedures to ensure compliance with the equity goals
established for the respective departments, as part of the University’s equity plan. The overall
goals are reported in the FIU Equity Accountability Report.
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The 2004-2005 Progress Reports reflect the University’s success in hiring and promoting
minorities and females despite budgetary constraints. The report indicates that the University
President continues to emphasize the importance of cultivating diversity in all areas of the
University. Furthermore, the report identified specific strategies implemented by the Provost
regarding the attainment of affirmative action goals (in compliance with Section 1012.95, F.S.).

5. Certification of Key Processes

Pursuant to (SECTION 1012.96 (2) (d), FLORIDA STATUTES)

“Each university shall also report on the dissemination of standards for achieving tenure; racial
and gender composition of committees reviewing recommendations at each transaction level;
and dissemination of guidelines for equitable distribution of assignments”.

a. My university maintains diversity and balance in the gender and ethnic composition of
the selection committee for each vacancy that occurs in senior level, academic administrative and
ranked faculty positions. The guidelines used for ensuring balanced and diverse membership on
selection and review committees are described as follows:

The Office of Equal Opportunity Programs provides areas of goals for each academic search,
identifies those areas in which there is under representation of women and ethnic/racial
minorities, and provides the orientation and goals for each search and screen committee. Before
a departmental search and screen committee is appointed, the respective Dean notifies and
reminds the employing department that the search and screen committee must have balanced and
diverse membership.

b. My university is in compliance with State Board of Education Rule 6A-14.0411, which
sets forth the requirements for receiving tenure. The process used to grant tenure status is
described below: (If there are no changes from previous year’s Update, please indicate below as
well).

The enclosed Tenure and Promotion Manual delineates the Advisory Guidelines, the Policies and
Procedures, and Tenure/Promotion file.

Each faculty member on a tenure-earning appointment is reviewed annually by her/his department and
results are shared with the Dean and with the faculty member. Faculty are evaluated in terms of their
achievements and progress made in the areas of teaching, research/creative activity, and service.
Recommendations may be made for improvement in one or more areas.

C. The following describes the process used to annually apprise each eligible faculty
member of progress toward attainment of tenure status:

Please see 5.44 TENURE APPRAISAL from the Academic Affairs Policies and Procedures Manual.

In addition, each faculty member on a tenure-earning appointment is reviewed annually by her/his
department and the written results are shared with the Dean and with the faculty member. Faculty are
evaluated in terms of their achievements and progress made in the areas of teaching, research/creative
activity, and service. These annual, written evaluations are to be construed as formative, not summative,
evaluations. Recommendations may be made for improvement in one or more areas.
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d. My university has developed a budgetary incentive plan to support and ensure attainment
of the goals developed pursuant to Section 1012.96 (d), F.S. Summarized below is a description
of the incentive plan, including how resources shall be allocated to support the achievement of
goals and the implementation of strategies in a timely manner.

The University is committed to providing sufficient financial support to achieve the goals (see
Table 5, 2004-05 Equity Accountability Program Update) of its Equity Accountability Program.
The Office of the Executive Vice Provost for Academic Administration provides oversight for
the budget support.

e. The following describes how funds are used to increase the number of women and
racial/ethnic minorities on tenure status:

Both questions related to the University’s Window of Opportunity hires. When a department
identifies an outstanding female and /or racial/ethnic minority faculty candidate, Academic
Affairs splits the costs of the appointment with the department.

Pursuant to Section 1012.96 (2) (d), Florida Statutes | hereby certify that the information
provided above is true to the best of my knowledge and that information and data will be
available upon request as a demonstration of good faith effort to comply with this section.

President Date

Florida International University
(Institution)
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PART VII

E. One Florida Initiative: Selected University Challenges

1. Provide an update of the programs, services and activities that are a part of the post
secondary access initiative at your university. Please indicate the name and information
of the contact person.

Talent Search (6™ through 8" graders) and Talent Search 11 (9™ through 11" graders):
Educational Talent Search is a TRIO program to serve middle and high school students. Dr.
Simms and Elena Cruz oversee the program. They serve 600 students during the academic
year and summer. It is a federally funded initiative to prepare for college, an awareness and
enrichment program. The program is located in BBC and serves North Dade.

Talent Search is in its third year at Florida International University, with an average cost of
$340/student. The approximate number of alumni of the FIU program is 80, with its number
significantly increasing every year. Close to 70% of these students went on to pursue
postsecondary education, well above the 54% of all low-income students who attempt
postsecondary education nationwide and significantly above the 35% matriculation rate for
the North Dade target high schools served by the grant.

The following are some highlights of the 2004 FIU Talent Search Annual Performance

Report summitted to the U.S. Department of Eduation:

e 100% of the middle school students stated that being in Talent Search has made them
improve their behavior and are more diligent in their academic pursuits.

e 91% of middle school students believe that they will obtain a college degree.

e 87% of middle school students who participated in the regular year stated that their
knowledge of educational and career choices has grown since joining Talent Search.

e 93% of high school participants in the regular year components indicated that their study
habits and motivation to gain admission to college has increased since being a part of
Talent Search.

e 88% of the high school participants believe that they will obtain a college degree.

e 90% of the high school participants indicated that being a part of Talent Search has made
them feel better about themselves and gave them a more positive outlook on their future.

Partners in Progress | (10" graders) and Partners in Progress 11 (11" graders):

Sofia Santiesteban, Director: 305-348-1745

Partners in Progress (PIP I and PIP 11) is a pre-college initiative to recruit and retain high
school students in FIU and Florida. Funding comes from a partnership with MDCPS and
FIU. The program serves 400 students in the summer: 300 in PIP | (SAT prep) and 100 in
PIP Il (dual enrollment for SAT above 1000 --with the new SAT it will be 1500). Invitational
Scholars is PIP 111; Lisa Walter-Austin oversees Invitational Scholars.
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Upward Bound Program:
Sofia Santiesteban, Director: 305-348-1745

Upward Bound is also a TRIO program funded by the USDOE. The contract is to serve 80
students in the academic year and 60 in the residential summer program. The program carries
a list of 110 students during the year and selects 60 for the summer. It serves 9th through
12th graders who are low-income and first generation in college and is an enrichment
program to prepare students for entry and success in college. The program is housed in UP.

College Reach Out — “Switch On” (a summer residential program for 9" graders):
Sofia Santiesteban, Director: 305-348-1745

College Reach Out (CROP) is a yearly and summer program. The Program starts in 6th grade
and continues through 12th grade. CROP is part of the South Florida Consortium. The grant
is submitted in partnership with MDC. FIU serves 250 students and MDC serves 350. FIU
concentrates in South Dade; MDC serves North and Central Dade. CROP is funded through
Florida DOE. In the summer, several programs are sponsored: CROP Summer Middle
School, SWITCH-ON Residential, CROP Summer B (Math & Science nonresidential).
These programs take place in UP.

Center of Excellence (COE) is a foundation program (Florida Education Fund) to
promote excellence among minorities of African American descent.

Sofia Santiesteban, Director: 305-348-1745

Keriann Boxhill, Co-Director 305-348-2436

Each year, 20 students are inducted to the National Achievers Society in the Spring and 20 in
the Fall. We start with 4th through 12th grade. In the Summer, we have COE Summer
Middle School North in BBC and COE Middle School South in UP, COE Math and Science
North in BBC. In addition, we conduct a Black History Brain Bowl before the beginning of
Spring in consort with MDCPS. Usually we have 35 to 40 teams representing middle and
high schools. Each team has seven participants. The winners represent the South Florida
COE in Tampa and compete for the State championship. FIU participates and attends the
State Summit in Tampa.

Gear-Up Program:
Robert Vos, Director of Biscayne Bay Program: 305-348-6742
Gustavo Roig, Director of Homestead Programs: 305-348-3700

GEAR UP is a federally funded initiative. FIU has two programs: one on the Biscayne Bay

Campus and one in Homestead. The programs serve students from middle school through
high school. Both programs in FIU have summer components.
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Biscayne Bay Program

The Greater Miami Urban Pact in the College of Education sponsors two GEAR UP
programs at the Biscayne Bay Campus. GEAR UP EDISON is in its third year with the
cohort of students in the ninth grade at Miami Edison Senior High School. The GEAR UP
EXPRESS program is in its sixth year with its students in the eleventh grade at Miami Central
Senior High School. (While GEAR UP is a five year program, GEAR UP EXPRESS was
awarded a sixth year of funding last year.) Our task is to assist the schools in preparing and
encouraging the students for post secondary education. The stated charge of the programs
are "to accelerate the academic achievement of cohorts of middle and secondary school at-
risk students so that increasing numbers will graduate from high school, enroll and succeed
in college.” Students in both programs are engaged in similar activities that include tutoring —
before, during, and after school, a Saturday Academy, a Summer Academy, job site visits,
mentoring, local and statewide college tours, financial aid counseling, healthy lifestyles
counseling, college fairs, health fairs, PSAT and SAT and/or FCAT preparation activities, as
well as a host of speakers and other enrichment activities designed to keep them in school.
Additionally parents are advised about college-going as well as financial aid opportunities for
their child. Special interest workshops are held periodically for parents. GEAR UP also
provides professional development funds for school staff that might not otherwise be
possible.

Homestead Program

During this last year, the program has been witness to many great achievements by the target
group of students, both collectively and individually. The overall grade point averages of the
students have shown statistically significant improvements. The scores obtained on the
Florida Comprehensive Aptitude Test (FCAT), a statewide, standardized test for measuring
academic improvement, have consistently improved since the first year. In fact, ASPIRA
South Charter Middle School, initially graded as an ‘F’ school has improved to the point
where this year’s FCAT results (due out in late May) are expected to show the school has
moved up to a ‘B’. At Homestead Middle School, the school has achieved a high ‘C’
grading, up from a low ‘D’ initially. At South Dade Senior High School, the same results are
expected this year: a ‘C’, up from a ‘D’ initially. At the time of this report, partial results
from the 2005 FCAT tests show that all grade levels at all three schools have shown
moderate to significant improvement on Writing scores (only writing scores for 8" and 10"
grades are available).

Enlace Program:
Gustavo Roig, Director: 305-348-3700

Enlace is a Kellogg Foundation initiative. The program also sponsors a Summer program in
Engineering. Its mission is to increase the representation of Hispanics in the university
pipeline by providing programs and services to increase student achievement in the Miami
coral Park Feeder Pattern schools. Sample programs include:
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Math Tutoring: University students tutor K-12 students in mathematics at ENLACE Miami
schools. Contact the ENLACE Miami Office for more information (305) 348-3714.

Reading Tutoring: University students who are trained by the America Reads program help
K-12 students with reading comprehension at ENLACE Miami schools.

Science Tutoring: University students help K-12 students understand science concepts at
ENLACE Miami schools.

Research Experience: Florida International University professors from different subject
areas mentor, work with, and provide exposure to research labs to high school students in the
11th and 12th grades who are interested in pursuing a professional career in their fields. This
service is offered at FIU's University Park Campus.

Dual Enrollment: 11th and 12th grade students who qualify, may enroll in College Credit
Courses offered at their high school or at FIU for free, therefore, allowing them to receive
college credit while they attend high school.

Aspira's Parents for Educational Excellence (APEX) Parent Training: Training program
for parents of ENLACE students. This program provides parents with the tools to become
more involved in their child's education as well as their own personal development. Contact
Miriam Ortiz, Aspira of Florida, for more information, (305) 576-1512 Ext. 21.

Families Learning at School and Home (FLASH) Parent Training: A parent training
program provided by FIU's College of Education to teach parents how to improve their
English language and literacy skills, increase their involvement in their child's academic and
personal lives. Contact Dr. Delia Garcia for more information (305) 348-3598.

K-Camp Summer Enrichment Program: Students in the 5th though 8th grades my attend
a summer enrichment program at FIU. The goal of this program is to prepare students for the
university experience. Contact the ENLACE Miami Office for more information (305) 348-
3714.

For strategies identified in the 05 Update, describe indicators that would show the
effectiveness of the programs in improving access to higher education. Describe the
effectiveness of the alliances in creating opportunities for high school students to attend
higher education institutions?

Indicators demonstrate that FIU’s highest enrollment is among minority populations with
highest retention and graduation rates among Hispanic and African American students, both
with higher rates than White, non-Hispanic and Asian students. Indicators also show
improvements in minority male retention and graduation rates. Directors of the program meet
in roundtable discussions to share results and enhance collaborations.
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Our community benefits from the economic empowerment as more local students attend and
graduate from college due to the continuity of our services. FIU establishes positive
relationships with our local community. Through TRIO programs and other pre-college
efforts, FIU can effectively engage the community and is better positioned to serve low
income students. Talent Search, for example, has provided upward mobility for low-income
students for forty years, and those students who have fully engaged in GEAR UP activities
are doing better in school, have identified post-secondary goals, do better on high stakes
tests, have better attendance and less referrals.

What are the future plans that would improve the effectiveness of the alliances?

Despite potential funding challenges for some of these programs, plans are ambitious for
continued success. For example, the GEAR UP Homestead program is working to establish
sustainability and institutionalization of many of the activities that have been provided by the
grant. Our legacy is to identify existing organizations or avenues that can provide the
services necessary to continue to deliver significant academic preparation for the target group
of students and schools. These local or regional providers will serve as substitutes to the
federally funded activities provided by our GEAR UP program. Our report lists the areas
where major activities of the GEAR UP Homestead program are already marked for
substitution by these local providers. Overall, the target group of students and schools
continue to improve in a variety of areas. Standardized test scores and grade point averages
continue to rise, along with attendance rates. Levels of motivation, enthusiasm, and
aspiration have also increased.
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THE FLORIDA INTERNATIONAL UNIVERSITY BOARD OF TRUSTEES
DIVISION OF COLLEGES AND UNIVERSITIES
DEPARTMENT OF EDUCATION

Rule 6C8-1.009: Non-Discrimination Policy and Discrimination Complaint Procedures
(1) General Statement

(@) Florida International University affirms its commitment to ensure that each member of the
University community shall be permitted to work or study in an environment free from any form of illegal
discrimination including race, color, religion, age, disability, sex, sexual orientation, national origin, matital
status, and veteran status. The University recognizes its obligation to work towards a community in which
diversity is valued and opportunity is equalized. This rule establishes procedutes for an applicant or a member
of the University community to file a complaint of alleged discrimination or harassment.

(b) It shall be a violation of this rule for any officer, employee or agent to discriminate against or harass,
as hereinafter defined, any other officer, employee, student, agent, ot applicant. Discrimination and
harassment are forms of conduct which shall result in disciplinary or other action as provided by the rules of

the University (see Rules 6C8-4.006, and 6C8-4.019, Florida Administrative Code).

(2) Definitions

(a) For the purpose of this rule, discrimination or harassment is defined as treating any member of the
University community differently than others are treated based upon race, colort, religion, age, disability, sex,
sexual orientation, national origin, marital status and/or veteran status.

(b) Conduct which falls into the definition of discrimination includes, but is not limited to:

1. Disparity of treatment in recruitment, hiring, training, promotion, transfer, reassignment, termination,
salary and other economic benefits, and all other terms and conditions of employment on the basis of
membership in one of the listed groups.

2. Disparity of treatment in educational programs and related support setvices on the basis of membership
in one of the listed groups.

3. Limitation in access to housing, or to participation in athletic, social, cultural or other activities of the
University because of race, colot, religion, age, sexual otientation, disability, national origin, matital status
and/or veteran status.

4. Discrimination of the foregoing types on the basis of sex, unless based on bona fide requirements or
distinctions, in housing, restrooms, athletics and other such areas.

5. Retaliation for filing complaints or protesting practices which are prohibited under this rule.
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(c) Conduct which falls into the definition of harassment includes, but is not limited to, harassment
based on race, color, religion, age, disability, gender, sexual orientation, national origin, marital status
or veteran status. (For harassment on the basis of sex, see 6C8- 1.010.) Within the content context of




this rule, harassment is defined as conduct which unreasonably interferes with an employee’s, student’s
or applicant’s status or performance by creating an intimidating, hostile, or offensive working or
educational environment. It includes offensive or demeaning language or treatment of an individual,
where such language or treatment is based typically on prejudicial stereotypes of a group to which an
individual may belong. It includes, but is not limited to, objectionable epithets, threatened or actual
physical harm or abuse, or other intimidating or insulting conduct directed against the individual.

(d) Scope of prohibitions: Activities covered under this rule include, but are not limited to, all
educational, athletic, cultural and social activities occurring on a campus of or sponsored by Florida
International University, housing supplied by the University, and employment practices between the
University and its employees, including Other Personnel Services (AOPS@) employees.

() When referred to in this rule, days means calendar days unless otherwise noted.
(3) Procedures for Reporting Violations and Conducting Investigations and Complaints.

(a) Administration and Consultation. The Office of Equal Opportunity Programs shall
administer the policies and procedures outlined in this rule. The Office of Equal Opportunity

Programs shall answer inquiries regarding the procedures contained in this rule and may provide
informal advice regarding issues of discrimination. In cases where the potential complainant chooses
not to file a formal complaint, action will be taken to inform the alleged offender of the concerns,
suggesting that the individual monitor and modify (if necessary) his/her behavior.

(b) Complaints.

1. A complaint must be made in writing to the Office of Equal Opportunity Programs. The
complaint shall contain the name of the complainant and state the nature of the act(s) complained of,
including such details as the name of the alleged offender and the date(s) or approximate date(s) on
which the offending act(s) occurred, the name(s) of any witnesses, and the desired resolution(s).

2. A complaint must be filed within one hundred (100) days of the alleged act(s) of discrimination, or
in the case of a student complaint against a faculty member, within ten (10) University business days of
the beginning of class of the following semester.

3. The Office of Equal Opportunity Programs shall investigate the complaint. This investigation may
include, but shall not be limited to, interviewing the person complained about regarding the
allegations, interview of other persons who may have information relevant to the allegations,
preparation of witness statements for all persons interviewed, and review of any relevant
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documents. Upon completion of the investigation, a report shall be prepared which includes a summary of the
complaint, a description of the investigation, the findings, and recommendations.

(c) Conciliation. The Office of Equal Opportunity Programs may attempt conciliation during the course of an
investigation of a complaint. If conciliation is not achieved, then the Office of Equal Opportunity Programs shall
continue to investigate the complaint, and shall issue a written finding concerning probable cause within a
maximum of one hundred (100) days. If conciliation of the complaint was achieved between the parties in
cooperation with the Office of Equal Opportunity Programs, and the alleged offender fails to abide by the
agreement or retaliates against the complainant, the complainant or supetvisor should notify the Office of Equal
Opportunity Programs. The Vice President for Student Affairs and Human Resources or a designee may then



require the complaint to proceed as if conciliation had not been reached.

(d) Findings. The report of the Office of Equal Opportunity Programs shall be made known to the Vice
President for Student Affairs and Human Resources or designee, the complainant, the alleged offender, the
immediate supetvisor of the alleged offender, and the appropriate vice president.

(e) Review.

1. Either party may seek review of the finding of the Office of Equal Opportunity Programs to the Vice
President for Student Affairs and Human Resources or a designee by filing a request for a review within twenty
(20) days of receipt of the Office of Equal Opportunity Programs finding. It shall specify the basis of the appeal.
The appeal shall be based on one or more of the following: relevant evidence was not reviewed and/or new
evidence is available; or, the factual evidence was insufficient to support the findings.

2. The request shall be in writing, and shall set forth the issues to be considered in the appeal.
Copies of the appeal shall be provided to the opposing party and to the Director, Equal
Opportunity Programs.

3. The opposing party and the Director , Equal Opportunity Programs, may file a response to the appeal to the
Vice President for Student Affairs and Human Resources or designee within twenty (20) days of receipt of the

appeal.

4. The Vice President for Student Affairs and Human Resources or designee shall issue a written finding no
more than twenty (20) days after the receipt of the appeal, or of a response to the appeal, whichever is later.

(f) Resolution. Upon final acceptance by the Vice President for Student Affairs and Human Resources or designee
of a finding on the complaint, the immediate supervisor of the alleged offender may provide a reasonable
resolution to the complaint (e.g., that a student be allowed to change sections, that the employee report to a
different supervisor) and may also recommend or take disciplinaty action against the alleged offender; the
proposed resolution shall be approved by the Office of Equal Opportunity Programs. Disciplinary action shall be
taken in accordance
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with the rules and regulations affecting the class of employee and the terms of any applicable collective
bargaining agreement.

(g) Prohibition of Retaliation. No University employee shall retaliate against a complainant. Any attempt to
penalize a student, employee or agent for initiating a complaint through any form of retaliation shall be treated
as a separate allegation of discrimination.

Specific Authority 1001.74(4), FS. Law Implemented 1000.05, 1001.74(10), (19), 1006.60, 1012.92 ES.
History--New 7-6-97, Amended 11-3-02,
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Florida International University
Division of Human Resources

Same-Sex Domestic Partnership Health Insurance Stipend

Purpose:

To provide financial assistance to FIU employees in same-sex domestic partnerships, to obtain
affordable health insurance coverage for a same-sex domestic partner.

Policy:

FIU employees who meet the participation requirements set out in the policy will be eligible for a
health insurance stipend to assist in defraying the cost of health insurance for a same-sex
domestic partner. The annual stipend amount will be the difference between the University’s
annual contribution for a 1.00 FTE employee for employee-only coverage at the cost level
selected by the employee, and the University contribution for family coverage at the same cost
level. The stipend amount will be adjusted whenever changes are made in the employee’s
coverage selection or in the amount of the University contribution to the FIU health insurance,
to reflect such changes. The stipend will be paid to participating eligible FIU employees on a
quarterly basis.

Eligibility:
For the purposes of this policy, a domestic partner is an individual of the same sex who shares a
committed and mutually-dependent relationship with the University employee. In order to be

eligible for the health benefit stipend, the employee must have individual coverage with the
University and both the employee and domestic partner must attest that:

1. they are of the same sex, and for this reason are unable to. marry each other under

Florida Law,

2. they are at least eighteen (18) years of age, and have the mental capacity to consent to a
contract,

3. they are unmarried and unrelated by blood,

4. they have resided together for at least the prior six (6) months.

5. they are jointly responsible for each other’s financial obligations, including household
and living expenses and medical expenses,

6. the non-employee domestic partner is not employed or is not eligible for health benefits
through his or her employer,

7. they have completed the Declaration of Domestic Partnership Certification,

8. medical coverage is in effect for the domestic partner and coverage shall be maintained
during any period for which the same-sex domestic partner health insurance stipend is
sought, and

9. the employee is covered under FIU’s health insurance plan with individual coverage.

Required Documentation:



The employee must submit documentation (such as an employer-provided handbook, benefits booklet or
notification) showing that the partner’s employer does not provide health insurance coverage or that the
partner is not eligible for such coverage, or that the partner is not presently employed. in addition, proof of
domestic partner medical coverage must be sent to FIU’s Department of Benefits Administration on a semi-
annual basis.

Additionally, at least THREE (3) of the following documents must be submitted to support the domestic
partner relationship:

Joint ownership of real property in the prior 6-month period

Mutual designation as attorney in durable power of attorney documents
Joint ownership of personal property or assets, such as automobiles or stock
Designation of health care surrogate

Joint bank account for at least the prior 6-month period

Legal documentation demonstrating joint adoption or legal guardianship of any dependents, whether
children or adults

Joint loan

Joint credit card for at least the prior 6-month period

Joint lease

Designation of Beneficiary (Life insurance)

Designation of Beneficiary (Retirement Plan)

Designation of Beneficiary (Will)
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Confidentiality:

At Florida international University, all benefit elections are treated with the highest degree of
confidentiality and sensitivity. information about employee election or patticipation in the same-sex
domestic partner health insurance stipend will be subject to and maintained according to the same
strict internal processes and protocols for all confidential employee information. Internal and external
access to employee benefit data, including information relating to participation in this policy, is
limited to only those individuals directly responsible for managing data, budget, and entering
employee elections, and such data is shared only on a need-to-know basis.

Tax implications:

The amount of the cash stipend will be taxable to the employee and subject to FICA and income tax
withholding only. This amount will not count towards retirement, life insurance or any other benefits.

Enrollment and Participation Procedures:

An employee who wishes to participate in the same-sex domestic partnership health

insurance stipend must (1) complete the Declaration of Same-Sex Domestic Partnership
Certification form found on the Division of Human Resources’ website, and (2) submit
the completed Certification form, the attestations of the employee and domestic partner



and the required documentation in a personal/confidential envelope to the Benefits
Department in care of the Director of Benefits.

Upon receipt of the necessary form, documentation and attestations, the application will
be reviewed, If approved, the Division of Human Resources will consider the partnership
registered as of the date on the Certification form and will notify the employee in writing
in a personal/confidential envelope.

Once participation and eligibility is approved, documentation showing continued health
insurance coverage for the domestic partner must be submitted to the Benefits
Department on an annual basis. FIU may terminate the health insurance stipend if the
domestic partner does not provide proof of continued medical coverage.

Termination of Participation:

An employee receiving the health insurance stipend shall notify the Benefits Department,
in writing, immediately upon the termination of the domestic partnership for which
participation has been approved, by completing the Declaration of Termination of Same-
Sex Domestic Partnership Certification form and forwarding it to the Benefits
Department within thirty (30) days of its termination. The employee must then wait one
year from the date of the notice before obtaining eligibility for same-sex domestic partner
stipend, except if (1) the employee Is registering the same domestic partnership within
thirty (30) days of submitting notice of termination of that domestic partnership, or (2)
the employee’s former domestic partnership was dissolved through the death of the
domestic partner.

An employee who makes false statements about satisfying the eligibility criteria or fails to
notify the Division of Human Resources’ Benefits Department of a change in status will
be subject to disciplinary action up to and including dismissal.



Florida International University
Division of Human Resources

Severe Weather/Emergency Closing
Purpose:

To provide guidelines for employees in the event of severe weather or emergency closing of the
University.

Policy:

Although the University will make every effort to remain open on scheduled workdays, there may be
instances where conditions make it impossible to do so. These include, but are not limited to, severe
weather, declared state of emergency, utility disruptions, natural disasters and terrorist actions. In all

cases, employee safety will be the primary consideration.

Recognizing that employees with disabilities may require additional time to prepare for and respond to
challenges presented by inclement weather conditions such as hurricanes, a voluntary participation
program was created for early notification of inclement weather conditions.

During periods of inclement weather conditions, staff in the Department of Equal Opportunity
Programs will contact individuals on the registry to advise them of the situation. Therefore, if special
arrangements need to be made, advance warning is provided to those employees.

During periods of severe inclement weather, public emergency or other crisis, the President or a
designated executive officer of the University may issue an announcement of campus status as
appropriate to the situation on the university telephone system (305-348-HELP [4357]), UNIVMAIL,
or other appropriate media. In general, such a campus status announcement will inform the general
public, as well as university students and employees that the university campuses or a specific designated
portion of the university is closed for a specific time period.

$ Such announcement may specify that classes are canceled until or after a specified time, ot for the
entire day.
$ Such announcements may specify that all events or programs, including both university and non-
university events held in university facilities, are canceled.
$ Such announcements may specify that certain university offices and facilities are
closed except the following essential offices that never close under any
circumstances:
o University Police
Office of Residence Life/Housing Units
Utility Plants
Emergency Maintenance Operations

o
o
o
o Any research unit where the integrity of the research must be preserved

o Service units that routinely operate on a seven day per week, twenty-four hour per day service
schedule
o Other essential employees previously identified by each respective Vice President



Compensating employees for time away from the University due to severe weather or an emergency closing
will be determined at the time of the event and will be conveyed via
UNIVMAIL,



University:

Part Il

Fall 03
Fall 04

Change
% increase

Program Analysis - Annual Equity Report

2004-05

Florida International University

A. Entering Graduate Students Enrollment Rates

Black

240.0

307.0

67.0
27.9%

Hispanic White Other Minority Total
645.0 460.0 187.0 1532.0
763.0 504.0 241.0 1815.0
118.0 44.0 54.0 283.0
18.3% 9.6% 28.9% 18.5%

Gap B-W
-220.0
-197.0

23.0
-10.5%

Gap H-W Gap OM-W

185.0 -273.0
259.0 -263.0

74.0 10.0
40.0% -3.7%

*Other Minority Includes International Students, Asian/Pacific Islander and American Indian/Alaskan Natives

Fall 03
Fall 04

Change
% increase

2002-03
2003-24

Change
% increase

Black

571.0

600.0

29.0
5.1%

Black

188.0

218.0

30.0
16.0%

B. Graduate Enrollment Rates

Hispanic White Other Minority Total
1909.0 1391.0 188.0 4937.0
1885.0 1343.0 189.0 5074.0

-24.0 -48.0 1.0 137.0
-1.3% -3.5% 0.5% 2.8%

C. Graduate Completion Rates

Hispanic White Other Minority Total
748.0 437.0 47.0 1830.0
743.0 494.0 68.0 1939.0

-5.0 57.0 21.0 109.0
-0.7% 13.0% 44.7% 6.0%

Gap B-W
-820.0
-743.0

77.0
-9.4%

Gap B-W
-249.0
-276.0

-27.0
10.8%

Gap H-W Gap OM-W
518.0 -1203.0
542.0 -1154.0

24.0 49.0
4.6% -4.1%

Gap H-W Gap OM-W

311.0 -390.0
249.0 -426.0
-62.0 -36.0
-19.9% 9.2%

Male

642

783

141.0
22.0%

Male

2076

2223

147.0
7.1%

Male

810

832

22.0
2.7%

Female

889

1032

143.0
16.1%

Female

2861

2851

-10.0
-0.3%

Female

1020

1147

127.0
12.5%
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Part IV

Fall 03
Fall 04

Change
% increase

FTIC Fall 03
Sophomore F

Change
% increase

2002-03
2003-04

Change
% increase

A. Undergraduate Students Enrollment Rates (FTICs)

Black Hispanic White Other Minority Total

155.0 885.0 345.0 83.0 1519.0
175.0 1151.0 381.0 80.0 1878.0

20.0 266.0 36.0 -3.0 359.0
12.9% 30.1% 10.4% -3.6% 23.6%

B. Undergraduate Students Retention Rates

Black Hispanic White Other Minority Total

158.0 936.0 357.0 88.0 1590.0
130.0 802.0 272.0 75.0 1319.0
-28.0 -134.0 -85.0 -13.0 -271.0
-17.7% -143% -23.8% -14.8%  -17.0%

C. Undergraduate Students Graduation Rates

Black Hispanic White Other Minority Total

589.0 2460.0 838.0 173.0 4593.0
636.0 2547.0 909.0 185.0 4800.0
47.0 87.0 71.0 12.0 207.0
8.0% 3.5% 8.5% 6.9% 4.5%

Gap B-W
-190.0
-206.0

-16.0
8.4%

Gap B-W
-199.0
-142.0

57.0
-28.6%

Gap B-W
-249.0
-273.0

-24.0
9.6%

Gap H-W
540.0
770.0

230.0
42.6%

Gap H-W
579.0
530.0

-49.0
-8.5%

Gap H-W
1622.0
1638.0

16.0
1.0%

Gap OM-W
-262.0
-301.0

-39.0
14.9%

Gap OM-W
-269.0
-197.0

72.0
-26.8%

Gap OM-W
-665.0
-724.0

-59.0
8.9%

Male

744

924

180.0
24.2%

Male

764

610

-154.0
-20.2%

Male

1816

1851

35.0
1.9%

Female

775

954

179.0
23.1%

Female

826

709

-117.0
-14.2%

Female

2777

2949

172.0
6.2%
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PART V

ISSUES IN ATHLETICS

Corrective Action Plan for Non-Compliance Components in Athletics

1)
Gender Equity in
Athletics Component

2)
Planned Actions To Address
Deficiencies Found in Athletics

©)
Responsible Person(s) and
Contact Information

(4)

Time Lines

Equipment and
practice facilities
for swimming and
diving program

During a team meeting, it was
indicated that student-athletes did
not receive practice suits, towels
and sandals. These items have
been purchased for next year out
of this year’s budget and will be
on hand for the beginning of the
2005-06 school year.

It was reported during exit
interviews that during winter
holiday that meals and travel were
not manageable due to lack of
resting places at the Biscayne Bay
campus. Next year, funds will be
added to the administrative budget
to cover either dorm rooms on the
BBC campus or hotel rooms for
the entire holiday training period
as well as a catered meal between
the morning and afternoon
practice. Cost is yet to be
determined.

The delay in the construction of
the new Recreation Center on the
Biscayne Bay campus has left the
program without locker room
space for the 2 Saturday practices
and the 3-4 competition meets
(this accounts for a total of 16
sessions). This problem will be
alleviated once the new center is
built.

Mr. Rick Mello, Director of
Athletics

Ms. Julie Berg, Associate
Director of Athletics

Dr. Steve Fain, Faculty
Athletic Representative

August 2005

December

2006




The diving well was not heated August 2005
this year. There was money
allocated for the well — see
attached e-mail — but the funds
were expended by the BCC staff to
meet other needs. The heater will
be installed by the start of the 2005
Fall Semester.

The above Corrective Action Plan will be implemented to bring the institution into
compliance within the time frame indicated in the Plan. If already completed, indicate
completion date.

Signature of the Athletic Director Date

Review Completion Date

Signature of the Title IX Coordinator and/or Date
Title IX Committee Chair

Review Completion Date




TABLE 1
STATE UNIVERSITY SYSTEM OF FLORIDA (SUS)
EQUITY ACCOUNTABILITY PROGRAM (EAP) PROGRESS REPORT, 2004-2005
PERSONNEL TRANSACTIONS*
BY RACE AND GENDER

University  Florida International University

Position Male Female White African American Hispanic Other(1) Grand
Category # % # % # % # % # % # % Total
Senior Level Admin. 6 54.5% 5 45.5% 8 72.7% 0 0.0% 3 27.3% 0 0.0% 11
Academic Admin.
Chairperson 1 50.0% 1 50.0% 2 100.0% 0 0.0% 0 0.0% 0 0.0% 2
Dean 1 100.0% 0 0.0% 1 100.0% 0 0.0% 0 0.0% 0 0.0% 1
Director 1 50.0% 1 50.0% 1 50.0% 0 0.0% 0 0.0% 1 50.0% 2
Librarian 0 0.0% 1 100.0% 1 100.0% 0 0.0% 0 0.0% 0 0.0% 1
Executive 1 100.0% 0 0.0% 1 100.0% 0 0.0% 0 0.0% 0 0.0% 1
Total 4 57.1% 3 42.9% 6 85.7% 0 0.0% 0 0.0% 1 14.3% 7
Ranked Faculty
Full Professor 32 84.2% 6 15.8% 26 68.4% 0 0.0% 2 5.3% 10 26.3% 38
Associate Professor 25 52.1% 23 47.9% 22 45.8% 4 8.3% 12 250% 10 20.8% 48
Assistant Professor 54 71.1% 22 28.9% 46 60.5% 6 7.9% 4 5.3% 20 26.3% 76
Instructor 2 28.6% 5 71.4% 3 42.9% 0 0.0% 2 28.6% 2 28.6% 7
Total 113  66.9% 56 33.1% 97 57.4% 10 5.9% 20 11.8% 42 249% 169
Grand Total 123  65.8% 64 34.2% 111 59.4% 10 5.3% 23 123% 43 23.0% 187

* Personnel transactions include new hires and promotions into one of the above position categories.
Note: The percentage representation by race and by gender is calculated based on the total transactions in each EAP category.

(1) Includes Asians, Pacific Islanders, American Indians, and Alaskan Natives.

SOURCE: Academic Year 2004-05 personnel transactions, as reported by the university.



TABLE 2a
STATE UNIVERSITY SYSTEM OF FLORIDA (SUS)
EQUITY ACCOUNTABILITY PROGRAM (EAP) UPDATE, 2004-2005
RACE GENDER REPRESENTATION IN SENIOR LEVEL ADMINISTRATIVE POSITIONS
COMPARISON OF FALL 2003 AND FALL 2004

University Florida International University

Senior Level Admin. Male Female White African American Hispanic Other*
FALL 2003 42.7% 57.3% 52.4% 13.6% 34.0% 0.0%

FALL 2004 47.2% 52.8% 48.1% 13.2% 38.7% 0.0%

CHANGE FROM 2003 TO 2004 4.5% -4.5% -4.3% -0.4% 4.7% 0.0%

* Includes Asians, Pacific Islanders, American Indians, and Alaskan Natives.

Note: Due to rounding, race and gender percentages may not sum to zero.

SOURCE:



TABLE 2b
STATE UNIVERSITY SYSTEM OF FLORIDA (SUS)
EQUITY ACCOUNTABILITY PROGRAM (EAP) UPDATE, 2004-2005
RACE GENDER REPRESENTATION IN ACADEMIC ADMINISTRATIVE POSITIONS
COMPARISON OF FALL 2003 AND FALL 2004

University Florida International University

Academic Administration Male Female White African American Hispanic Other*

Chairperson

Fall 2003 73.7% 26.3% 71.1% 10.5% 7.9% 10.5%

Fall 2004 75.7% 24.3% 78.4% 2.7% 8.1% 10.8%

Change from 2003 to 2004 2.0% -2.0% 7.3% -7.8% 0.2% 0.3%
Dean

Fall 2003 72.7% 27.3% 72.7% 9.1% 9.1% 9.1%

Fall 2004 70.0% 30.0% 70.0% 10.0% 10.0% 10.0%

Change from 2003 to 2004 -2.7% 2.7% -2.7% 0.9% 0.9% 0.9%
Director

Fall 2003 62.7% 37.3% 72.5% 7.8% 15.7% 3.9%

Fall 2004 62.0% 38.0% 76.0% 8.0% 14.0% 2.0%

Change from 2003 to 2004 -0.7% 0.7% 3.5% 0.2% -1.7% -1.9%
Librarian

Fall 2003 25.0% 75.0% 62.5% 12.5% 12.5% 12.5%

Fall 2004 33.3% 66.7% 66.7% 11.1% 11.1% 11.1%

Change from 2003 to 2004 8.3% -8.3% 4.2% -1.4% -1.4% -1.4%
Executive

Fall 2003 80.0% 20.0% 70.0% 10.0% 20.0% 0.0%

Fall 2004 81.8% 18.2% 72.7% 9.1% 18.2% 0.0%

Change from 2003 to 2004 1.8% -1.8% 2.7% -0.9% -1.8% 0.0%
Total

Fall 2003 66.1% 33.9% 71.2% 9.3% 12.7% 6.8%

Fall 2004 66.7% 33.3% 75.2% 6.8% 12.0% 6.0%

Change from 2003 to 2004 0.6% -0.6% 4.0% -2.5% -0.7% -0.8%

* Includes Asians, Pacific Islanders, American Indians, and Alaskan Natives.
NOTE: Due to rounding, race and gender percentages may not sum to zero.

Source:



SOURCE:

TABLE 2c

STATE UNIVERSITY SYSTEM OF FLORIDA (SUS)
EQUITY ACCOUNTABILITY PROGRAM (EAP) UPDATE, 2004-2005
RACE GENDER REPRESENTATION IN RANKED FACULTY POSITIONS

COMPARISON OF FALL 2004 AND FALL 2005

University Florida International University

Ranked Faculty Male Female White African American Hispanic Other*

Full Professor

Fall 2003 79.6% 20.4% 72.1% 4.2% 14.3% 9.4%

Fall 2004 80.0% 21.3% 71.0% 4.3% 14.7% 10.0%

Change from 2003 to 2004 0.5% 0.9% -1.1% 0.1% 0.4% 0.5%

Associate Professor

Fall 2003 64.4% 35.6% 65.3% 7.7% 13.2% 13.8%

Fall 2004 64.7% 34.6% 66.0% 8.0% 13.3% 12.7%

Change from 2003 to 2004 0.3% -1.0% 0.7% 0.2% 0.2% -1.1%

Assistant Professor

Fall 2003 60.2% 39.8% 60.5% 8.3% 14.0% 17.2%

Fall 2004 60.9% 39.1% 58.5% 11.5% 9.7% 20.3%

Change from 2003 to 2004 0.7% -0.7% -2.0% 3.2% -4.3% 3.1%

Instructor

Fall 2003 54.4% 45.6% 67.8% 7.8% 18.9% 5.6%

Fall 2004 47.0% 41.6% 73.5% 7.2% 16.9% 2.4%

Change from 2003 to 2004 -7.5% -4.0% 5.7% -0.5% -2.0% -3.1%
Total

Fall 2003 67.3% 32.7% 66.8% 6.8% 14.3% 12.2%

Fall 2004 67.1% 32.0% 66.8% 7.4% 13.4% 12.3%

Change from 2003 to 2004 -0.2% -0.8% 0.0% 0.7% -0.9% 0.2%

* Includes Asians, Pacific Islanders, American Indians, and Alaskan Natives.
NOTE: Due to rounding, race and gender percentages may not sum to zero.



TABLE 3a
STATE UNIVERSITY SYSTEM OF FLORIDA (SUS)
EQUITY ACCOUNTABILITY PROGRAM (EAP) UPDATE, 2004-2005
FALL 2004 HEADCOUNT OF EMPLOYEES
BY RACE AND GENDER

University  Florida International University

Position Male Female White African American Hispanic Other* Grand
Category # % # % # % # % # % # % Total
Senior Level Admin. 50 47.2% 56 52.8% 51 48.1% 14 13.2% 41  38.7% 0 0.0% 106

Academic Admin.

Chairperson 28 75.7% 9 24.3% 29 78.4% 1 2.7% 3 8.1% 4 10.8% 37
Dean 7 70.0% 3 30.0% 7 70.0% 1 10.0% 1 10.0% 1 10.0% 10
Director 31 62.0% 19 38.0% 38 76.0% 4 8.0% 7 14.0% 1 2.0% 50
Librarian 3 33.3% 6 66.7% 6 66.7% 1 11.1% 1 11.1% 1 11.1% 9
Executive 9 81.8% 2 18.2% 8 72.7% 1 9.1% 2 18.2% 0 0.0% 11
Total 78 66.7% 39 33.3% 88 75.2% 8 6.8% 14 12.0% 7 6.0% 117
Ranked Faculty
Full Professor 425 80.0% 113 21.3% 377 71.0% 23 4.3% 78 147% 53 10.0% 531
Associate Professor 398  64.7% 213 34.6% 406 66.0% 49 8.0% 82 133% 78 12.7% 615
Assistant Professor 207  60.9% 133 39.1% 199 58.5% 39 11.5% 33 9.7% 69 20.3% 340
Instructor 78 47.0% 69 41.6% 122 73.5% 12 7.2% 28  16.9% 4 2.4% 166
Total 1108 67.1% 528 32.0% 1104 66.8% 123 7.4% 221 13.4% 204 12.3% 1652
Grand Total 1236 65.9% 623 33.2% 1243 66.3% 145 7.7% 276 14.7% 211 11.3% 1875

* Includes Asians, Pacific Islanders, American Indians, and Alaskan Natives.

NOTE: Due to rounding, race and gender percentages may not sum to zero.

SOURCE:



TABLE 3b
STATE UNIVERSITY SYSTEM OF FLORIDA (SUS)
EQUITY ACCOUNTABILITY PROGRAM (EAP) UPDATE, 2003-2004
FALL 2003
HEADCOUNT OF EMPLOYEES
BY RACE AND GENDER

University  Florida International University

Position Male Female White African American Hispanic Other* Grand
Category # % # % # % # % # % # % Total
Senior Level Admin. 44 42.7% 59 57.3% 54 52.4% 14 13.6% 35 34.0% 0 0.0% 103

Academic Admin.

Chairperson 28 73.7% 10 26.3% 27 71.1% 4 10.5% 3 7.9% 4 10.5% 38
Dean 8 72.7% 3 27.3% 8 72.7% 1 9.1% 1 9.1% 1 9.1% 11
Director 32 62.7% 19 37.3% 37 72.5% 4 7.8% 8 15.7% 2 3.9% 51
Librarian 2 25.0% 6 75.0% 5 62.5% 1 12.5% 1 12.5% 1 12.5% 8
Executive 8 80.0% 2 20.0% 7 70.0% 1 10.0% 2 20.0% 0 0.0% 10
Total 78 66.1% 40 33.9% 84 71.2% 11 9.3% 15 12.7% 8 6.8% 118
Ranked Faculty
Full Professor 413 79.6% 106 20.4% 374 T72.1% 22 4.2% 74 14.3% 49 9.4% 519
Associate Professor 416 64.4% 230 35.6% 422 65.3% 50 7.7% 85 13.2% 89 13.8% 646
Assistant Professor 189 60.2% 125 39.8% 190 60.5% 26 8.3% 44 14.0% 54 17.2% 314
Instructor 98 54.4% 82 45.6% 122 67.8% 14 7.8% 34 18.9% 10 5.6% 180
Total 1116 67.3% 543 32.7% 1108 66.8% 112 6.8% 237 143% 202 12.2% 1659
Grand Total 1238 65.9% 642 34.1% 1246 66.3% 137 7.3% 287 153% 210 11.2% 1880

* Includes Asians, Pacific Islanders, American Indians, and Alaskan Natives.

NOTE: Due to rounding, race and gender percentages may not sum to zero.

SOURCE:



SOURCE:

TABLE 4
STATE UNIVERSITY SYSTEM OF FLORIDA (SUS)
EQUITY ACCOUNTABILITY PROGRAM (EAP) UPDATE, 2004-2005
HEADCOUNT OF EMPLOYEES IN EAP DEFINED POSITION CATEGORIES
BY RACE AND GENDER

PERCENTAGE POINT DIFFERENCE FROM FALL 2003 TO FALL 2004

University  Florida International University

Male Female White African American Hispanic Other*
Position Category % % % % % %
Senior Level Admin. 4.5% -4.5% -4.3% -0.4% 4.7% 0.0%
Academic Admin.
Chairperson 2.0% -2.0% 7.3% -7.8% 0.2% 0.3%
Dean -2.7% 2.7% -2.7% 0.9% 0.9% 0.9%
Director -0.7% 0.7% 3.5% 0.2% -1.7% -1.9%
Librarian 8.3% -8.3% 4.2% -1.4% -1.4% -1.4%
Executive 1.8% -1.8% 2.7% -0.9% -1.8% 0.0%
Total 0.6% -0.6% 4.0% -2.5% -0.7% -0.8%
Ranked Faculty
Full Professor 0.5% 0.9% -1.1% 0.1% 0.4% 0.5%
Associate Professor 0.3% -1.0% 0.7% 0.2% 0.2% -1.1%
Assistant Professor 0.7% -0.7% -2.0% 3.2% -4.3% 3.1%
Instructor -7.5% -4.0% 5.7% -0.5% -2.0% -3.1%
Total -0.2% -0.8% 0.0% 0.7% -0.9% 0.2%
Grand Total 0.1% -0.9% 0.0% 0.4% -0.5% 0.1%

* Includes Asians, Pacific Islanders, American Indians, and Alaskan Natives.

NOTE: Due to rounding, race and gender percentages may not sum to zero.



TABLE 5
STATE UNIVERSITY SYSTEM OF FLORIDA (SUS)
EQUITY ACCOUNTABILITY PROGRAM (EAP) UPDATE, 2004-2005
FALL 2004 HEADCOUNT OF EMPLOYEES AND 2005 GOALS ESTABLISHED
BY RACE AND GENDER

University  Florida International University

Female African American Hispanic Other* Grand Total
EAP Fall 2004 [ Under| 2005 | [ Fall 2004 {Under| 2005 || Fall 2004 |Under| 2005 | | Fall 2004 |Under| 2005 Fall 2004
Position Category [Headcount| rep |Goals||Headcount| rep [Goals||Headcount| rep [Goals|(Headcount| rep |[Goals|| Headcount
Senior Level Admin. 56 0 0 14 0 0 41 0 0 0 -2 0 106
Academic Admin.
Chairperson 9 -7 0 1 1 0 3 -5 0 4 1 0 37
Dean 3 -1 0 1 0 0 1 -1 0 1 2 0 10
Director 19 -3 0 4 -1 1 7 -4 0 1 3 0 50
Librarian 6 0 0 1 0 0 1 -1 0 1 1 0 9
Executive 2 1 0 1 1 0 2 0 0 0 2 0 11
Total 39 -10 0 8 1 1 14 -11 0 7 9 0 117
Ranked Faculty
Full Professor 113 51 1 23 18 0 78 11 0 53 32 0 531
Associate Professor 213 33 2 49 11 0 82 7 0 78 35 0 615
Assistant Professor 133 21 7 39 8 4 33 10 2 69 34 4 340
Instructor 69 6 2 12 13 0 28 11 0 4 31 1 166
Total 528 111 | 12 123 50 4 221 39 2 204 132 5 1652
Grand Total 623 101 | 12 145 51 5 276 28 2 211 139 5 1875

* |Includes Asians, Pacific Islanders, American Indians, and Alaskan Natives.

SOURCE:



2 Tenure/ Admin Activity 2003-04 |
Fall (Hires/ Fall |Availabil Over/Unde
2 EAP Employ Code Faculty Race/ 2003 2004 Promotions) 2004 ity 2005 Expected r Under_rep
Head Head
Univ Category CIP Category Rank Gender count |Goals| During 2003-04 | count | Percent Goals
A B C D E F G 1 J K L M
Florida International University
1 99 1 09 oM 1 0.02 2 2 -2
1 99 1 09 B 14 14 0.1 11 3 0
A&P 1 99 1 09 H 35 3 41 0.23 24 17 0
1 99 1 09 W 54 8 51 0 51 0
1 99 1 09 M 44 6 50 0 50 0
1 99 1 09 F 59 5 56 0.45 48 8 0
2 99 2 09 oM 2 1 1 0.014 1 0 0
2 99 2 09 B 4 4 0.096 5 -1 -1
2 99 2 09 H 8 1 7 0.217 11 -4 -4
Directors |2 99 2 09 W 37 1 38 0 38 0
2 99 2 09 M 32 1 31 0 31 0
2 99 2 09 F 19 1 1 19 0.433 22 -3 -3
2 99 3 09 oM 1 1 0.031 0 1 0
Deans 2 99 3 09 B 1 1 0.078 1 0 0
2 99 3 09 H 1 1 0.236 2 -1 -1
2 99 3 09 W 8 1 7 0 0 7 0
2 99 3 09 M 8 1 7 0 0 7 0
2 99 3 09 F 3 1 3 0.372 4 -1 -1
2 99 4 09 oM 4 4 0.015 1 3 0
2 99 4 09 B 4 1 0.096 4 -3 -3
Chairs 2 99 4 09 H 3 1 3 0.216 8 -5 -5
2 99 4 09 W 27 2 29 0 0 29 0
2 99 4 09 M 28 1 28 0 0 28 0
2 99 4 09 F 10 1 9 0.433 16 -7 -7
2 99 5 09 oM 1 1 0.071 1 0 0
2 99 5 09 B 1 1 0.09 1 0 0
Librarians |2 99 5 09 H 1 1 0.207 2 -1 -1
2 99 5 09 W 5 1 6 0 0 6 0
2 99 5 09 M 2 3 0 0 3 0
2 99 5 09 F 6 1 6 0.31 3 3 0
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2 Tenure/ Admin Activity 2003-04 |
Fall (Hires/ Fall |Availabil Over/Unde
2 EAP Employ Code Faculty Race/ 2003 2004 Promotions) 2004 ity 2005 r Under_rep
Head Head
Univ Category CIP Category Rank Gender count |Goals| During 2003-04 | count | Percent Goals
A B C D E F G 1 J K L M
2 99 6 09 oM 0.023 0 0 0
2 99 6 09 B 1 1 0.11 1 0 0
2 99 6 09 H 2 2 0.17 2 0 0
Executives |2 99 6 09 W 7 1 8 0 0 8 0
2 99 6 09 M 8 1 9 0 0 9 0
2 99 6 09 F 2 1 2 0.36 4 2 -2
3 00 9 01 oM 25 5 27 0 0 27 0
3 00 9 01 B 11 11 0 0 11 0
Prof 3 00 9 01 H 37 1 37 0 0 37 0
3 00 9 01 W 189 13 189 0 0 189 0
3 00 9 01 M 209 16 211 0 0 211 0
3 00 9 01 F 53 3 53 0 0 53 0
3 00 9 02 oM 45 5 39 0 0 39 0
3 00 9 02 B 25 2 23 0 0 23 0
Assoc Prof |3 00 9 02 H 44 6 42 0 0 42 0
3 00 9 02 W 214 13 205 0 0 205 0
3 00 9 02 M 210 13 200 0 0 200 0
3 00 9 02 F 118 13 109 0 0 109 0
3 00 9 03 oM 27 10 35 0 0 35 0
3 00 9 03 B 14 3 21 0 0 21 0
3 00 9 03 H 24 3 19 0 0 19 0
Asst Prof |3 00 9 03 W 100 23 105 0 0 105 0
3 00 9 03 M 98 28 107 0 0 107 0
3 00 9 03 F 67 11 73 0 0 73 0
3 00 9 04 oM 5 2 2 0 0 2 0
3 00 9 04 B 7 6 0 0 6 0
Instructor |3 00 9 04 H 17 2 14 0 0 14 0
3 00 9 04 W 63 1 61 0 0 61 0
3 00 9 04 M 50 1 45 0 0 45 0
3 00 9 04 F 42 4 38 0 0 38 0
3 03 9 01 oM 0 0 0
Natural 3 03 9 01 B 0 0 0
Resources |3 03 9 01 H 0 0 0
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2 Tenure/ Admin Activity 2003-04 |
Fall (Hires/ Fall |Availabil Over/Unde
2 EAP Employ Code Faculty Race/ 2003 2004 Promotions) 2004 ity 2005 r Under_rep
Head Head
Univ Category CIP Category Rank Gender count |Goals| During 2003-04 | count | Percent Goals
A B C D E F G 1 J K L M
(Environ. |3 03 9 01 w 1 2 0 2 0
Studies) 3 03 9 01 M 1 2 0 2 0

3 03 9 01 F 0 0 0
3 03 9 02 oM 2 3 0 0 3 0
3 03 9 02 B 0 0 0 0
3 03 9 02 H 0 0 0 0
3 03 9 02 W 3 0 0 3 0
3 03 9 02 M 2 5 0 0 5 0
3 03 9 02 F 0 0 0 0
3 03 9 03 oM 2 0 0 0 0
3 03 9 03 B 1 0 0 1 0
3 03 9 03 H 0 0 0 0
3 03 9 03 W 0 0 0 0
3 03 9 03 M 2 1 0 0 1 0
3 03 9 03 F 0 0 0 0
3 03 9 04 oM 0 0 0 0
3 03 9 04 B 0 0 0 0
3 03 9 04 H 0 0 0 0
3 03 9 04 W 1 0 0 1 0
3 03 9 04 M 1 0 0 1 0
3 03 9 04 F 0 0 0 0
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2 Tenure/ Admin Activity 2003-04 |
Fall (Hires/ Fall |Availabil Over/Unde
2 EAP Employ Code Faculty Race/ 2003 2004 Promotions) 2004 ity 2005 r Under_rep
Head Head
Univ Category CIP Category Rank Gender count |Goals| During 2003-04 | count | Percent Goals

A B C D E F G 1 J K L M

3 04 9 01 oM 0 0 0 0
Architecture |3 04 9 01 B 0 0 0 0
3 04 9 01 H 1 1 0 0 1 0
3 04 9 01 W 1 1 0 0 1 0
3 04 9 01 M 2 2 0 0 2 0
3 04 9 01 F 0 0 0 0
3 04 9 02 oM 0.15 1 -1 -1
3 04 9 02 B 1 1 0.078 1 0 0
3 04 9 02 H 3 1 3 0.302 2 1 0
3 04 9 02 W 2 3 0 0 3 0
3 04 9 02 M 5 6 0 0 6 0
3 04 9 02 F 1 1 1 0.222 2 -1 -1
3 04 9 03 oM 1 0.35 1 -1 -1
3 04 9 03 B 0.019 0 0 0
3 04 9 03 H 1 1 0.046 0 1 0
3 04 9 03 W 2 3 0 0 3 0
3 04 9 03 M 2 2 0 0 2 0
3 04 9 03 F 1 2 0.071 0 2 0
3 09 9 01 oM 0 0 0 0
Journalism |3 09 9 01 B 0 0 0 0

3 09 9 01 H 0 0 0 0
3 09 9 01 W 4 4 0 0 4 0
3 09 9 01 M 2 2 0 0 2 0
3 09 9 01 F 2 2 0 0 2 0
3 09 9 02 oM 0.13 0 0 0
3 09 9 02 B 2 0.006 0 0 0
3 09 9 02 H 2 1 0.33 1 0 0
3 09 9 02 W 2 1 0 0 1 0
3 09 9 02 M 2 1 0 0 1 0
3 09 9 02 F 4 1 0.32 1 0 0
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2 Tenure/ Admin Activity 2003-04 |
Fall (Hires/ Fall |Availabil Over/Unde
2 EAP Employ Code Faculty Race/ 2003 2004 Promotions) 2004 ity 2005 r Under_rep
Head Head
Univ Category CIP Category Rank Gender count |Goals| During 2003-04 | count | Percent Goals

A B C D E F G 1 J K L M
3 09 9 03 oM 0.004 0 0 0
3 09 9 03 B 1 1 1 0.07 0 1 0
3 09 9 03 H 0.048 0 0 0
3 09 9 03 W 1 0 0 0 0
3 09 9 03 M 0 0 0 0
3 09 9 03 F 2 1 1 0.37 0 1 0
3 09 9 04 oM 0.004 0 0 0
3 09 9 04 B 0.07 0 0 0
3 09 9 04 H 0.048 0 0 0
3 09 9 04 W 1 0 0 0 0
3 09 9 04 M 1 0 0 0 0
3 09 9 04 F 0.37 0 0 0
3 11 9 01 oM 2 2 4 0 0 4 0

Comp Sci |3 11 9 01 B 0 0 0 0

3 11 9 01 H 1 1 0 0 1 0
3 11 9 01 W 8 1 7 0 0 7 0
3 11 9 01 M 8 3 9 0 0 9 0
3 11 9 01 F 3 3 0 0 3 0
3 11 9 02 oM 5 2 0.051 0 2 0
3 11 9 02 B 0.14 1 -1 -1
3 11 9 02 H 1 2 0.098 1 -1 -1
3 11 9 02 W 4 4 0 0 4 0
3 11 9 02 M 9 6 0 0 6 0
3 11 9 02 F 1 2 0.14 1 -1 -1
3 11 9 03 oM 3 1 4 0.038 0 4 0
3 11 9 03 B 1 1 2 0.019 0 2 0
3 11 9 03 H 0.03 0 0 0
3 11 9 03 W 2 0 0 2 0
3 11 9 03 M 3 2 7 0 0 7 0
3 11 9 03 F 1 1 0.13 1 0 0
3 11 9 04 oM 1 1 0.02
3 11 9 04 B 2 2 0.09
3 11 9 04 H 0.039
3 11 9 04 W 5 5 0
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2 Tenure/ Admin Activity 2003-04 |
Fall (Hires/ Fall |Availabil Over/Unde
2 EAP Employ Code Faculty Race/ 2003 2004 Promotions) 2004 ity 2005 r Under_rep
Head Head
Univ Category CIP Category Rank Gender count |Goals| During 2003-04 | count | Percent Goals
A B C D E F G 1 J K L M
3 11 9 04 M 6 6 0
3 11 9 04 F 2 2 0.37
3 13 9 01 oM 1 1 0 0 1 0
Education |3 13 9 01 B 6 6 0 0 6 0
3 13 9 01 H 0 0 0 0
3 13 9 01 W 13 1 15 0 0 15 0
3 13 9 01 M 15 16 0 0 16 0
3 13 9 01 F 5 1 6 0 0 6 0
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2 Tenure/ Admin Activity 2003-04 |
Fall (Hires/ Fall |Availabil Over/Unde
2 EAP Employ Code Faculty Race/ 2003 2004 Promotions) 2004 ity 2005 Expected r Under_rep
Head Head
Univ Category CIP Category Rank Gender count |Goals| During 2003-04 | count | Percent Goals

A B C D E F G 1 J K L M
3 13 9 02 oM 2 1 2 0.18 5 -3 -3
3 13 9 02 B 4 1 5 0.2 6 -1 -1
3 13 9 02 H 5 4 0.14 4 0 0
3 13 9 02 W 22 1 17 0 0 17 0
3 13 9 02 M 13 12 0 0 12 0
3 13 9 02 F 20 1 1 16 0.75 21 5 -5
3 13 9 03 oM 0.05 1 -1 -1
3 13 9 03 B 1 1 0.078 1 0 0
3 13 9 03 H 3 2 0.052 1 1 0
3 13 9 03 W 11 2 8 0 0 8 0
3 13 9 03 M 9 2 7 0 0 7 0
3 13 9 03 F 6 1 4 0.59 6 2 -2
3 13 9 04 oM 0.05 0 0 0
3 13 9 04 B 0.078 0 0 0
3 13 9 04 H 1 1 0.052 0 1 0
3 13 9 04 W 4 3 0 0 3 0
3 13 9 04 M 3 2 0 0 2 0
3 13 9 04 F 2 2 0.59 2 0 0
3 14 9 01 oM 7 5 0 0 5 0
3 14 9 01 B 0 0 0 0

Engineering |3 14 9 01 H 3 3 0 0 3 0

3 14 9 01 W 11 2 12 0 0 12 0
3 14 9 01 M 21 2 20 0 0 20 0
3 14 9 01 F 0 0 0 0
3 14 9 02 oM 12 11 0.25 7 4 0
3 14 9 02 B 3 2 0.15 4 2 -2
3 14 9 02 H 3 3 0.06 2 1 0
3 14 9 02 W 10 10 0 0 10 0
3 14 9 02 M 24 23 0 0 23 0
3 14 9 02 F 4 3 0.03 1 2 0
3 14 9 03 oM 6 1 10 0.35 6 4 0
3 14 9 03 B 1 1 0.019 0 1 0
3 14 9 03 H 5 3 0.051 1 2 0
3 14 9 03 W 5 1 4 0 0 16 0
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2 Tenure/ Admin Activity 2003-04 |
Fall (Hires/ Fall |Availabil Over/Unde
2 EAP Employ Code Faculty Race/ 2003 2004 Promotions) 2004 ity 2005 r Under_rep
Head Head
Univ Category CIP Category Rank Gender count |Goals| During 2003-04 | count | Percent Goals
A B C D E F G 1 J K L M
3 14 9 03 M 16 2 16 0 0 16 0
3 14 9 03 F 1 2 0.081 1 1 0
3 14 9 04 oM 0.35 1 -1 -1
3 14 9 04 B 0.019 0 0 0
3 14 9 04 H 2 2 0.051 0 2 0
3 14 9 04 W 2 0 0 1 0
3 14 9 04 M 3 1 0 0 1 0
3 14 9 04 F 1 1 0.081 0 1 0
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2 Tenure/ Admin Activity 2003-04 |
Fall (Hires/ Fall |Availabil Over/Unde
2 EAP Employ Code Faculty Race/ 2003 2004 Promotions) 2004 ity 2005 r Under_rep
Head Head
Univ Category CIP Category Rank Gender count |Goals| During 2003-04 | count | Percent Goals
A B C D E F G 1 J K L M
3 16 9 01 oM 0 0 0 0
Foreign Lan(3 16 9 01 B 0 0 0 0
Linguistics |3 16 9 01 H 3 3 0 0 3 0
3 16 9 01 W 3 3 0 0 3 0
3 16 9 01 M 2 2 0 0 2 0
3 16 9 01 F 4 4 0 0 4 0
3 16 9 02 oM 0 0 0 0
3 16 9 02 B 1 4 0.006 0 4 0
3 16 9 02 H 5 2 4 0.64 4 0 0
3 16 9 02 W 2 2 0 0 2 0
3 16 9 02 M 6 1 5 0 0 5 0
3 16 9 02 F 2 1 2 0.32 2 0 0
3 16 9 03 oM 0.048 0 0 0
3 16 9 03 B 0.027 0 0 0
3 16 9 03 H 1 0.07 0 1 0
3 16 9 03 W 0 0 0 0
3 16 9 03 M 0 0 0 0
3 16 9 03 F 1 0.451 0 1 0
3 16 9 04 oM 1 1 0.018 0 1 0
3 16 9 04 B 0.025 0 0 0
3 16 9 04 H 3 2 0.113 1 1 0
3 16 9 04 W 1 2 0 0 2 0
3 16 9 04 M 1 2 0 0 2 0
3 16 9 04 F 3 1 3 0.591 3 0 0
3 19 9 01 oM 0 0 0 0
Family & 3 19 9 01 B 0 0 0 0
Consumer S3 19 9 01 H 0 0 0 0
(Dietetics) |3 19 9 01 w 3 0 0 0 0
3 19 9 01 M 0 0 0 0
3 19 9 01 F 3 1 0 0 0 0
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2 Tenure/ Admin Activity 2003-04 |
Fall (Hires/ Fall |Availabil Over/Unde
2 EAP Employ Code Faculty Race/ 2003 2004 Promotions) 2004 ity 2005 Expected r Under_rep
Head Head
Univ Category CIP Category Rank Gender count |Goals| During 2003-04 | count | Percent Goals

A B C D E F G 1 J K L M
3 19 9 02 oM 0.002 0 0 0
3 19 9 02 B 2 0.241 0 0 0
3 19 9 02 H 1 0.013 0 0 0
3 19 9 02 W 4 0 0 0 0
3 19 9 02 M 0 0 0 0
3 19 9 02 F 7 0.951 0 0 0
3 19 9 03 oM 0.02 0 0 0
3 19 9 03 B 0.097 0 0 0
3 19 9 03 H 0.031 0 0 0
3 19 9 03 W 0 0 0 0
3 19 9 03 M 0 0 0 0
3 19 9 03 F 0.68 0 0 0
3 22 9 01 oM 0 0 0 0

Law 3 22 9 01 B 0 0 0 0

3 22 9 01 H 2 2 0 0 2 0
3 22 9 01 W 6 8 0 0 8 0
3 22 9 01 M 6 8 0 0 8 0
3 22 9 01 F 2 2 0 0 2 0
3 22 9 02 oM 0 0 0 0
3 22 9 02 B 1 1 1 1 0 0 1 0
3 22 9 02 H 0 0 0 0
3 22 9 02 W 2 1 2 0 0 2 0
3 22 9 02 M 2 1 2 0 0 2 0
3 22 9 02 F 1 1 1 0 0 1 0
3 22 9 03 oM 1 1 0 0 1 0
3 22 9 03 B 2 0 0 2 0
3 22 9 03 H 1 2 0 0 2 0
3 22 9 03 W 1 1 2 0 0 2 0
3 22 9 03 M 1 1 4 0 0 4 0
3 22 9 03 F 2 3 0 0 3 0
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2 Tenure/ Admin Activity 2003-04 |
Fall (Hires/ Fall |Availabil Over/Unde
2 EAP Employ Code Faculty Race/ 2003 2004 Promotions) 2004 ity 2005 r Under_rep
Head Head
Univ Category CIP Category Rank Gender count |Goals| During 2003-04 | count | Percent Goals

A B C D E F G 1 J K L M

3 23 9 01 oM 0 0 0 0
English 3 23 9 01 B 1 1 0 0 1 0
3 23 9 01 H 0 0 0 0
3 23 9 01 W 10 11 0 0 11 0
3 23 9 01 M 9 9 0 0 9 0
3 23 9 01 F 2 3 0 0 3 0
3 23 9 02 oM 1 1 0.002 0 1 0
3 23 9 02 B 1 1 1 0.35 5 -4 -4
3 23 9 02 H 1 1 0.013 0 1 0
3 23 9 02 W 13 12 0 0 12 0
3 23 9 02 M 5 5 0 0 5 0
3 23 9 02 F 11 10 0.6 9 1 0
3 23 9 03 oM 0.054 0 0 0
3 23 9 03 B 2 1 2 0.031 0 2 0
3 23 9 03 H 0.055 0 0 0
3 23 9 03 W 4 5 0 0 5 0
3 23 9 03 M 1 1 0 0 1 0
3 23 9 03 F 5 1 6 0.445 3 3 0
3 23 9 04 oM 1 0.054 0 0 0
3 23 9 04 B 0.031 0 0 0
3 23 9 04 H 0.055 0 0 0
3 23 9 04 W 8 8 0 0 8 0
3 23 9 04 M 5 5 0 0 5 0
3 23 9 04 F 4 3 0.445 4 -1 -1
3 25 9 01 oM 0 0 0
Library 3 25 9 01 B 0 0 0

3 25 9 01 H 0 0 0
3 25 9 01 W 0 0 0
3 25 9 01 M 0 0 0
3 25 9 01 F 0 0 0
3 25 9 02 oM 0 0 0
3 25 9 02 B 0 0 0
3 25 9 02 H 0 0 0
3 25 9 02 W 0 0 0
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Tenure/ Admin Activity 2003-04 | \
Fall (Hires/ Fall |Availabil Over/Unde
EAP Employ Code Faculty Race/ 2003 2004 Promotions) 2004 ity 2005 Expected r Under_rep
Head Head
Category CIP Category Rank Gender count |Goals| During 2003-04 | count | Percent Goals
B C D E F G 1 J K L M
3 25 9 02 M 0 0
3 25 9 02 F o O
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2 Tenure/ Admin Activity 2003-04 | \
Fall (Hires/ Fall |Availabil Over/Unde
2 EAP Employ Code Faculty Race/ 2003 2004 Promotions) 2004 ity 2005 Expected r Under_rep
Head Head
Univ Category CIP Category Rank Gender count |Goals| During 2003-04 | count | Percent Goals
A B C D E F G 1 J K L M
3 25 9 03 oM 0 0 0
3 25 9 03 B 0 0 0
3 25 9 03 H 0 0 0
3 25 9 03 W 0 0 0
3 25 9 03 M 0 0 0
3 25 9 03 F 0 0 0
3 26 9 01 oM 2 2 0 0 2 0
Biological S¢3 26 9 01 B 0 0 0 0
3 26 9 01 H 0 0 0 0
3 26 9 01 W 11 1 12 0 0 12 0
3 26 9 01 M 10 1 11 0 0 11 0
3 26 9 01 F 3 3 0 0 3 0
3 26 9 02 oM 2 2 0.003 0 2 0
3 26 9 02 B 1 1 0.006 0 1 0
3 26 9 02 H 1 2 0.013 0 2 0
3 26 9 02 W 9 7 0 0 7 0
3 26 9 02 M 10 9 0 0 9 0
3 26 9 02 F 3 1 3 0.38 1 5 2 -2
3 26 9 03 oM 2 1 2 0.165 2 0 0
3 26 9 03 B 0.028 0 0 0
3 26 9 03 H 1 1 2 0.046 0 2 0
3 26 9 03 W 6 2 6 0 0 6 0
3 26 9 03 M 6 2 7 0 0 7 0
3 26 9 03 F 3 1 3 0.337 3 0 0
3 26 9 04 oM 0.165 0 0 0
3 26 9 04 B 0.028 0 0 0
3 26 9 04 H 0.046 0 0 0
3 26 9 04 W 3 3 0 0 3 0
3 26 9 04 M 2 2 0 0 2 0
3 26 9 04 F 1 1 0.337 1 0 0
3 27 9 01 oM 3 1 3 0 0 3 0
Math & 3 27 9 01 B 1 0 0 1 0
Statistics |3 27 9 01 H 1 1 0 0 1 0
3 27 9 01 W 3 3 0 0 3 0
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2 Tenure/ Admin Activity 2003-04 | \
Fall (Hires/ Fall |Availabil Over/Unde
2 EAP Employ Code Faculty Race/ 2003 2004 Promotions) 2004 ity 2005 Expected r Under_rep
Head Head
Univ Category CIP Category Rank Gender count |Goals| During 2003-04 | count | Percent Goals
A B C D E F G 1 J K L M
3 27 9 01 M 7 1 8 0 8 0
3 27 9 01 F 0 0 0
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2 Tenure/ Admin Activity 2003-04 |
Fall (Hires/ Fall |Availabil Over/Unde
2 EAP Employ Code Faculty Race/ 2003 2004 Promotions) 2004 ity 2005 Expected r Under_rep
Head Head
Univ Category CIP Category Rank Gender count |Goals| During 2003-04 | count | Percent Goals

A B C D E F G 1 J K L M
3 27 9 02 oM 5 4 0.31 6 2 -2
3 27 9 02 B 2 1 1 0.078 1 0 0
3 27 9 02 H 2 1 0.085 2 -1 -1
3 27 9 02 W 12 13 0 0 13 0
3 27 9 02 M 19 1 17 0 0 17 0
3 27 9 02 F 2 1 2 0.24 5 -3 -3
3 27 9 03 oM 1 3 0.003 0 3 0
3 27 9 03 B 1 1 0.007 0 1 0
3 27 9 03 H 0.02 0 0 0
3 27 9 03 W 3 3 0 0 3 0
3 27 9 03 M 4 5 0 0 5 0
3 27 9 03 F 1 2 0.216 2 0 0
3 27 9 04 oM 0.047 1 -1 -1
3 27 9 04 B 0.039 0 0 0
3 27 9 04 H 3 3 0.039 0 3 0
3 27 9 04 W 7 8 0 0 8 0
3 27 9 04 M 3 4 0 0 4 0
3 27 9 04 F 7 7 0.338 4 3 0
3 38 9 01 oM 1 1 0 0 1 0

Philosophy &3 38 9 01 B 0 0 0 0
Religion 3 38 9 01 H 0 0 0 0

3 38 9 01 W 9 1 9 0 0 9 0
3 38 9 01 M 9 1 9 0 0 9 0
3 38 9 01 F 1 1 0 0 1 0
3 38 9 02 oM 0.001 0 0 0
3 38 9 02 B 0.194 1 -1 -1
3 38 9 02 H 1 1 1 0.013 0 1 0
3 38 9 02 W 4 4 0 0 4 0
3 38 9 02 M 3 1 4 0 0 4 0
3 38 9 02 F 2 1 0.385 2 -1 -1
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2 Tenure/ Admin Activity 2003-04 |
Fall (Hires/ Fall |Availabil Over/Unde
2 EAP Employ Code Faculty Race/ 2003 2004 Promotions) 2004 ity 2005 Expected r Under_rep
Head Head
Univ Category CIP Category Rank Gender count |Goals| During 2003-04 | count | Percent Goals
A B C D E F G 1 J K L M
3 38 9 03 oM 0.033 1 0 0 0
3 38 9 03 B 0.027 0 0 0
3 38 9 03 H 0.055 0 0 0
3 38 9 03 W 3 2 3 0 0 3 0
3 38 9 03 M 3 2 2 0 0 2 0
3 38 9 03 F 1 0.431 1 1 0 0
3 40 9 01 oM 1 1 0 0 1 0
Physical 3 40 9 01 B 0 0 0 0
Sciences |3 40 9 01 H 3 3 0 0 3 0
3 40 9 01 W 18 1 20 0 0 20 0
3 40 9 01 M 21 1 23 0 0 23 0
3 40 9 01 F 1 1 0 0 1 0
3 40 9 02 oM 3 1 2 4 0.175 4 0 0
3 40 9 02 B 0.05 1 -1 -1
3 40 9 02 H 1 2 3 0.269 6 -3 -3
3 40 9 02 W 17 2 17 0 0 17 0
3 40 9 02 M 18 3 20 0 0 20 0
3 40 9 02 F 3 1 4 0.092 2 2 0
3 40 9 03 oM 5 1 4 0.244 3 1 0
3 40 9 03 B 0.021 1 0 0 0
3 40 9 03 H 2 0.045 1 -1 -1
3 40 9 03 W 11 5 9 0 0 9 0
3 40 9 03 M 14 4 10 0 0 10 0
3 40 9 03 F 4 2 3 0.25 1 3 0 0
3 40 9 04 oM 0.244 0 0 0
3 40 9 04 B 0.021 1 0 0 0
3 40 9 04 H 1 1 0.045 0 1 0
3 40 9 04 W 0 0 0 0
3 40 9 04 M 0 0 0 0
3 40 9 04 F 1 1 0.25 1 0 1 0
3 42 9 01 oM 0 0 0
Psychology |3 42 9 01 B 0 0 0
3 42 9 01 H 0 0 0
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2 Tenure/ Admin Activity 2003-04 |
Fall (Hires/ Fall |Availabil Over/Unde
2 EAP Employ Code Faculty Race/ 2003 2004 Promotions) 2004 ity 2005 Expected r Under_rep
Head Head
Univ Category CIP Category Rank Gender count |Goals| During 2003-04 | count | Percent Goals
A B C D E F G 1 J K L M

3 42 9 01 W 12 1 12 0 12 0

3 42 9 01 M 6 1 6 0 6 0

3 42 9 01 F 6 6 0 6 0
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2 Tenure/ Admin Activity 2003-04 |
Fall (Hires/ Fall |Availabil Over/Unde
2 EAP Employ Code Faculty Race/ 2003 2004 Promotions) 2004 ity 2005 r Under_rep
Head Head
Univ Category CIP Category Rank Gender count |Goals| During 2003-04 | count | Percent Goals
A B C D E F G 1 J K L M
3 42 9 02 oM 2 2 0.13 2 0 0
3 42 9 02 B 1 1 1 0.06 1 0 0
3 42 9 02 H 2 4 0.15 2 2 0
3 42 9 02 W 7 7 0 0 7 0
3 42 9 02 M 10 9 0 0 9 0
3 42 9 02 F 2 5 0.28 4 1 0
3 42 9 03 oM 0.019 0 0 0
3 42 9 03 B 0.041 0 0 0
3 42 9 03 H 1 1 0.044 0 0 0
3 42 9 03 W 5 2 4 0 0 4 0
3 42 9 03 M 2 2 3 0 0 3 0
3 42 9 03 F 4 1 1 0.537 2 -1 -1
3 42 9 04 oM 0.019 0 0 0
3 42 9 04 B 0.041 0 0 0
3 42 9 04 H 0.044 0 0 0
3 42 9 04 W 3 0 0 3 0
3 42 9 04 M 2 0 0 2 0
3 42 9 04 F 1 0.537 2 -1 -1
3 43 9 01 oM 0 0 0 0
Security & |3 43 9 01 B 0 0 0 0
Protective S(3 43 9 01 H 1 1 0 0 1 0
(Criminal Ju¢3 43 9 01 w 0 0 0 0
& Forensic 3 43 9 01 M 1 1 0 0 1 0
3 43 9 01 F 0 0 0 0
3 43 9 02 oM 1 1 0.1 1 0 0
3 43 9 02 B 0.006 0 0 0
3 43 9 02 H 2 2 0.013 0 2 0
3 43 9 02 W 3 3 0 0 3 0
3 43 9 02 M 3 3 0 0 3 0
3 43 9 02 F 3 3 0.33 2 1 0
3 43 9 03 oM 1 0.021 0 1 0
3 43 9 03 B 0.006 0 0 0
3 43 9 03 H 0.05 0 0 0
3 43 9 03 W 1 1 2 0 0 2 0
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2 Tenure/ Admin Activity 2003-04 |
Fall (Hires/ Fall |Availabil Over/Unde
2 EAP Employ Code Faculty Race/ 2003 2004 Promotions) 2004 ity 2005 r Under_rep
Head Head
Univ Category CIP Category Rank Gender count |Goals| During 2003-04 | count | Percent Goals
A B C D E F G 1 J K L M
3 43 9 03 M 3 0 0 3 0
3 43 9 03 F 1 0.02 0 0 0
3 43 9 04 oM 0.021 0 0 0
3 43 9 04 B 0.006 0 0 0
3 43 9 04 H 0.05 0 0 0
3 43 9 04 W 2 0 0 2 0
3 43 9 04 M 1 0 0 1 0
3 43 9 04 F 1 0.02 0 1 0
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2 Tenure/ Admin Activity 2003-04 |
Fall (Hires/ Fall |Availabil Over/Unde
2 EAP Employ Code Faculty Race/ 2003 2004 Promotions) 2004 ity 2005 r Under_rep
Head Head
Univ Category CIP Category Rank Gender count |Goals| During 2003-04 | count | Percent Goals
A B C D E F G 1 J K L M
3 44 9 01 oM 0 0 0 0
Public Adm (3 44 9 01 B 0 0 0 0
Social Serv |3 44 9 01 H 1 1 0 0 1 0
(Public Adm|3 44 9 01 W 8 1 7 0 0 7 0
& Social Wrk3 44 9 01 M 8 1 7 0 0 7 0
3 44 9 01 F 1 1 0 0 1 0
3 44 9 02 oM 1 1 0.001 0 1 0
3 44 9 02 B 1 1 1 0.48 7 -6 -6
3 44 9 02 H 2 2 0.013 0 2 0
3 44 9 02 W 8 10 0 0 10 0
3 44 9 02 M 8 10 0 0 10 0
3 44 9 02 F 4 1 4 0.479 7 -3 -3
3 44 9 03 oM 1 0.02 0 1 0
3 44 9 03 B 1 0.091 0 1 0
3 44 9 03 H 1 1 0.062 0 1 0
3 44 9 03 W 2 2 0 0 2 0
3 44 9 03 M 2 3 0 0 3 0
3 44 9 03 F 1 1 2 0.434 2 0 0
3 44 9 04 oM 0.02 0 0 0
3 44 9 04 B 1 1 0.091 0 1 0
3 44 9 04 H 0.062 0 0 0
3 44 9 04 W 1 1 2 0 0 2 0
3 44 9 04 M 1 1 2 0 0 2 0
3 44 9 04 F 1 1 0.434 1 0 0
3 45 9 01 oM 0 0 0 0
Social Sci |3 45 9 01 B 2 1 0 0 1 0
3 45 9 01 H 11 1 10 0 0 10 0
3 45 9 01 W 24 2 15 0 0 15 0
3 45 9 01 M 32 3 21 0 0 21 0
3 45 9 01 F 5 5 0 0 5 0
3 45 9 02 oM 2 1 0.002 0 1 0
3 45 9 02 B 1 1 1 0.08 2 -1 -1
3 45 9 02 H 3 1 0.052 2 -1 -1
3 45 9 02 W 34 2 27 0 0 27 0
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2 Tenure/ Admin Activity 2003-04 | \
Fall (Hires/ Fall |Availabil Over/Unde
2 EAP Employ Code Faculty Race/ 2003 2004 Promotions) 2004 ity 2005 Expected r Under_rep
Head Head
Univ Category CIP Category Rank Gender count |Goals| During 2003-04 | count | Percent Goals
A B C D E F G 1 J K L M
3 45 9 02 M 27 1 21 0 0 21 0
3 45 9 02 F 13 1 9 0.32 10 -1 -1
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2 Tenure/ Admin Activity 2003-04 |
Fall (Hires/ Fall |Availabil Over/Unde
2 EAP Employ Code Faculty Race/ 2003 2004 Promotions) 2004 ity 2005 r Under_rep
Head Head
Univ Category CIP Category Rank Gender count |Goals| During 2003-04 | count | Percent Goals

A B C D E F G 1 J K L M
3 45 9 03 oM 1 1 2 0.001 0 2 0
3 45 9 03 B 1 0.006 0 0 0
3 45 9 03 H 3 1 0.02 0 1 0
3 45 9 03 W 18 3 16 0 0 16 0
3 45 9 03 M 11 3 10 0 0 10 0
3 45 9 03 F 12 1 9 0.02 0 9 0
3 45 9 04 oM 1 0.001 0 0 0
3 45 9 04 B 0.006 0 0 0
3 45 9 04 H 0.02 0 0 0
3 45 9 04 W 1 1 0 0 1 0
3 45 9 04 M 2 1 0 0 1 0
3 45 9 04 F 0.02 0 0 0
3 50 9 01 oM 0 0 0 0

Studio/Fine |3 50 9 01 B 0 0 0 0
Art 3 50 9 01 H 5 5 0 0 5 0

3 50 9 01 W 10 1 11 0 0 11 0
3 50 9 01 M 12 12 0 0 12 0
3 50 9 01 F 3 1 4 0 0 4 0
3 50 9 02 oM 0.002 0 0 0
3 50 9 02 B 1 1 0.063 1 0 0
3 50 9 02 H 4 3 0.248 5 2 -2
3 50 9 02 W 16 2 16 0 0 16 0
3 50 9 02 M 10 1 10 0 0 10 0
3 50 9 02 F 10 1 10 0.4 8 2 0
3 50 9 03 oM 1 1 0.053 1 -1 -1
3 50 9 03 B 1 1 0.027 0 1 0
3 50 9 03 H 0.06 1 -1 -1
3 50 9 03 W 6 10 0 0 10 0
3 50 9 03 M 5 7 0 0 7 0
3 50 9 03 F 3 1 4 0.451 5 -1 -1
3 50 9 04 oM 1 0.02 0 0 0
3 50 9 04 B 1 0.04 0 0 0
3 50 9 04 H 2 1 0.049 0 1 0
3 50 9 04 W 9 7 0 0 7 0
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2 Tenure/ Admin Activity 2003-04 |
Fall (Hires/ Fall |Availabil Over/Unde
2 EAP Employ Code Faculty Race/ 2003 2004 Promotions) 2004 ity 2005 Expected r Under_rep
Head Head
Univ Category CIP Category Rank Gender count |Goals| During 2003-04 | count | Percent Goals
A B C D E F G 1 J K L M
3 50 9 04 M 4 0 0
3 50 9 04 F 4 0.48 0 0
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2 Tenure/ Admin Activity 2003-04 |
Fall (Hires/ Fall |Availabil Over/Unde
2 EAP Employ Code Faculty Race/ 2003 2004 Promotions) 2004 ity 2005 Expected r Under_rep
Head Head
Univ Category CIP Category Rank Gender count |Goals| During 2003-04 | count | Percent Goals

A B C D E F G 1 J K L M

3 51 9 01 oM 3 4 0 0 4 0
Health 3 51 9 01 B 1 1 0 0 1 0
professions |3 51 9 01 H 0 0 0 0

3 51 9 01 W 7 7 0 0 7 0
3 51 9 01 M 3 4 0 0 4 0
3 51 9 01 F 8 8 0 0 8 0
3 51 9 02 oM 1 0.05 1 -1 -1
3 51 9 02 B 3 1 5 0.26 6 -1 -1
3 51 9 02 H 2 2 0.05 1 1 0
3 51 9 02 W 10 1 15 0 0 15 0
3 51 9 02 M 4 4 0 0 4 0
3 51 9 02 F 12 1 18 0.59 13 5 0
3 51 9 03 oM 3 1 3 0.034 0 3 0
3 51 9 03 B 1 0.036 0 1 0
3 51 9 03 H 1 1 0.026 0 1 0
3 51 9 03 W 4 6 0 0 6 0
3 51 9 03 M 2 1 3 0 0 3 0
3 51 9 03 F 6 8 0.462 5 3 0
3 51 9 04 oM 0.038 0 0 0
3 51 9 04 B 0.063 0 0 0
3 51 9 04 H 0.049 0 0 0
3 51 9 04 W 4 4 0 0 4 0
3 51 9 04 M 0 0 0 0
3 51 9 04 F 4 4 0.63 3 1 0
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2 Tenure/ Admin Activity 2003-04 | \
Fall (Hires/ Fall |Availabil Over/Unde
2 EAP Employ Code Faculty Race/ 2003 2004 Promotions) 2004 ity 2005 Expected r Under_rep
Head Head
Univ Category CIP Category Rank Gender count |Goals| During 2003-04 | count | Percent Goals

A B C D E F G 1 J K L M

3 52 9 01 oM 4 2 5 0 0 5 0
Business |3 52 9 01 B 1 1 0 0 1 0
3 52 9 01 H 5 5 0 0 5 0
3 52 9 01 W 23 23 0 0 30 0
3 52 9 01 M 29 1 30 0 0 30 0
3 52 9 01 F 4 1 4 0 1 0 4 0
3 52 9 02 oM 5 1 1 5 0.315 9 4 -4
3 52 9 02 B 1 1 0.045 1 0 0
3 52 9 02 H 1 0.052 2 1 -1
3 52 9 02 W 24 23 0 0 23 0
3 52 9 02 M 23 1 23 0 0 23 0
3 52 9 02 F 7 7 0.163 5 2 0
3 52 9 03 oM 4 1 3 0.044 0 3 0
3 52 9 03 B 3 2 0.031 0 2 0
3 52 9 03 H 1 0.027 0 0 0
3 52 9 03 W 6 4 5 0 0 5 0
3 52 9 03 M 8 3 6 0 0 6 0
3 52 9 03 F 6 2 4 0.211 2 2 0
3 52 9 04 oM 0.033 0 0 0
3 52 9 04 B 3 3 0.049 0 3 0
3 52 9 04 H 5 4 0.036 0 4 0
3 52 9 04 W 12 12 0 0 12 0
3 52 9 04 M 12 0 0 0 0
3 52 9 04 F 8 0.24 1 0 0 0
3 54 9 01 oM 0 0 0 0
History 3 54 9 01 B 1 0 0 #REF!| #REF!

3 54 9 01 H 5 0 0 1 0
3 54 9 01 W 6 0 0 5 0
3 54 9 01 M 12 0 0 6 0
3 54 9 01 F 7 0 0 7 0
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2 Tenure/ Admin Activity 2003-04 |
Fall (Hires/ Fall |Availabil Over/Unde
2 EAP Employ Code Faculty Race/ 2003 2004 Promotions) 2004 ity 2005 r Under_rep
Head Head
Univ Category CIP Category Rank Gender count |Goals| During 2003-04 | count | Percent Goals
A B C D E F G 1 J K L M
3 54 9 02 oM 0.002 0 0 0
3 54 9 02 B 0.08 1 -1 -1
3 54 9 02 H 2 0.052 0 2 0
3 54 9 02 W 5 0 0 5 0
3 54 9 02 M 3 0 0 3 0
3 54 9 02 F 4 0.32 2 2 0
3 54 9 03 oM 0.001 0 0 0
3 54 9 03 B 2 0.006 0 2 0
3 54 9 03 H 0.02 0 0 0
3 54 9 03 W 4 0 0 4 0
3 54 9 03 M 3 0 0 3 0
3 54 9 03 F 3 0.02 0 3 0
37
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TABLE A Appendix 6
2003-2004 EAP HIRING AND PROMOTION GOALS FOR 2004-2005
Position Category Rank Female African Hispanic Other
American Minority

A&P 1
Directors 1 1
Deans 1
Chairpersons 1
Executives 1
Architecture

Assistant 1
Communications

Instructor 1
Computer & Info. Science

Instructor 1
Education

Associate 1 1 1

Assistant 1
Modern Languages

Instructor 1
Home Economics

Assistant 1
English (Letters)

Associate 1
Life Sciences

Associate 1

Assistant 1
Mathematics

Associate 1
Physical Sciences

Associate 2 1
Psychology

Associate 1
Public Affairs

Associate 1 1

Assistant 1
Social Sciences

Associate 1
Visual & Performing Arts

Associate 1
Hospitality

Associate 1
EAP 2003-2004 Hiring & 12 6 6 5
Promotion Projections

TABLE A Assessment of 03-04 Goals for 04-05 Update Page 1



TABLEB Appendix 6
2003-2004 EAP GOAL ACHIEVEMENT (ACTUAL HIRES AND PROMOTIONS)
Position Category Rank Female African Hispanic Other
American Minority
A&P 5 3
Directors Goal -1 1
Deans
Chairpersons 1
Librarians
Executives
Architecture
Associate 1 1
Business
Professor 1 2
Associate 1
Assistant 2 1
Communications
Assistant 1 1
Computer & Info. Science
Professor 2
Associate 2 2
Assistant 1 1
Education
Professor 1
Associate 1
Engineering
Associate 1
Modern Languages
Associate 1 2
Health Sciences
Associate 1
Assistant 1
English (Letters)
Assitant 1 1
Life Sciences
Assistant 1 1
Mathematics
Professor 1
Associate 1
Philosophy & Religion
Associate 1
Physical Sciences
Associate 1 Goal - 2
Assistant 2 1
Psychology
Assistant 1 1
Social Sciences
Professor 1
TABLE B Assessment of 03-04 Goals for 04-05 Update Page 1



TABLE B Appendix 6
2003-2004 EAP GOAL ACHIEVEMENT (ACTUAL HIRES AND PROMOTIONS)
Position Category Rank Female African Hispanic Other
American Minority
Associate 1
Assistant 1 1
Visual & Performing Arts
Professor 1
Associate 1
Assistant 1 1
Law
Associate 1 1
EAP 2003-2004 Hiring & 29 5 11 15
Promotion Projections
TABLE B Assessment of 03-04 Goals for 04-05 Update Page 2



TABLEC Appendix 6
EAP 2004-2005 UNDERUTILIZATION
(80% Rule)
Position Category Rank Female African Hispanic Other
American Minority
A&P
Directors
Deans
Chairpersons
Librarians
Executives
Architecture
Associate 1 2
Assistant 1 1 2
Business
Professor 8 1 1
Associate 2 1 1
Assistant 1 1 1
Instructor 2
Communications
Professor 2 1 1 2
Associate 1 2
Assistant 2
Instructor
Computer & Info. Science
Professor 2 1 1 1
Associate 3 1 1 1
Assistant 3 1 1
Instructor 2 1 1
Education
Professor 3 1 1
Associate 3
Assistant 1 1
Instructor 1 1 2
Engineering
Professor 6 1 1
Associate 6 1
Assistant 4 1
Instructor 1 1
Engineering Related
Associate 1 1 2
Assistant 2 1 1 1
Modern Languages
Professor 1 2
Associate 1 2
Assistant 2
Instructor 1 1
Allied Health
Associate 2

TABLE C EAP 2004-2005 Under utilization

Page 1



TABLEC Appendix 6
EAP 2004-2005 UNDERUTILIZATION
(80% Rule)
Position Category Rank Female African Hispanic Other
American Minority
Assistant 1 2
Health Sciences
Professor 1 1 1
Associate 1
Assistant 1
Instructor 1 2
Home Economics
Professor 1 1 2
Associate 1 2
Assistant 1 1 2
Instructor 1 1 2
English (Letters)
Professor 3 1 1 2
Associate 1 1
Assistant 1 2
Instructor 1 1 1 2
Life Sciences
Professor 2 1 1 1
Associate 2 1
Assistant 2 1 1
Instructor 1 1 1
Mathematics
Professor 2 1 1
Associate 6 1
Assistant 1 1 1
Instructor 2
Philosophy & Religion
Professor 3 1 1 1
Associate 1 1 2
Assistant 1 1 1 2
Instructor 1 1 1 2
Physical Sciences
Professor 7 1 2
Associate 7 2 1
Assistant 2 1 1
Instructor 1 2
Psychology
Professor 1 1 2
Associate 1 1 1
Assistant 1 2
Instructor 1 1 2
Public Affairs
Professor 1 1 1
Associate 1

TABLE C EAP 2004-2005 Under utilization

Page 2



TABLEC Appendix 6
EAP 2004-2005 UNDERUTILIZATION
(80% Rule)
Position Category Rank Female African Hispanic Other
American Minority
Assistant 2 1 1
Instructor 1 2
Social Sciences
Professor 5 1 3
Associate 1 1 2 1
Assistant 1 1
Instructor 1 2
Visual & Performing Arts
Professor 4 1 2
Associate 3
Assistant 3
Instructor 1 2
Law
Professor 1 1 2
Associate 1 1 2
Assistant 1
Instructor
Hospitality
Professor 2 1 2
Associate 1 1
Assistant 1 1 2
Instructor 1 1 1 2
EAP 2004-2005 Hiring & 110 47 37 126
Promotion Projections

TABLE C EAP 2004-2005 Under utilization
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TABLED Appendix 6
GOALS FOR 2004-2005 UPDATE
Position Category Rank Female African Hispanic Other
American Minority

A&P
Directors 1
Deans
Chairpersons
Librarians
Executives
Business

Professor 1

Instructor 1
Computer & Info. Science

Assistant 1
Education

Assistant 1
Engineering

Associate 1

Assistant 1 2
Engineering Related

Assistant 1
English (Letters)

Assistant 1
Life Sciences

Associate 1
Mathematics

Assistant 1

Instructor 1
Philosophy & Religion

Assistant 1
Physical Sciences

Assistant 1 1 1
Protective Sciences

Assistant 1
Public Affairs

Assistant 1
Social Sciences

Assistant 1

Instructor 1
Visual & Performing Arts

Assistant 1
Hospitality

Instructor 1
EAP 2004-2005 Hiring & 12 5 2 5
Promotion Projections

TABLE D EAP 2005-2006 Update (new goals) Page 1






2004 Eligible Tenure Candidate Confirmation List

Prepared by Lori E. Heermance

Prepared by Lori E. Heermance

Revised: August 12, 2004

CURRENT| POS. ETHNICITY TENURE TENURE APPL.

NAME TITLE NO. UNIT DEPARTMENT |GENDER | CIP CODE|SUBMISSION DATE COMMENTS AND/OR CHANGES |INITIALS
Alfredo Andia Asst. 33108-0 | ARC H/M 040201 (FALL) 2004-2005

Adam Drisin 44995-0 | ARC W/M 040201 |(FALL) 2004-2005* |*Nov. 04 Special (TACOE)
Ram Aditya Assoc. 45131-0 | A&S |Psychology A/M 420701 |(FALL) 2004-2005

William Anderson, Jr. Asst. 42529-2 | A&S |Earth Sciences W/M 400601 |(FALL) 2004-2005

Astrid Arraras Asst. 42088-0 | A&S |Political Science H/IF 451001 |(FALL) 2004-2005

Kathy Dambach Prof. 44319-0 | A&S Art & Art History WIF 500701 |(FALL) 2004-2005* |*Nov. 04 Special (TACOE)
Denise Duhamel Asst. 45474-0 | A&S English WI/F 230101 |(FALL) 2004-2005

Lidia Kos Asst. 36115-0 | A&S |Biology WIF 260101 (FALL) 2004-2005

Felix Martin Asst. 42526-0 | A&S |Int. Rel. H/M 450901 |(FALL) 2004-2005

Bruce McCord Assoc. 73173-0 | A&S |Chemistry WI/M 400501 |(FALL) 2004-2005* |*Nov. 04 Special (TACOE)
Peter Thompson Assoc. 32120-0 | A&S Economics WI/M 450601 |(FALL) 2004-2005* |*Nov. 04 Special (TACOE)
Nasar U. Ahmed Assoc. 37425-0 | CHUA Public Health A/M 512203 |(FALL) 2004-2005* |*Nov. 04 Special (TACOE)
Alfredo Ardila Assoc. 43025-0 | CHUA |Comm.Science H/M 510203 |(FALL) 2004-2005

Deodutta Roy Prof. 33151-0 | CHUA Public Health A/M (FALL) 2004-2005* |*Nov. 04 Special (TACOE)
Alacaci, Cengiz Asst. 45495-0 | ED |C&l W/M 131311 |(FALL) 2004-2005

Bliss, Leonard Prof. 42114-0  ED EPS WIM 130603 | (FALL) 2004-2005

Dwyer, Eric Asst. 44116-0 ED C&l WI/M 131306 |(FALL) 2004-2005

Jinlin Zhao Assoc. 44381-0 | HM A/M 520901 |(FALL) 2004-2005

Amaury Caballero Asst. 44656-0 | ENG |Const. Mgmt. H/M 151001 |(FALL) 2004-2005

Eric Crumpler Asst. 43825-0 | ENG | Biomedical B/M 140501 |(FALL) 2004-2005

Anthony McGordon Asst. 42060-0 | ENG |Biomedical WI/M 140501 |(FALL) 2004-2005

Amir Mirmiran Professor |? ENG Civil & Envr. W/M 140801 |(FALL) 2004-2005 |*Nov. 04 Special (TACOE)
Diana Rincon Asst. 45466-0 | ENG |Mech. & Materials H/IF 141901 |(FALL) 2004-2005

Mathew Mirow Assoc. 33353-0 | LAW WI/M 220101 |(FALL) 2004-2005




2004-2005 Eligible Tenure Candidate Confirmation List

Prepared by Lori E. Heermance

SOCIAL CURRENT| POS. ETHNICITY TENURE TENURE APPL.
NAME SEC. # TITLE NO. UNIT DEPARTMENT |GENDER | CIP CODE SUBMISSION DATE COMMENTS AND/OR CHANGES
Alfredo Andia 567-87-5741 Asst. 33108-0 | ARC H/M 040201 |(FALL) 2004-2005
Adam Drisin 157-58-2783 | Assoc. @ 44995-0 ARC WIM 040201 |(FALL) 2004-2005* |*Nov. 04 Special (TACOE)
Sharon Brant 517-70-1552 Asst. 45661-0 | A&S |Art & Art History WI/F 420701 |(FALL) 2004-2005 |(Rescinded 1 yr. prior credit-due up now)
Kathy Dambach 296-36-8424 Prof. 44319-0 | A&S |Art & Art History WI/F 500701 |(FALL) 2004-2005* |*Nov. 04 Special (TACOE)
Tedi Draghici 368-13-6164 Asst. 42507-0 | A&S Mathematics WIM 270101 (FALL) 2004-2005
Denise Duhamel 038-42-0272 Asst. 45474-0 | A&S English WI/F 230101 (FALL) 2004-2005
Liliana Goldin 132-64-0184 Prof. 44703-0 | A&S Soc./Anthrop. H/F 451101 |(FALL) 2004-2005 *Nov. 04 Special (TACOE)
James Jaccard 545-84-5420 Prof. 45796-0 | A&S | Psychology WI/M 420701 |(FALL) 2004-2005 |*Nov. 04 Special (TACOE)
Lidia Kos 334-74-0380 Asst. 36115-0 | A&S Biology WIF 260101 (FALL) 2004-2005
Kalai Mathee-Narasimha |415-49-2041 Asst. 43778-0 | A&S |Biology AlF 260101 |(FALL) 2004-2005
Bruce McCord 410-27-5943 | Assoc. | 73173-0 | A&S Chemistry WIM 400501 |(FALL) 2004-2005* *Nov. 04 Special (TACOE)
Misak Sargsian 192-74-1034 Asst. 42100-0 | A&S |Physics WI/M 400801 |(FALL) 2004-2005
Peter Thompson 589-98-5723 | Assoc. 32120-0 | A&S |Economics WIM 450601 |(FALL) 2004-2005* |*Nov. 04 Special (TACOE)
Xiaotang Wang Assoc. 44699-0 | A&S |Chemistry A/M 400501 |(FALL) 2004-2005 |*Nov. 04 Special (TACOE)
O'Neil Hennig, Cherie J. | 522-58-7332 Prof. ? BU |Accounting W/F (FALL) 2004-2005 |Special (TACOE) June 2005
Nasar U. Ahmed 013-68-4826 | Assoc. 37425-0 | CHUA |Public Health A/M 512203 |(FALL) 2004-2005* |*Nov. 04 Special (TACOE)
Alfredo Ardila 591-68-1740 | Assoc. | 43025-0 | CHUA Comm.Science H/M 510203 (FALL) 2004-2005
Deodutta Roy 467-71-9416 Prof. 33151-0 | CHUA |Public Health A/M (FALL) 2004-2005* |*Nov. 04 Special (TACOE)
Alacaci, Cengiz 345-82-9654 Asst. 45495-0 | ED |C&l WI/M 131311 |(FALL) 2004-2005
Bliss, Leonard 081-36-1479 Prof. 42114-0| ED EPS WIM 130603 | (FALL) 2004-2005
Dwyer, Eric 529-27-2633 Asst. 44116-0 ED |C&l WI/M 131306 |(FALL) 2004-2005
Witt, Joseph 512-52-0654 Prof. ED |EPS WIM 421701 | (FALL) 2004-2005** **May. 05 Special (TACOE)
Richard Linn 190-58-1468 = Assoc. 45325-0 | ENG |Industrial A/M 142901 |(FALL) 2004-2005 |Resigned effective: 05/11/2006.
Anthony McGordon 279-64-6486 Asst. 42060-0 | ENG |Biomedical WI/M 140501 |(FALL) 2004-2005
Amir Mirmiran 219-06-2654 Prof. 33588-0 | ENG Civil & Envr. WIM 140801 |(FALL) 2004-2005* *Nov. 04 Special (TACOE)
Jinlin Zhao 164-68-2190 = Assoc. | 44381-0 HM AM 520901 (FALL) 2004-2005
Matthew Mirow 262-71-5120 | Assoc. | 33353-0 | LAW WIM 220101 (FALL) 2004-2005
Updated: 05/16/05

TACOE = Tenure as a Condition of Employment.




Tenure Review Committees

| | 2004 - 2005
Florida International University
American Indian or Asian or Black, not White, not
Alaskan Native Pacific Islander Hispanic Hispanic Hispanic Total

Type of Committee Males | Females] Males | Females] Males | Females] Males | Females]| Males | Females] Males | Females
University E

S
College of Eduction E 3 6 4 3 3 13 19 25 26

S 1 1 1 2 3 4 4
Dept of Curriculum E 3 3 2 1 4 5 11 7
and Instruction S 2 3 2 1 4 5 10 7
Dept of Educational E 1 2 1 3 1
and Psychological S 1 2 1 3 1

Studies

NOTE: E=number of faculty eligible to serve on tenure review committee.

S=number of faculty who served on tenure review committee.




Tenure Review Committees

Dept of

| | 2004 - 2005
Florida International University
|
American Indian or Asian or Black, not White, not
Alaskan Native Pacific Islander Hispanic Hispanic Hispanic Total

Type of Committee Males | Females|] Males | Females] Males | Females] Males | Females| Males | Females] Males | Females
University E

S
CHUA E 3 2 3 1 15 22 24 28

S 1 1 4 2 5
School Health Sci E 1 1 1 2 1 4

S 1 1 1 1 2

E

S

NOTE: E=number of faculty eligible to serve on tenure review committee.

S=number of faculty who served on tenure review committee.




Tenure Review Committees

2004 - 2005
Florida International University
|
American Indian or Asian or Black, not White, not
Alaskan Native Pacific Islander Hispanic Hispanic Hispanic Total

Type of Committee Males | Females|] Males | Females] Males | Females] Males | Females| Males | Females] Males | Females
University E

S
School of Architecture| E 1 2 1 1 4 3

S 1 2 1 1 4 3
Dept of E

S
Dept of E

S

NOTE: E=number of faculty eligible to serve on tenure review committee.

S=number of faculty who served on tenure review committee.




Tenure Review Committees

| ] | | 2004 - 2005
Florida International University
|
American Indian or Asian or Black, not White, not
Alaskan Native Pacific Islander Hispanic Hispanic Hispanic Total
Type of Committee Males | Females] Males | Females] Males | Females] Males | Females] Males | Females Males Females
University E
S
College Comm E 1 3 3 4 3
S 1 3 3 4 3
Art & Art Ht E 3 1 6 5 9 6
S 3 1 6 5 9 6
Biology E 2 1 2 15 5 19 6
S 2 1 2 15 5 19 6
Chemistry E 1 4 12 1 17 1
S 1 4 12 1 17 1
Comp Sci E 6 9 1 15 1
S 6 9 1 15 1
Earth Sci E 1 1 1 5 2 8 2
S 1 1 1 5 2 8 2
Economics E 2 1 6 2 8 3
S 2 1 6 2 8 3
English E 1 2 1 14 9 14 13
S 1 2 1 14 9 14 13
Environ St E 2 5 7
S 2 5 7
History E 2 1 7 4 9 5
S 2 1 7 4 9 5
Intern Rel E 1 2 10 2 13 2
S 1 2 10 2 13 2
Mathematics E 3 2 2 11 1 18 1
S 3 2 2 11 1 18 1
Mod Lang E 1 4 4 2 3 7 7
S 1 4 4 2 3 7 7
Music E 1 3 7 1 11 1
S 1 3 7 1 11 1
Philosophy E 1 6 1 7 1
S 1 6 1 7 1
Physics E 3 14 2 17 2
S 3 14 2 17 2




Tenure Review Committees

| ] | | 2004 - 2005
Florida International University
|
American Indian or Asian or Black, not White, not
Alaskan Native Pacific Islander Hispanic Hispanic Hispanic Total

Type of Committee Males Females | Males Females | Males Females | Males Females | Males Females Males Females
Political Sc E 1 2 8 2 11 2

S 1 2 8 2 11 2
Psychology E 1 1 1 9 8 12 8

S 1 1 1 9 8 12 8
Relig St E 1 5 2 6 2

S 1 5 2 6 2
Socio/Ant E 1 2 2 9 5 12 7

S 1 2 2 9 5 12 7
Statistics E 3 1 1 2 6 1

S 3 1 1 2 6 1
The/Dan E 1 3 4 4 4

S 1 3 4 4 4




Tenure Review Committees

Dept of

| ] | 2004 - 2005
Florida International University
|
American Indian or Asian or Black, not White, not
Alaskan Native Pacific Islander Hispanic Hispanic Hispanic Total

Type of Committee Males | Females|] Males | Females] Males | Females] Males | Females| Males | Females] Males | Females
University E

S
College of Engineering| E 1 1 4 6

S 1 1 4 6
Dept of Biomedical E 1 2 3

S 1 2 3

E

S

NOTE: E=number of faculty eligible to serve on tenure review committee.

S=number of faculty who served on tenure review committee.




| |
Florida International University
2004 - 2005
FACULTY NOMINATIONS FOR TENURE
ARCHITECTURE
Sex, Race/Ethnicity Eligible Applied Withdrawn | Denied Nominated
MALES
American Indian or Alaskan Native
Asian or Pacific Islander
Black, Not Hispanic
Hispanic 1 1 1
White, not Hispanic
Total Male 1 1 1
FEMALES
American Indian or Alaskan Native
Asian or Pacific Islander
Black, not Hispanic
Hispanic
White, not Hispanic
Total Female
GRAND TOTAL 1 1 1

ELIGIBLE FOR RECOMMENDATION=

Faculty who currently have no more than six years of credit toward tenure.

Faculty whose names have been submitted for tenure review. ‘

APPLIED= Prepared by:
WITHDRAWN= Faculty who withdrew from tenure consideration after applying for review. Lori E. Heermance
DENIED= Faculty for whom tenure was denied during the review process.‘ Academic Affairs
NOMINATED= Faculty for whom tenure is being recommended by the University. 348-2378




Florida International University

2004 - 2005 Tenure

Nominations

PROPOSED TENURE

NAME GENDER |ETHNICITY RANK DEPARTMENT CIP CODE
SCHOOL OF ARCHITECTURE
Alfredo Andia M H Associate Professor 040201
COLLEGE ARTS & SCIENCES
Sharon Brant F W Associate Professor Art & Art History 500703
Tedi Draghici M W Associate Professor Mathematics 270101
Denise Duhamel F W Associate Professor English 420701
Lidia Kos F W Associate Professor Biology 260101
Kalai Mathee-Narasimha F A Associate Professor Biology 260101
Misak Sargsian M W Associate Professor Physics 400801
COLLEGE OF EDUCATION
Cengiz Alacaci M W Associate Professor Curriculum & Instr. 131311
Leonard Bliss M W Tenure Only Educ. Psych. Studies 130306
Eric Dwyer M W Associate Professor Curriculum & Instr. 131306
COLLEGE OF ENGINEERING
Anthony McGoron M W Associate Professor Biomedical 140501
COLLEGE OF HEALTH & URBAN AFFRS.
Alfredo Ardila M H Professor Comm. Science 510203
SCHOOL OF HOSP. & TOURISM MGMT.
Jinlin Zhao M A Tenure Only 520901
COLLEGE OF LAW
Matthew Mirow M W Tenure Only 220101




| |
Florida International University
2004 - 2005
FACULTY NOMINATIONS FOR TENURE
ART & ART HISTORY
Sex, Race/Ethnicity Eligible Applied Withdrawn | Denied Nominated
MALES
American Indian or Alaskan Native
Asian or Pacific Islander
Black, Not Hispanic
Hispanic
White, not Hispanic
Total Male
FEMALES
American Indian or Alaskan Native
Asian or Pacific Islander
Black, not Hispanic
Hispanic
White, not Hispanic 1 1 1
Total Female 1 1 1
GRAND TOTAL 1 1 1

ELIGIBLE FOR RECOMMENDATION=

Faculty who currently have no more than six years of credit toward tenure.

Faculty whose names have been submitted for tenure review. ‘

APPLIED= Prepared by:
WITHDRAWN= Faculty who withdrew from tenure consideration after applying for review. Lori E. Heermance
DENIED= Faculty for whom tenure was denied during the review process.‘ Academic Affairs
NOMINATED= Faculty for whom tenure is being recommended by the University. 348-2378




Florida International University

2004 - 2005

FACULTY NOMINATIONS FOR TENURE

BIOLOGICAL SCIENCES

Sex, Race/Ethnicity

Eligible Applied

Withdrawn

Denied

Nominated

MALES

American Indian or Alaskan Native

Asian or Pacific Islander

Black, Not Hispanic

Hispanic

White, not Hispanic

Total Male

FEMALES

American Indian or Alaskan Native

Asian or Pacific Islander

Black, not Hispanic

Hispanic

White, not Hispanic

[EEY
-

[EEY

Total Female

GRAND TOTAL

ELIGIBLE FOR RECOMMENDATION=

Faculty who currently have no more than six years of credit toward tenure.

Faculty whose names have been submitted for tenure review. ‘

APPLIED= Prepared by:
WITHDRAWN= Faculty who withdrew from tenure consideration after applying for review. Lori E. Heermance
DENIED= Faculty for whom tenure was denied during the review process.‘ Academic Affairs
NOMINATED= Faculty for whom tenure is being recommended by the University. 348-2378




Florida International University

2004 - 2005
FACULTY NOMINATIONS FOR TENURE
ENGLISH
Sex, Race/Ethnicity Eligible Applied Withdrawn | Denied Nominated
MALES
American Indian or Alaskan Native
Asian or Pacific Islander
Black, Not Hispanic
Hispanic
White, not Hispanic
Total Male
FEMALES
American Indian or Alaskan Native
Asian or Pacific Islander
Black, not Hispanic
Hispanic
White, not Hispanic 1 1 1
Total Female 1 1 1
GRAND TOTAL 1 1 1
ELIGIBLE FOR RECOMMENDATION= Faculty who currently have no more than six years of credit toward tenure.
APPLIED= Faculty whose names have been submitted for tenure review. ‘ Prepared by:
WITHDRAWN= Faculty who withdrew from tenure consideration after applying for review. Lori E. Heermance
DENIED= Faculty for whom tenure was denied during the review process.‘ Academic Affairs
NOMINATED= Faculty for whom tenure is being recommended by the University. 348-2378




Florida International University

2004 - 2005

FACULTY NOMINATIONS FOR TENURE

MATHEMATICS

Sex, Race/Ethnicity

Eligible Applied

Withdrawn

Denied

Nominated

MALES
American Indian or Alaskan Native

Asian or Pacific Islander

Black, Not Hispanic

Hispanic

White, not Hispanic

[EEY
-

[EEY

Total Male

FEMALES
American Indian or Alaskan Native

Asian or Pacific Islander

Black, not Hispanic

Hispanic

White, not Hispanic

Total Female

GRAND TOTAL

ELIGIBLE FOR RECOMMENDATION=

Faculty who currently have no more than six years of credit toward tenure.

APPLIED=

Faculty whose names have been submitted for tenure review. ‘

Prepared by:

WITHDRAWN=

Faculty who withdrew from tenure consideration after applying for review.

Lori E. Heermance

DENIED=

Faculty for whom tenure was denied during the review process.‘

Academic Affairs

NOMINATED=

Faculty for whom tenure is being recommended by the University.

348-2378




Florida International University
2004 - 2005
FACULTY NOMINATIONS FOR TENURE
PHYSICS
Sex, Race/Ethnicity Eligible Applied Withdrawn | Denied Nominated
MALES
American Indian or Alaskan Native
Asian or Pacific Islander
Black, Not Hispanic
Hispanic
White, not Hispanic 1 1 1
Total Male 1 1 1
FEMALES
American Indian or Alaskan Native
Asian or Pacific Islander
Black, not Hispanic
Hispanic
White, not Hispanic
Total Female
GRAND TOTAL 1 1 1
ELIGIBLE FOR RECOMMENDATION= Faculty who currently have no more than six years of credit toward tenure.
APPLIED= Faculty whose names have been submitted for tenure review. ‘ Prepared by:
WITHDRAWN= Faculty who withdrew from tenure consideration after applying for review. Lori E. Heermance
DENIED= Faculty for whom tenure was denied during the review process.‘ Academic Affairs
NOMINATED= Faculty for whom tenure is being recommended by the University. 348-2378




Florida International University

2004 - 2005

FACULTY NOMINATIONS FOR TENURE

CURRICULUM & INSTRUCTION

Sex, Race/Ethnicity

Eligible Applied

Withdrawn

Denied

Nominated

MALES
American Indian or Alaskan Native

Asian or Pacific Islander

Black, Not Hispanic

Hispanic

White, not Hispanic

N
N

N

Total Male

FEMALES
American Indian or Alaskan Native

Asian or Pacific Islander

Black, not Hispanic

Hispanic

White, not Hispanic

Total Female

GRAND TOTAL

ELIGIBLE FOR RECOMMENDATION=

Faculty who currently have no more than six years of credit toward tenure.

Faculty whose names have been submitted for tenure review. ‘

APPLIED= Prepared by:
WITHDRAWN= Faculty who withdrew from tenure consideration after applying for review. Lori E. Heermance
DENIED= Faculty for whom tenure was denied during the review process.‘ Academic Affairs
NOMINATED= Faculty for whom tenure is being recommended by the University. 348-2378




Florida International University

2004 - 2005

FACULTY NOMINATIONS FOR TENURE

EDUCATIONAL &

PSYCHOLOGICAL STUDIES

Sex, Race/Ethnicity

Eligible Applied

Withdrawn

Denied

Nominated

MALES

American Indian or Alaskan Native

Asian or Pacific Islander

Black, Not Hispanic

Hispanic

White, not Hispanic

Total Male

FEMALES

American Indian or Alaskan Native

Asian or Pacific Islander

Black, not Hispanic

Hispanic

White, not Hispanic

Total Female

GRAND TOTAL

ELIGIBLE FOR RECOMMENDATION=

Faculty who currently have no more than six years of credit toward tenure.

Faculty whose names have been submitted for tenure review. ‘

APPLIED= Prepared by:
WITHDRAWN= Faculty who withdrew from tenure consideration after applying for review. Lori E. Heermance
DENIED= Faculty for whom tenure was denied during the review process.‘ Academic Affairs
NOMINATED= Faculty for whom tenure is being recommended by the University. 348-2378




| |
Florida International University
2004 - 2005
FACULTY NOMINATIONS FOR TENURE
BIOMEDICAL ENGINEERING
Sex, Race/Ethnicity Eligible Applied Withdrawn Denied Nominated
MALES
American Indian or Alaskan Native
Asian or Pacific Islander
Black, Not Hispanic
Hispanic
White, not Hispanic 1 1 1
Total Male 1 1 1
FEMALES
American Indian or Alaskan Native
Asian or Pacific Islander
Black, not Hispanic
Hispanic
White, not Hispanic
Total Female
GRAND TOTAL 1 1 1

ELIGIBLE FOR RECOMMENDATION=

Faculty who currently have no more than six years of credit toward tenure.

Faculty whose names have been submitted for tenure review. ‘

APPLIED= Prepared by:
WITHDRAWN= Faculty who withdrew from tenure consideration after applying for review. Lori E. Heermance
DENIED= Faculty for whom tenure was denied during the review process.‘ Academic Affairs
NOMINATED= Faculty for whom tenure is being recommended by the University. 348-2378




Florida International University

2004 - 2005

FACULTY NOMINATIONS FOR TENURE

HOSPITALITY & TOURISM MANAGEMENT

Sex, Race/Ethnicity

Eligible Applied

Withdrawn

Denied

Nominated

MALES
American Indian or Alaskan Native

Asian or Pacific Islander

Black, Not Hispanic

Hispanic

White, not Hispanic

Total Male

FEMALES
American Indian or Alaskan Native

Asian or Pacific Islander

Black, not Hispanic

Hispanic

White, not Hispanic

Total Female

GRAND TOTAL

ELIGIBLE FOR RECOMMENDATION=

Faculty who currently have no more than six years of credit toward tenure.

APPLIED=

Faculty whose names have been submitted for tenure review. ‘

Prepared by:

WITHDRAWN=

Faculty who withdrew from tenure consideration after applying for review.

Lori E. Heermance

DENIED=

Faculty for whom tenure was denied during the review process.‘

Academic Affairs

NOMINATED=

Faculty for whom tenure is being recommended by the University.

348-2378




Florida International University

2004 - 2005

FACULTY NOMINATIONS FOR TENURE

COMMUNICATION SCIENCES & DISORDERS

Sex, Race/Ethnicity

Eligible Applied

Withdrawn

Denied

Nominated

MALES

American Indian or Alaskan Native

Asian or Pacific Islander

Black, Not Hispanic

Hispanic

White, not Hispanic

Total Male

FEMALES

American Indian or Alaskan Native

Asian or Pacific Islander

Black, not Hispanic

Hispanic

White, not Hispanic

Total Female

GRAND TOTAL

ELIGIBLE FOR RECOMMENDATION=

Faculty who currently have no more than six years of credit toward tenure.

Faculty whose names have been submitted for tenure review. ‘

APPLIED= Prepared by:
WITHDRAWN= Faculty who withdrew from tenure consideration after applying for review. Lori E. Heermance
DENIED= Faculty for whom tenure was denied during the review process.‘ Academic Affairs
NOMINATED= Faculty for whom tenure is being recommended by the University. 348-2378




Consent Agenda
Item **d”

THE FLORIDA INTERNATIONAL UNIVERSITY
BOARD OF TRUSTEES
BOARD MEETING

29 JUNE 2005

SUBJECT: APPROVAL OF CONSULTING CONTRACT WITH A.T. KEARNEY

PROPOSED BOARD ACTION:
ADOPT THE FOLLOWING RESOLUTION:

RESOLVED that the Board of Trustees approve a consultant to conduct the 2004-
2005 evaluation of the University president and

FURTHER RESOLVED that A.T. Kearney conduct the President’s Evaluation for
2004-2005 academic year, at a cost of $10,000 and,

FURTHER RESOLVED that A.T. Kearney be engaged to conduct interviews with
each Board member on the President’s performance for the 2004-2005 fiscal year
using the eight item survey approved by the Board at its 7 March 2005 meeting, and

FURTHER RESOLVED that A.T. Kearney prepare a report of the aggregate
findings and submit it to the Administration and Compensation Committee Chair
for consideration as part of the President’s evaluation.

BACKGROUND INFORMATION:

At its 7 March 2005 meeting, the Board of Trustees approved a process for
evaluation of the President’s performance for the 2004-2005 academic year. The
process includes the selection of an outside consultant to conduct the evaluation.
The recommendation is to once again use John Mestepey of A.T. Kearney for
evaluation of the President’s performance for the 2004-2005 academic year.

EXHIBITS/SUPPORTING DOCUMENTS: = NONE

FACILITATOR/PRESENTER: = NONE



Consent Agenda
Item “‘e”

THE FLORIDA INTERNATIONAL UNIVERSITY
BOARD OF TRUSTEES
BOARD MEETING

29 JUNE 2005

SUBJECT: EXTENSION OF UNIVERSITY PRESIDENT’S CONTRACT

PROPOSED BOARD ACTION:
ADOPT THE FOLLOWING RESOLUTION:

WHEREAS the Florida international University Board of Trustees (the “Board”)

approved a three year contract (the “Contract”) with University President Modesto
A. Maidique; and

WHEREAS the Contract, as amended, expires on 1 August 2005; and

WHEREAS the President recommended no changes to the Contract be considered
until Collective Bargaining is settled;

THEREFORE BE IT RESOLVED that the Contract, as amended, between the
Board and University President Modesto A. Maidique shall be extended under the
current provisions for a period of not less than six (6) months and not more than
twelve (12) months beginning in August 2005, and

FURTHER RESOLVED that during the extension, the Board shall enter into
negotiations for a new contract with the University President.

EXHIBITS/SUPPORTING DOCUMENTS: = NONE

FACILITATOR/PRESENTER: = NONE



Consent Agenda
Item “f”

THE FLORIDA INTERNATIONAL UNIVERSITY
BOARD OF TRUSTEES
BOARD MEETING

29 JUNE 2005

SUBJECT: TENURE NOMINATIONS

PROPOSED BOARD ACTION:
ADOPT THE FOLLOWING RESOLUTION:

WHEREAS each board of trustees is authorized to establish the personnel program
for all employees of the university including tenure,

WHEREAS the University President is recommending the granting of Tenure for
fourteen (14) nominees as listed in Exhibit “D”,

THEREFORE BE IT RESOLVED that the Florida International University Board
of Trustees approves the granting of Tenure to the seventeen individuals listed in
Exhibit “D” based on the recommendations of the University President.

BACKGROUND INFORMATION:
STATUTORY AUTHORITY:

Florida Statutes 1001.74, “Powers and duties of university boards of trustees,”

states in part,
(19)(a) Each board of trustees shall establish the personnel program for all
employees of the university, including the president, pursuant to the
provisions of chapter 1012 and, in accordance with rules and guidelines of
the State Board of Education, including: compensation and other conditions
of employment, recruitment and selection, non-reappointment, standards for
performance and conduct, evaluation, benefits and hours of work, leave
policies, recognition and awards, inventions and works, travel, learning
opportunities, exchange programs, academic freedom and responsibility,
promotion, assignment, demotion, transfer, tenure and permanent status,
ethical obligations and conflicts of interest, restrictive covenants, disciplinary



The Florida International University
Board of Trustees

Full Board Meeting

Consent Agenda Item “f”

29 June 2005
Page 2
actions, complaints, appeals and grievance procedures, and separation and
termination from employment.
EXHIBITS/SUPPORTING DOCUMENTS: = EXHIBIT “D” — TENURE NOMINEES
® ATTACHMENT 1 — TENURE NOMINEES’
BIOS

= ATTACHMENT 2 — TENURE PROCESS

FACILITATOR/PRESENTER: = NONE



Exhibit “D”

The Florida Internacional University
2004-2005 Tenure Nominations

PROPOSED TENURE
NAME GENDER | ETHNICITY RANK DEPARTMENT CIP CODE
SCHOOL OF ARCHITECTURE
Alfredo Andia M H Associate Professor 040201
COLLEGE ARTS & SCIENCES
Sharon Brant F W Associate Professor Art & Art History 500703
Associate
Tedi Draghici M \% Professor Mathematics 270101
Denise Duhamel F W Associate Professor English 420701
Lidia Kos F W Associate Professor Biology 260101
Kalai Mathee-Narasimha F A Associate Professor Biology 260101
Misak Sargsian M W Associate Professor Physics 400801
COLLEGE OF EDUCATION
Cengiz Alacaci M N4 Associate Professor Curriculum & Instr. 131311
Leonard Bliss M W Tenure Only Educ. Psych. Studies 130306
Eric Dwyer M W Associate Professor Curticulum & Instr. 131306
COLLEGE OF ENGINEERING
Anthony McGoron M W Associate Professor Biomedical 140501
COLLEGE OF HEALTH & URBAN
AFFRS.
Alfredo Ardila M H Professor Comm. Science 510203
SCHOOL OF HOSP. & TOURISM
MGMT.
Jinlin Zhao M A Tenure Only 520901
COLLEGE OF LAW
Matthew Mirow M W Tenure Only 220101




Attachment 1

THE FLORIDA INTERNATIONAL UNIVERSITY
BOARD OF TRUSTEES

2004-2005
Tenure & Promotion Recommendations
Biographies

Architecture

T/ P from Assistant to Associate

Dr. Alfredo Andia holds a Ph.D. in architecture from the University of California at
Berkeley, a M.A. in design studies from Harvard University, and a B.A. from the Universidad
Catolica de Valparaiso in Chile. He has taught at University of Cincinnati, University of
California at Berkeley, and he has been a visiting professor in Italy and Chile. Dr. Andia
combines his interest and expertise in architectural design and digital technologies. He has
worked has a project design architect in projects such as the headquarter for Kyushu Electric
Power Co., Kumamoto, Japan; Oncomedica Office Building, Peru; Mall Feria del Pacifico in
Lima, Peru; Urban Design Plan for 2000-2100 in Kyoto, Japan; and Urban Design proposals
for small towns in Italy and Ohio. He has consulted internationally in digital technology in
design for companies such as Taisei Corporation, one of the largest construction companies
in the world, and architectural firms such as Anshen and Allen, Anderson De Bartolo, Pan,
and SMP, California. Dr. Andia coordinates the Internet Studio Network, an online
academic community that brings together studios at several schools of architecture together.
He has spoken widely on the impacts of digital technologies in design at Biennales of
Architecture and at conferences such as SIGGRAPH, American Collegiate Schools of
Architecture, Networked Realities in Japan, IMCL. Professor Andia has attained noteworthy
distinction with over 40 peer reviewed articles and papers presented through prestigious
international journals and organizations. Furthermore, he has been invited to 59 lectures all
over the world.

Arts and Sciences

T/ P from Assistant to Associate

Professor Sharon Brant graduated from the University of Wyoming with an MFA in
painting, installation, and printmaking. She teaches painting and drawing at all levels, visual
thinking, and three-dimensional design. Ms. Brant has contributed tremendously to the Arts
at Biscayne Bay, especially how she revitalized the Art studio, and its activities at the campus.
She has secured exhibition spaces for the students and other artists in the community. The
diversity of her output includes paintings, books, prints, fabrics installations, sculptures,
performances, and landscape interventions. Ms. Brant participates in all oral student reviews
and critiques, and is currently on three MFA committees. In addition, she constantly
updates the contemporary collection of the slide library at BBC.



Attachment 1
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Page 2

T/ P from Assistant to Associate

Dr. Tedi Draghici has produced an excellent body of work in Differential Geometry,
having his work published in some of the best research journals such as Matematische Annalen,
Annals of Global Analysis, and Differential Geometry and its Applications. He is one of the leading
experts in Riemannian Symplectic Geometry and has been acclaimed internationally as such.
Dr. Draghici attended the University of Bucharest where he obtained his B.S. and M.S. in
mathematics. He later graduated from Michigan State University with a Ph.D. in
mathematics. It is significant to note that he is a co-beneficiary of a National Science
Foundation grant because only a small amount of NSF funding is set aside for research
mathematics. For the past three years, Dr. Draghici has been the coach of the team
representing FIU in the National Putnam Mathematics Competition and has been the
organizer of the FIU Match Club since 2003.

T/ P from Assistant to Associate

Professor Denise Duhamel holds an M.F.A. in poetry from Sarah Lawrence College. She
was a visiting professor at FIU during the Fall of 1999 and later joined FIU in 2000 as an
assistant professor. She often serves as a judge in national poetry competitions. Her
national and international reputation is evident not only in her publications but also in the
competitive scholarships and awards she has received. These include the National
Endowment for the Arts Fellowships in Poetry in 2001, which is granted to fewer than 3%
of its applicants. Ms. Duhamel is often lauded as one of the most admired and talked-about
poets of her generation. Her work is widely published in journals and anthologies of
contemporary work. Since 2000, she has published more than 60 poems in magazines, and a
total of 284 since 1984. Ms. Duhamel’s work includes published poems and prose in
international literary magazines, in anthologies and textbooks in the US and abroad, as well
as fiction pieces in magazines. She as written seven poetry books and has another one
expected to be released in April 2005.

T/ P from Assistant to Associate

Dr. Lidia Kos joined in FIU in 1998 as Assistant Professor in the Department of Biological
Sciences. She has done high-quality research despite having to build research support from
scratch, as well as revitalized undergraduate teaching in embryology, development, and cell
biology. The quality of her research is evident in publications appearing in Nature Genetics,
The Proceedings of the National Academy of Sciences, as well as Development, among others. Since
1992, Dr. Kos has been cited 553 times. She has been very active in the field of pigment cell
research, and is an influential presence in the international field studying the regulation of
mammalian pigmentation.

T/ P from Assistant to Associate

Dr. Kalai Mathee-Narasimha attended the University of Malaya in Kuala Lumpur,
Malaysia, where she graduated with a B.Sc. in Genetics and later with a M.Sc. in Microbial
Genetics. She attended the University of Tennessee Medical School and graduated with a
Ph.D. in Microbiology and Immunology. She is an acknowledged international expert in
bacterial pathogenicity with particular emphasis on Pseudomonas aeruginosa, the most
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common cause of morbidity and mortality in cystic fibrosis patients. Her studies include
biofilm analysis and the molecular mechanism of antibiotic resistance. She has been
successful in attracting funding to support her work, including $750K from the National
Institutes of Health and the Cystic Fibrosis Foundation. In addition, she has facilitated
almost $2M in extramural grants as co-PI working in collaboration with other faculty at FIU.
Dr. Mathee’s work has appeared in some of the best specialty journals in the field, including
Gene, Virology, Microbiology, and the Annual Review of Microbiology. Furthermore, Dr. Mathee
has been exploring diverse areas such as bioinformatics and “ecoinformatic” tools in studies
of microbial diversity at the ribosomal level.

T/ P from Assistant to Associate

Dr. Misak Sargsian holds a Ph.D. in Physics from the Yerevan Institute in Armenia, and
he works in the field of high-energy nuclear physics. His expertise centers around hadronic
physics, which studies that part of the microscopic structure of matter which is generated by
the strong interactions, i.e., atomic nuclei and their constituents, the nucleons, and the
constituents of the latter, quarks and gluons. Dr. Sargsian has developed several important
methods for treating scattering problems, and his help is highly sought after by
experimentalists in these areas. He has published 27 articles in major refereed journals and
has presented in 43 conferences. Dr. Sargsian’s principal funding comes from the
Department of Energy, but has also received grants from the United States-Israel Binational
Science Foundation, from the Jefferson Laboratory, and has held a Humboldt grant. He was
selected as a reviewer of a grant proposal for the Department of Energy and as a referee for
all of the most important journals in his area, such as the Physical Review Journal and the
Nuclear Physics Journal. Dr. Sargsian is regarded as a very productive theorist, who is at the
forefront of his field, who provides experimentalists with quantitative models to understand
experimental results.

Education

T/ P from Assistant to Associate

Dr. Cengiz Alacaci joined FIU’s College of Education in 1999 as Assistant Professor of
Mathematics Education. He received his doctoral degree in mathematics education from the
University of Pittsburgh, after working as a post-doctoral research associate at the Learning
Research and Development Center (LRDC) of the University of Pittsburgh for a year. He
has established a line of research focusing on statistical understanding and applications, and
the study and improvement of mathematics education among pre-service and in-service
teachers. Dr. Alacaci’s record of publications includes having published three book
chapters, seven refereed articles, six papers in proceedings, and three technical
reports/monographs. In addition, he has served in leadership capacities nationally in the
American Educational Research Association Special Interest Groups: Mathematics
Education and International Studies. He has also served as a reviewer for the Journal of
Education research, and the Journal for Research in Mathematics Education.
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Tenure only

Dr. Leonard Bliss holds a B.S. in Science Education (Biology) and a M.S. in Secondary
Science Education, both from the State University of New York. He later graduated from
Syracuse University with a Ph.D. in Educational Research and Evaluation. Dr. Bliss has
published three articles since his arrival at FIU in 1999, and has published two book
chapters—one is The Study of Behavior Inventory, and the other deals with the assessment
process. The Study of Behavior Inventory (SBI) is reported to be in use at more than 400
colleges and universities. He has also published two monographs and presented 12 papers at
professional meetings. While at FIU, he has devoted time and effort to develop a Spanish
version of the SBI, as well as a high school student version. Dr. Bliss is currently writing a
book on data analysis, expected to be published by the end of 2004-2005 school year.

T/ P from Assistant to Associate

Dr. Eric Dwyer joined the College of Education in 1998, serving as a visiting instructor
during his first two years. He holds a B.A. in Spanish from Utah State University, and an
M.A. and Ph.D. in Foreign Language Education from the University of Texas at Austin. In
2000, he was promoted to assistant professor and has established an impressive record in
teaching, scholarship, and service. In 2004, he received the University Excellence in
Teaching Award. Dr. Dwyer has achieved an impressive amount of research and
scholarship activities in TESOL and Foreign Language Education. During his 6-year term at
FIU, he has given 29 presentations and is currently directing a two-year $160,000 grant on
Science Academic Vocabulary for English Language Learners. His research projects include
a look into the language facing English language learners as they work through mainstream
courses and making that language accessible to them. In the last six years, Dr. Dwyer has six
publications, one article in press, and one book chapter in preparation. In addition, his
service to the University, college, and department is also significant.

Engineering

T/ P from Assistant to Associate

Dr. Anthony McGoron attended Wright State University where he graduated with a BSE
and MSE in Biomedical Engineering. He later obtained his PhD in Biomedical Engineering
from Louisiana Tech University. Prior to joining FIU in 1999, he worked at the University
of Cincinnati in radiology, nuclear medicine, and medical physics. He has been an essential
contributor to the development of FIU’s undergraduate and graduate programs in
Biomedical Engineering, as well as the development of its research programs. Dr.
McGoron’s research focuses on drug transport, nuclear imaging, neurological sciences and
engineering, as well as bio/nano-technology. At FIU, he has received funding from the
American Heart Association, National Institutes of Health and several biotech companies,
and has built successful partnerships with the companies in South Florida.
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Health and Urban Affairs

T/ P from Associate to Full

Dr. Alfredo Ardila graduated from Moscow State University with a Ph.D. in
Neuropsychology. The quality and quantity of his publications (in both English and
Spanish) attest to his contributions in the field, having written 22 books, 231 articles in
refereed journals, 45 book chapters, and developed three assessment batteries. Dr. Ardila’s
work has been cited at least 1,282 times according to the Social Science Citation Index. He
has been instrumental in research in the language and cognitive functions of bilingual
populations. Dr. Ardila is known as a pioneer in the field of aphasia (an impairment of the
ability to use or comprehend words, usually acquired as a result of a stroke or other brain
injury) with Spanish speakers. In addition, Dr. Ardila is a member of the Editorial Board of
seven journals. His research interests include brain organization of language; aphasias,
alexias and agraphias; acalculias; analysis of neuropsychological syndromes; normal and
abnormal aging; organization of cognition; bilingualism; socio-cultural factors in cognition,
and neuropsychological assessment instruments.

Hospitality Management

Tenure only

Dr. Jinlin Zhao graduated with a B.A. in English from the Beijing Second Foreign
Language Institute. He later attended Indiana University of Pennsylvania with the graduated
with a M.A. in Political Science, obtaining his Ph.D. in Hospitality and Tourism Management
from Virginia Polytechnic Institute and State University. He is an outstanding contributor of
research to many publications represented in a wide variety of high quality refereed journals,
with 10 articles, six in Premier and two in High Quality journals; two books, a book chapter,
several papers with presentations, and an instructor’s manual. Prior to joining FIU, he
taught courses at Western Carolina University and Beijing Second Foreign Language
Institute. Sine 2002, he participates as a Board Member for the Journal of Human Resources
in Hospitality and Tourism, and continues as a Member of the Board of Directors for the
Chinese Medicine Institute in Miami.

Law

Tenure only

Dr. Matthew Mirow received his B.A. in Philosophy and Religion from Boston University
and later attended Cornell University where he graduated with a J.D. He holds a Ph.D. in
law from Cambridge University in England and a second Ph.D. from Leiden University in
the Netherlands. An award-winning teacher and member of the Florida Bar, Professor
Mirow has taught law in the United States, England, and Colombia. He teaches in the areas
of Property Law, Trusts and Estates, Latin American Law, Comparative Law, International
Law, and Legal History. Professor Mirow has held a Golieb Fellowship at New York
University School of Law and has served as a General Reporter to the Société Jean Bodin.
Holding Diplomas in Spanish from Cambridge University and the Spanish Ministry of
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Education and Science, he is an affiliated faculty member of the Latin American and
Caribbean Center at FIU. His scholatly publications include Latin American Law: A History
of Private Law and Institutions in Spanish America (University of Texas Press, 2004), and
over 20 book chapters and law review articles. Professor Mirow serves as a book review
editor for the American Journal of Legal History.
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actions, complaints, appeals and grievance procedures, and separation and
termination from employment.
EXHIBITS/SUPPORTING DOCUMENTS: = EXHIBIT “E” — TENURE AS A
CONDITION OF EMPLOYMENT
NOMINEES
®» ATTACHMENT 3 — TENURE NOMINEES’
B1os

FACILITATOR/PRESENTER: = NONE



Exhibit “E”

The Florida Internacional University
2004-2005 Tenure Nominations

PROPOSED TENURE
NAME GENDER | ETHNICITY RANK DEPARTMENT CIP CODE
COLLEGE OF BUSINESS
ADMINISTRATION
Tenure Only
Cherie J. O'Neil Hennig F W (TACOE) Accounting 520301
COLLEGE OF EDUCATION
Tenure Only
Joseph C. Witt M W (TACOE) Educ. Psych. Studies 421701
COLLEGE OF ENGINEERING
Civil &
Fernando R. Miralles-Wilhelm M H Associate Professor Environmental 141401
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THE FLORIDA INTERNATIONAL UNIVERSITY
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2004-2005
Tenure as a Condition of Employment Nominations
Biographies

Business

Tenure as a Condition of Employment

Prior to joining FIU, Dr. Cherie O’Neil-Hennig was Chair of the Department of
Accounting and later Professor of Accounting at Colorado State University. She is a
graduate of the University of Colorado, where she earned her B.S., M.B.A., and Ph.D. in
Accounting. As a consultant with ACDI-VOCA from 1999 through 2001, she has received
grants for projects relating to the implementation of International Accounting Standards in
Russia and in other countries of the former Soviet Union. Dr. O’Neil has taught at Saratov
State Agricultural University in Saratov, Russia, where she held training sessions on
International Accounting Standards and cost accounting applications in agricultural
enterprises. She has also been a consultant on adopting Western Accounting practices in
Russia, the Baltic Republics, and the Republic of Georgia. Professor O’Neil has published
numerous tax articles and AICPA continuing professional education courses, has been a
contributing author on numerous tax texts, and is co-editor of TaxPoint, the first interactive
CD-rom tax text. She has also conducted research for the Internal Revenue Service,
Statistics of Income Division in Washington, D.C. and the District Office of Research and
Analysis in Jacksonville, Florida. Dr. O’Neil is a Certified Public Accountant in Colorado.

Education

Tenure as a Condition of Employment

Dr. Joseph Witt graduated from Arizona State University with a Ph.D. in School
Psychology. Since 1987, he worked at Louisiana State University, where he was professor
and director of the School Psychology Program. He is a Fellow of the American
Psychological Association, and member of the National Association of School Psychologists
as well as the Louisiana Association of School Psychologists. Dr. Witt has been recognized
as Distinguished Professor by LSU Alumni Association, Distinguished Lecturer by the
University of Cincinnati, and Noted Scholar by the University of British Columbia.
Furthermore, in 19806, he was honored by Division 16 of the American Psychological
Association with the Lightner Witmer Award for Research. Dr. Witt’s record reflects
continuous scholarly productivity, having been associated with 15 published books and
having published over 70 articles. Currently, he has eight articles and five book chapters in
press, as well as five reviews in Mental Measurements Yearbook. Over the past four years,
he has obtained approximately $900,000 in external funding.
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Engineering

Tenure as a Condition of Employment

Dr. Fernando R. Miralles-Wilhelm received his B.S. in Mechanical Engineering from the
Universidad Simoén Bolivar in Caracas, Venezuela. He later attended the University of
California, Irvine, and MIT, where he graduated with a M.S. in Engineering and a Ph.D. in
Environmental Engineering, respectively. Dr. Miralles-Wilhelm is a licensed engineer in
Venezuela as well as in Massachusetts and Florida. He has taught undergraduate and
graduate courses in hydrology, fluid mechanics, flow through porous media, groundwater
modeling, ecohydrology, environmental engineering, and architecture and the environment.
His research interests lie in the area of analytical, statistical, and computational modeling of
hydrologic flow, as well as contaminant fate and transport at watershed/ecosystem scale with
applications to global climate, hydrogeology, biogeochemistry, and ecology. Dr. Miralles-
Wilhelm has published twelve papers in leading archival journals and has presented at
national and international conferences. In addition, he has served as principal investigator
for research grants exceeding $2.5 MM and as a co-principal investigator on projects over
$2.3 MM.
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BOARD MEETING

29 JUNE 2005

SUBJECT: PERFORMANCE MEASURES

PROPOSED BOARD ACTION:
ADOPT THE FOLLOWING RESOLUTION:

WHEREAS, the Florida Board of Governors (“the BOG”) adopted a series of
University accountability measures in January 2005, and

WHEREAS, Florida International University was asked to recommend targets for
academic years 2006-2007 and 2012-2013 for measures in four areas: graduation
rates, minority baccalaureate degree production, licensure pass rates, and world-class
research programs,

THEREFORE, BE IT RESOLVED, that the Florida International University Board
of Trustees approves the performance targets presented by the administration in

each of the four measurement areas as requested by the BOG and attached to this
Resolution as Exhibit “F,” and

FURTHER RESOLVED, that upon approval of the performance targets, the
University President shall file the plan with the Board of Governors.

BACKGROUND INFORMATION:

The Board of Governors (BOG) adopted a series of University accountability
measures in January, 2005. Seven measures were designed with the intent to
support the BOG strategic planning effort. These measures are shown in
Appendix A. They included graduation rates, degrees granted by level, targeted
degrees granted by level, minority baccalaureate degree production, licensure pass
rates, academic learning compacts, and world-class academic and research programs.
The potential relationship of performance on the seven measures to state funding is
not yet clear.
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On May 3, 2005, the Board of Governors requested that Florida International
University determine targets for both 2006-07 and 2012-13 for measures in four
areas, including graduation rates, minority baccalaureate degree production, licensure
pass rates, and world-class research programs. The response is due to the BOG on
May 23, 2005.

Targets

Proposed targets have been developed for the BOT’s discussion and review.
Appendix B contains six years of historical data and the 2006-07 and 2012-13 targets
for each measurement area. Generally, targets were selected based on past
performance, organizational and other changes being implemented, and the expert
judgment of leaders in the area charged with performance.

On May 23", the BOG was provided a response meeting their deadline that is clearly
labeled as “Pending approval from the Florida International University Board of
Trustees.”

EXHIBITS/SUPPORTING DOCUMENTS: = EXHIBIT “F”’ — PERFORMANCE

MEASURES REPORT, APPENDIX B

FACILITATOR/PRESENTER: = NONE



EXHIBIT "F"

BOG PERFORMANCE MEASURES - TARGETS May 2005

APPENDIX B: Florida International University ( PENDING APPROVAL OF FIU'S BOARD OF
Measure One: Graduation Rates

Cohort by Entering Year (Full-time students)
Performance peer Av:i\ e 1995- 1996- 1997- 1998- 1999- 2000- 2003- 2009-
F v for ETIC Index Average (1993 1999 2000 2001 2002 2003 2004 2007 2013
our-year for 9 2001) Cohort Cohort Cohort Cohort Cohort Cohort Target Target
18% 16% 34% 15% 17% 18% 19% 21% 19% 20% 25%
Performance Peer av:rz e 1993- 1994- 1995- 1996- 1997- 1998- 2001- 2007-
Six_Y for ETIC Index Average (1993_ 1999 2000 2001 2002 2003 2004 2007 2013
Ix-Year for 9 2003) Cohort Cohort Cohort Cohort Cohort Cohort Target Target
45% 40% 56% 47% 43% 45% 44% 47% 47% 48% 55%
Performance Peer US 1997- 1998- 1999- 2000- 2001- 2002- 2005- 2011-
AA-Transfer Two- Index e T S, 1999 2000 2001 2002 2003 2004 2007 2013
Year Cohort Cohort Cohort Cohort Cohort Cohort Target Target
 oor DD e | e | o | swe | ses | ows | o | aow
Performance Peer US 1995- 1996- 1997- 1998- 1999- 2000- 2003- 2009-
Index Average | Average 1999 2000 2001 2002 2003 2004 2007 2013
AA—Tra$sfer Four- 9 9 Cohort Cohort Cohort Cohort Cohort Cohort Target Target
ear
T_ 74% 72% 72% 70% 73% 78% 78% 82%

Measure Two: Degrees Awarded (To be based on degree/enrollment plans)

Measure Three: Baccalaureate Degree Production in Targeted Areas
(To be based on degree/enrollment plans)

page 1 of 3



EXHIBIT "F"

BOG PERFORMANCE MEASURES - TARGETS May 2005

APPENDIX B: Florida International University ( PENDING APPROVAL OF FIU'S BOARD OF
Measure Four:

Minority Baccalaureate Production
Baccalaureate | performance Peer us 1998- 1999- 2000- 2001- 2002- 2003- 22%%67_ 22%1123_
Degrees Index Average | Average 1999 2000 2001 2002 2003 2004 Target Target
Total Under-
Represented 66% 65% 66% 66% 69% 67% 67% 67% 70%
Minority
Black, Non-Hispanic 14% 14% 14% 14% 13% 13% 13% 13% 15%
Hispanic 52% 51% 52% 52% 55% 54% 53% 54% 55%
Measure Five: Licensure Pass Rate
Florida
L B Performance | Average us 1998- 1999- 2000- 2001- 2002- 2003- 06-07 2012
aw (Bar Index (2003- | Average | 1999 2000 2001 2002 2003 2004 Target | Target
Examination)
75% 80%
UsS
Performance | Average | Average 2002- 2003- 06-07 2012
Nursing (NCLEX) Index (2003- (2003- 2003 2004 Target Target
2004) 2004)
85% 83% 87% 81% 89% 929 95%
Performance Florida us 1999- 2000- 06-07 2012
Teacher Certification Index Average | Average 2000 2001 Target Target
Measure Six: Academic Learning Compacts (To be determined)

page 2 of 3



EXHIBIT "F"

BOG PERFORMANCE MEASURES - TARGETS May 2005

APPENDIX B: Florida International University ( PENDING APPROVAL OF FIU'S BOARD OF

Data used in
calculations

Total Academic R&D
(Actual Dollars)

Total Academic R&D
(Deflated Dollars)

Federally Financed
R&D Expenditures
(Actual Dollars)

Federally Financed
R&D Expenditures
(Deflated Dollars)

Faculty

Full-time, Tenure and
Tenure-earning

$14,764

$34,649

$30,842

Fall 1997

Fall 1999

Fall 2001

642

682

619

Measure Seven: World-class Academic and Research Programs
Patents per 1,000 | performance |  Peer us | Fy 1999- | FY 2001- | FY 2002- FY 2006- | FY 2012-
full-time tenure Index Average | Average | 2000 2002 2003 2007 2013
and tenure- Target Target
earning faculty 1 17 2 0 _ 9 15
Us
Research Performance Peer Average | FY 1997- | FY 1999- | FY 2001- | FY 2002- | FY 2003- szégc;e- szécl);z-
Expenditures Index Average |(FY 2001-[ 1998 2000 2002 2003 2004 T
2002) arget Target
Total Academic R&D
Expenditures per full
time, tenure and
tenure-earning $ 51| $ 65| $ 131 | $ 29 | 8 51| $ $125 $191
faculty (in
thousands)
Federally Financed
R&D Expenditures
per full-time tenure
and tenure-earning $ 34| s 33| 3% 701 3% 231 3% 30| 3% $78 $147
faculty (in
thousands)

page 3 of 3
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THE FLORIDA INTERNATIONAL UNIVERSITY
BOARD OF TRUSTEES
BOARD MEETING

29 JUNE 2005

SUBJECT: TENURE AS CONDITION OF EMPLOYMENT NOMINATIONS

PROPOSED COMMITTEE ACTION:
ADOPT THE FOLLOWING RESOLUTION:

WHEREAS each board of trustees is authorized to establish the personnel program
for all employees of the university including tenure,

WHEREAS the University President is recommending the granting of Tenure as a
Condition of Employment for three (3) nominees listed in Exhibits “E”,

THEREFORE BE IT RESOLVED that the Florida International University Board
of Trustees approves the granting of Tenure to the three individuals listed in Exhibit
“E” based on the recommendations of the University President.

BACKGROUND INFORMATION:
STATUTORY AUTHORITY:

Florida Statutes 1001.74, “Powers and duties of university boards of trustees,”

states in part,
(19)(a) Each board of trustees shall establish the personnel program for all
employees of the university, including the president, pursuant to the
provisions of chapter 1012 and, in accordance with rules and guidelines of
the State Board of Education, including: compensation and other conditions
of employment, recruitment and selection, non-reappointment, standards for
performance and conduct, evaluation, benefits and hours of work, leave
policies, recognition and awards, inventions and works, travel, learning
opportunities, exchange programs, academic freedom and responsibility,
promotion, assignment, demotion, transfer, tenure and permanent status,
ethical obligations and conflicts of interest, restrictive covenants, disciplinary
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THE FLORIDA INTERNATIONAL UNIVERSITY
BOARD OF TRUSTEES
BOARD MEETING
29 JUNE 2005

SUBJECT: UNIVERSITY PERSONNEL RULES — RULE REPEAL

PROPOSED BOARD ACTION:
ADOPT THE FOLLOWING RESOLUTION:

WHEREAS, the Board of Trustees is the public employer of all employees of the
University and has the power and duty to adopt a personnel program for all
University employees;

WHEREAS, the University has decided to repeal Personnel Rule 6C8-4.018 because
it is redundant;

THEREFORE, BE IT RESOLVED THAT, the Board approves the proposed
repeal of Rule 6C8-4.018.

BE IT FURTHER RESOLVED THAT, the Board delegates authority to the
University President to consider any comments to the Rule Repeal received by the
University in writing or at a public hearing to be held after the Board's action, and to
file the Rule Repeal for adoption.

AND BE IT FURTHER RESOLVED, that the President report to the Board at its
next regularly scheduled meeting on any substantive change requested or made to the
Rule Repeal as a result of comments received in writing or at the public hearing on
the Rule Repeal.

BACKGROUND INFORMATION

A. Legal Authority

Section 1001.74, Florida Statutes (2004), Powers and Duties of university boards of
trustees, provides in relevant part:

(4) Each board of trustees may adopt rules pursuant to ss. 120.536(1) and
120.54 to implement the provisions of law conferring duties upon it. . .
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Resolution of the Florida Board of Governors, dated 7 January 2003. Resolution
delegating and delineating powers of local boards of trustees, provides in pertinent
part:

19. Each board of trustees shall establish the personnel program for all
employees of the university, including the president, pursuant to the
provisions of chapter 1012 and, in accordance with rules and guidelines of
the Board of Governors, including: compensation and other conditions of
employment, recruitment and selection, nonreappointment, standards for
performance and conduct, evaluation, benefits and hours of work, leave
policies, recognition and awards, inventions and works, travel, learning
opportunities, exchange programs, academic freedom and responsibility,
promotion, assignment, demotion, transfer, tenure and permanent status,
ethical obligations and conflicts of interest, restrictive covenants, disciplinary
actions, complaints, appeals and grievance procedures, and separation and
termination from employment. No rule of the Board of Governors shall be
considered to in any way contravene the responsibility of each of the
university board of trustees to act as the sole public employer with regard to
all public employees of its universities for the purposes of collective
bargaining in accordance with chapter 447, Florida Statutes.

B. Explanation for Proposed Committee Action:

The Board of Trustees has the authority to adopt new rules, amend existing rules,
and repeal existing rules that are obsolete, redundant, or unnecessary. Current University
Personnel Rule 6C8-4.018, Termination of Employment of Administrative and Professional
(A&P) Staff is redundant because all matters under this Rule are covered by Rule 6C8-4.025,
Separation from Employment for Non-Bargaining Unit Employees.

If the Board approves the Proposed Rule Repeal, the University will take the following steps
which are required by state law:

Publish a notice regarding the Rule Repeal in a newspaper of general circulation;
Conduct a public hearing (if a hearing is requested) approximately twenty-one
(21) days after publication of the notice. The purpose of the hearing is to receive
comments by students, staff, faculty, and other persons affected by the Rule
Repeal; and

3. Consider any requests for changes received either in writing or at the hearing,
and determine whether to proceed with the rule repeal as published.

N —
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Given that the Board will not meet again until 19 September 2005, it is further
recommended in order to complete the rule adoption process without delay, that the Board
delegate to the President

EXHIBITS/SUPPORTING DOCUMENTS: = NONE

FACILITATOR/PRESENTER: = NONE
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THE FLORIDA INTERNATIONAL UNIVERSITY BOARD OF TRUSTEES
DIVISION OF COLLEGES AND UNIVERSITIES
DEPARTMENT OF EDUCATION

6C8-4.018 Termination of Employment of Employees.

1) For purposes of this Rule, an “employee” means an employee who was in the Administrative
and Professional (A&P) pay classification prior to July 1, 2005.

(2) Termination of Employment Without Cause.

(a) Employees may be terminated without cause at any time by giving written notice to the
employee as follows:

Employees with ten or more consecutive years of full-time service at the University as of July
1, 2005, a minimum notification period based upon one month per year, or part thereof, of
tull-time employment, plus one month, up to a maximum of six months notification, prior to
terminating the employment relationship.

(3) The decision to terminate employment shall be approved by the Vice President for Human
Resources or his or her designee.
(4) Upon notice of termination, the University shall decide at its sole option, whether to:

(a) Allow the employee to continue to work at the University during the notification period in
the same position or in a different position,

(b) Place the employee on leave with pay during the notification period,

(c) Pay the amount due to the employee in salary during the notification period as a lump sum
payment and cease employment of the employee immediately, or

(d) Take a course of action that is a combination of any of the above.

(5) Resignation by Employees. Employees will give two weeks written notice of resignation. A
resignation may not be rescinded by the employee without concurrence of the University.

Specific Authority 1001.74(4), (19) FS. Law Implemented 1001.74(19) ES. History-New 4-30-81,
Formerly 6C8-4.18, Amended 8-7-96, §-22-04,

-13
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THE FLORIDA INTERNATIONAL UNIVERSITY
BOARD OF TRUSTEES
BOARD MEETING
29 JUNE 2005

SUBJECT: PERSONNEL POLICIES FOR NON-BARGAINING PERSONNEL

PROPOSED BOARD ACTION:
ADOPT THE FOLLOWING RESOLUTION:

WHEREAS, the Board of Trustees is the public employer of all employees of the
University and has the power and duty to adopt a personnel program for all
university employees;

WHEREAS, the University has developed personnel policies for all non-bargaining
unit personnel (Exhibit “G”);

THEREFORE BE IT RESOLVED, that the Board of Trustees adopts the
personnel policies attached hereto as Exhibit “G” as amended;

BE IT FURTHER RESOLVED, that the policies attached hereto in Exhibit “G” as
amended shall be effective 1 July 2005, solely for non-bargaining unit personnel;

BE IT FURTHER RESOLVED, that the University Administration take all actions
necessary to give effect to this Resolution.

BACKGROUND INFORMATION

LEGAL AUTHORITY:
Resolution of the Florida Board of Governors, dated January 7, 2003. Resolution
delegating and delineating powers of local boards of trustees, provides in pertinent
part:

19. Each board of trustees shall establish the personnel program for all
employees of the university, including the president, pursuant to the
provisions of chapter 1012 and, in accordance with rules and guidelines of
the Board of Governors, including: compensation and other conditions of
employment, recruitment and selection, nonreappointment, standards for
performance and conduct, evaluation, benefits and hours of work, leave
policies, recognition and awards, inventions and works, travel, learning
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opportunities, exchange programs, academic freedom and responsibility,
promotion, assignment, demotion, transfer, tenure and permanent status,
ethical obligations and conflicts of interest, restrictive covenants, disciplinary
actions, complaints, appeals and grievance procedures, and separation and
termination from employment. No rule of the Board of Governors shall be
considered to in any way contravene the responsibility of each of the
university board of trustees to act as the sole public employer with regard to
all public employees of its universities for the purposes of collective
bargaining in accordance with chapter 447, Florida Statutes.

BE IT RESOLVED that it is the intent of the Board of Governors that the
university boards of trustees shall be the sole public employers with respect
to all public employees of the respective state universities as provided in s.
447.203(2) and (10), E.S. for the purpose of collective bargaining, and no rule
previously adopted by the Board of Governors shall contravene this intent or
shall be in conflict with the boards of trustees adoption of rules in
furtherance of their responsibilities as public employers.

EXHIBITS/SUPPORTING DOCUMENTS:

FACILITATOR/PRESENTER: = NONE

= EXHIBIT “G” — PERSONNEL POLICIES
FOR NON-BARGAINING PERSONNEL



Florida International University
Division of Human Resources

Access to Official Personnel Records
Purpose:

To establish what constitutes the University’s official personnel records and
provide means for individuals to inspect such records.

Policy:

The only official personnel records are maintained in the Division of Human
Resources.

When any personnel decisions are made, other than for faculty tenure and
promotion, the only documents which may be used are those contained in the
official personnel file. There will be separate files solely for tenure and promotion
which will be kept by the departments or colleges.

Generally, University personnel records are public records and under the
Sunshine Law are open for public inspection.

All requests for employee information, including both, current or former
employees, must be submitted in writing to the Division of Human Resources for
production.

Copies of the records may be furnished upon request, at a cost of $0.15 per
page.

Employees’ social security numbers are not public records. An individual’'s social
security number must be removed from any record inspected or released in
response to a public records request.

Personal information of law enforcement personnel and their immediate family
members are not considered public records and are exempt from the General
State Policy on Public Records under Section 119.07, F.S.



Florida International University
Division of Human Resources

Purpose:

Policy:

Advertising

To create a systematic and consistent process by which we notify the
internal/external community of the job opportunities available within the
University.

All employment advertisement shall be centrally coordinated through the
Division of Human Resources (DHR)

Hiring departments must advertise in various media (i.e. JobsLink,
newspapers, trade journals, industry circulars, electronic media, etc.)
depending on the level of the position.

Hiring departments can elect to advertise non-required positions in the
various media provided they have the budget.

Advertising can be done locally and/or nationally depending on the level of
the position.

DHR provides guidance and recommendations to the hiring department to
ensure consistency and compliance in advertising.
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Division of Human Resources

Alternative Work Site (Flex Place)

Purpose:

To administer the use of alternative work sites consistent with the University’s efforts
toward work/life balance.

Policy:

To be considered for an alternative work site option, employees should complete six
months of employment in the department instituting the arrangement, except when an
alternative work site has been agreed upon as a condition of employment and
referenced on the offer letter.

Not all employees, supervisors, or job responsibilities are suited to alternative work site
options. Human Resources is the ultimate authority in approving alternative work site
options and shall use discretion in determining if the job responsibilities or the employee
are suited to such an arrangement before approving participation.

Supervisors must monitor performance to ensure quantity and quality of work performed
does not decrease while at the alternative work site. Failure to fulfill normal work
requirements may result in the termination of the alternative work site option.

Both the supervisor and employee must sign an Alternative Work Site Option Form that
will clarify the conditions of the arrangement.

For non-exempt employees, any hours beyond the normal work schedule must be
authorized in advance by the employee’s supervisor.

Employees who are unable to work due to illness must use sick leave and must report
their absence to their supervisor.

Alternative work site options shall not be used as a substitute for dependent or child
care. Employees who participate in alternative work site options are expected to make
dependent and child care arrangements during the period they will be working at home.

The pre-approved alternative work site agreement may be terminated based on
business necessity.



Florida International University
Division of Human Resources

Bereavement Leave

Purpose:
To administer a Bereavement Leave Policy which provides uniform guidelines to
grant paid time off to employees for absences related to the death of immediate
family members.

Definition:
Immediate Family — defined as spouse, children (including foster or
stepchildren), parents (including stepparents), brother and sister (including
stepbrother and stepsister), grandparents, and grandchildren of both the
employee and the spouse.

Policy:

An employee shall be granted three (3) days of leave with pay for a death in the
immediate family



Florida International University
Division of Human Resources

Approval of Perquisites

Purpose:

To establish a policy relating to the approval of Perquisites for University
employees.

Definition:

“Perquisites” means those things, use of, or services which carry a monetary
value for which the employee benefits.

Policy:

Perquisites may be furnished to University employees in those specific
instances where Human Resources determines that the furnishing of such is in
the best interest of the University, and/or is justified by the requirement of the
position.

Perquisites may be considered as part of the employee’s total compensation;
therefore, the kind and value of Perquisites shall be as uniform and practical in
similar situations. The value of Perquisites shall not be used to compute the
employee’s rate of pay. There may be federal income tax consequences of
such Perquisites in accordance with the Internal Revenue Code.

This policy does not apply to those benefits which are by law required to be
bargained in good faith.
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Division of Human Resources

Anonymous Complaints

Purpose:

To establish a policy on the handling of anonymous complaints.

Definition:

Complaint - A complaint is an expression of dissatisfaction or concern related to
a workplace situation. It does not apply to discrimination or sexual harassment
as other processes are available to address such issues (See Sexual
Harassment Rule #6C8-1.010).

Policy:

The University attempts to deal openly, fairly and effectively with any comment or
complaint of an individual, service provided, or any of its processes, and to offer
an appropriate remedy to anyone who is adversely affected.

The University understands that there may be cases when an individual might
want to report their concerns anonymously or with confidentiality. To the extent
possible, the University will keep reports confidential. If the individual does not
identify himself or herself, however, the University might not be able to respond
appropriately to the individual’s concern. Further, there may come a time when
the University cannot proceed with the investigation without obtaining additional
information from the reporting person or others. Therefore, persistent
anonymous complaints will be systematically addressed to determine if the
complaint(s) should be investigated.
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Division of Human Resources

Animals in the Workplace

Purpose:
To provide guidelines for the presence of animals in the workplace.
Policy:

The workplace is intended to be devoted to the efficient and effective environment
conducive to the education and related services to students, parents and members of
the community. The presence of animals not devoted to accomplishing these objectives
is disruptive, non-hygienic, and potentially unsafe, and can prove to be a distraction to
the work and lifestyles of faculty, staff, students and visitors. In addition, members of
the University community may have allergies to or simply be afraid of animals.

The presence of animals in the work place may pose a safety concern putting the
University at a risk of potential liability. Therefore, animals are not allowed in the
work place. The sole exceptions to this policy are dogs being used by law
enforcement personnel, animals being used for research purposes, or serving as
guides or aides to their owners, such as seeing-eye dogs. If the animal is being
used as an ADA accommodation, the Office of Equal Opportunity Programs must
be notified in writing.



Florida International University
Division of Human Resources

Business-Related Travel
Purpose:

To compensate non-exempt employees traveling on University business.

Policy:
Travel is clearly work time, and is therefore compensable, when it cuts across
the employee’s workday. The employee is simply substituting travel for other
duties. The time is not only hours worked on regular working days during
normal working hours but also during the corresponding hours on nonworking
days. Thus, if an employee regularly works from 8:30 a.m. to 5:00 p.m. from
Monday through Friday the travel time during these days/hours is considered
work time as well as during any other days.

Time worked is always compensable, regardless of whether work is performed
at the work site, while traveling on University business, or if it takes place within
or outside of normal work hours.

A lunch period during which an employee is relieved of all his assigned duties is
not compensable.

If an employee is required to attend a business-related function, the employee
must be compensated.

If an employee requests a specific itinerary that is different from the University-
recommended itinerary, only the estimated travel time associated with the
University’s recommended itinerary will be eligible for compensation.

An employee is only compensated during administrative work hours from the
time travel begins, to the time travel ends. Any portion of the employee’s
normal work hours that the employee spends away from the work site that is
not within travel time is not compensated. If travel time ends during the
employee’s normal work hours, the employee must take leave or return to work,
unless prior arrangements have been made, such as flexible work hours.
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Division of Human Resources

Purpose:

Policy:

Confidentiality Agreements

To prohibit the unauthorized exchange of confidential information between
the employee and any other party who does not have the right to receive
the information.

Any written or oral statement containing confidential, personal information
related to business, financial or medical transactions, including name, birth
date, address, telephone number, social security number, personal
photograph, amounts paid or charged on University charge cards is to be
safeguarded.

It is the legal and ethical responsibility of all Florida International University
faculty, staff employees, students, and volunteers to preserve and protect
the privacy, confidentiality and security of all confidential information,
written or verbal, acquired during their course of work at Florida
International University. Use of confidential information for any personal
gain, or offer of such information to any individuals or publications to the
detriment of Florida International University during or subsequent to
employment is forbidden.

Willful violation or unauthorized activities compromising the Confidentiality
Agreement made between the employee and employer (Florida
International University) will constitute cause for disciplinary action up to
and including termination of employment.
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Division of Human Resources

Compulsory Leave

Purpose:

To establish a policy on granting compulsory leave to employees.

Definition:

Compulsory leave is defined as approved leave with or without pay, or a
combination of such leave, not to exceed the duration of the illness/injury
or one year, whichever is less.

Policy:

When an employee is unable to perform assigned duties due to
illness/injury, the President or designee may require the employee
member to submit to a medical examination by a mutually acceptable
health care provider paid by the university. Upon a signed release by
the employee, the results of the medical examination, certifying in detalil
the employee’s condition, shall be released solely to the President or
designee and any other entity identified by the employee on the release.
If the medical examination confirms that the employee is unable to
perform assigned duties, the President or designee shall place the
employee on compulsory leave.
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Division of Human Resources

Compressed Work Schedule

Purpose:

To promote alternative work schedules for employees consistent with the University’s
efforts toward work/life balance.

Policy:

A compressed workweek is one in which employees work their assigned number of
hours but in fewer than 5 days in one week or fewer than 10 days in one pay period.
Compressed work schedules will be granted in situations where job and business-
related needs can continue to be met even under a compressed schedule.

All full-time employees must work a 40-hour week (or 80-hours each pay period).

Eligible employees must obtain permission from their respective supervisor and final
approval from Human Resources.

Operational requirements must be met.

Service to the customer must be maintained or improved.

Costs to the university will not be increased.

Each office or operation must be covered during normal or core business hours;

Compressed work schedules must not diminish the ability of the department to assign
responsibility and accountability to individual employees for the provision of services and
performance of their duties.

Compressed workweek schedules must be set (not varying from pay period to pay
period), but may be any of the following for a two week pay period:
o Four ten-hour days each week, with a work day off each week
o Four nine-hour days and one four-hour work day off each week (one afternoon or
morning off each week)

When a paid holiday falls on an employee’s regularly scheduled day off, the following
may occur:
o the employee will be granted another day off during that pay period; paid leave is
allocated by the hour and not the day;
o the employee may have the option of reverting back to the regular schedule
during that pay period in which the holiday falls

All requests must be in writing.

Exempt employees, by definition, will continue to receive the same salary from week to
week regardless of the schedule worked.

The pre-approved compressed work schedule agreement may be terminated at any time
based on business necessity.
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Division of Human Resources

Children in the Workplace

Purpose:

To provide guidelines for the presence of children in the work place for other than
official University activities involving children.

Policy:

Employees with dependent children are expected to make regular arrangements
for proper care of their children while at work.

The University must consider issues of safety, confidentiality, disruption of
operations, disruption of services, disruption to other employees, and legal
liability as well as sudden emergencies, posed by the presence of children in the
work place. Therefore, University employees are prohibited from bringing
children on campus during working hours.

Supervisors may grant permission for a temporary, unforeseen emergency, but
no parent can have a child in the workplace without the supervisor’'s permission
or use the workplace as an alternative to childcare or for any other purpose.

If bringing a child to work with the employee is unavoidable, the employee must
obtain permission from his/her supervisor to have the child accompany the
employee while working. Factors the supervisor will consider are the age of the
child, how long the child needs to be present, the work environment in the
employee’s area, and any possible disruption to the employee’s and co-worker’s
work. When authorized, the accompanying adult must supervise the child at all
times.

Supervisors may direct an employee to remove a child from the workplace. No child
may be left unaccompanied by an adult in the work place, and any employee who
brings a child to the work place and leaves him or her unattended in an office, room,
hall, lounge, restroom, lunch area or elsewhere will be subject to discipline, up to and
including dismissal.

No minor may be allowed in an area that is potentially hazardous (i.e., where
hazardous equipment, human derived materials, radioactive materials, etc., are
located); such prohibited areas include workshops and laboratories, areas where
chemicals are stored, and plant rooms.



Children exhibiting symptoms of potentially contagious illnesses should not be
brought to the workplace.

Institutional computers are University property and vital equipment, intended for
use only by employees and in the course and scope of assigned duties.
Computers are not to be used as a toy or entertainment for visiting children.

The University does not accept any liability for injuries to children who are on
campus in violation of this policy.
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Division of Human Resources

Catastrophic Pool

Purpose:

To establish guidelines for the purpose of allowing the donation of sick leave
hours from one employee to another in catastrophic circumstances that affects
the employee or the employee’s immediate family members. For the purpose of
this policy, catastrophic is defined as any major illness or injury that does not
allow the employee to return to work for an extended period of time as
documented by a physician.

Definition:

Immediate Family - Spouse, child(ren) (including foster and stepchildren),
parents (including stepparents), and grandparents.

Policy:

Hours may be donated from one employee to another employee who has
exhausted their leave balances including sick, vacation, and compensatory time.

Hours may be donated in increments of eight (8) and must not exceed 80 hours
in 36-month period. The donating employees’ remaining balance cannot fall
below 80 hours. The total maximum amount of hours that an employee can
receive is 480 in a 12-month period.

Leave time used will be counted towards the Family Medical Leave Act (FMLA)
entitlement.
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Division of Human Resources

Purpose:

Policy:

Call-Back Pay

To provide compensation to non-exempt employees who are called back
to work to perform emergency and/or needed work assignments based on
operational needs during off-duty hours.

Regular and Interim non-exempt employees are entitled to call back pay
when an employee is called back to the work location outside their
regularly scheduled hours.

The employee shall be credited with the greater of the actual time worked,
including time to and from the employee’s home to the assigned work
location, or two hours.

Call back pay will be considered worked time and will be recorded as such
on the time record of the employee.

When an employee is called back to work, the call back pay will be paid at
the employee’s regular rate of pay or at his/her overtime rate for any time
over 40 hours in a work week.

Employees will not receive on-call pay for time worked.
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Division of Human Resources

Purpose:

Conflict of Interest

The University is required by the Florida Statutes and the University Code of
Conduct to ensure that its employees follow a code of conduct which avoids
any conflict of interest, or appearance of conflict of interest, between the
performance of the employee’s public duties and any outside personal
interests.

Definitions:

Policy:

Outside activity - shall mean any private practice, private consulting,
additional employment, teaching or research, or other activity, whether
compensated or uncompensated, which is not part of the employee’s assigned
duties and for which the University provides no compensation.

Conflict of interest - shall mean any conflict between the private interests of
the employee and the public interests of the University, the Board of Governors,
or the State of Florida, or any activity which interferes with the performance of
the employee’s professional or institutional responsibilities or obligations.

Conflicts of interests, including those arising from University or outside activities
are prohibited. Employees are responsible for resolving such conflicts of
interest, working in conjunction with their supervisors and other University
officials.

Any University employee considering outside activity/interest is required to
complete the Report of Outside Activity Form prior to engaging in such activity
and may not engage in such activity until the outside activity has been
approved.

The Report of Outside Activity Form must be completed on an annual basis
and/or when an outside activity begins or substantially changes, or has not
been previously reported. Faculty employees must make this report each year
even if they are not engaged in an outside activity.

The reporting provisions shall not apply to activities performed wholly during a
period in which the faculty employee has no appointment with the University.

Employment at other educational institutions of higher education is generally
defined as a conflict of interest. Therefore, barring special circumstances as
outlined below, full-time faculty employees and administrators should not
commit themselves to compensated employment at other colleges, universities



or serve in any capacity on the Board of Trustees of any other colleges or
universities.

Special circumstances for permitting employment at another educational
institution may include:

emergency need at another institution caused by accident or iliness;
summer teaching, if not appointed at FIU;

a vocational instruction;

unpaid leave of absence;

acceptance into a faculty/administrator development program;
approved faculty/administrator exchange with another institution;
programs approved as part of an inter-institutional agreement;
sabbatical leave when such employment is part of the approved
sabbatical proposal;

e instruction of a course which is not offered at FIU and in a program
that does not exist at FIU.



Florida International University
Division of Human Resources

Dress Code

Purpose:
To establish standards of professional attire within the workplace.

Policy:

The Division of Human Resources (DHR) sets guidelines on attire within
the workplace.

DHR reserves the right to identify incidents where employees are
inappropriately dressed and take appropriate disciplinary action.

Professional Attire

Professional attire shall be worn year-round, with the exception of
Business Casual Summers and Business Casual Fridays.

Professional attire includes the following:

Division/Department-specific uniforms
Business Suits

Dress Slacks

Button-down shirts

Hosiery

Closed-toe shoes

Business Casual Attire

During the summer months, employees are permitted to dress in business
casual attire Monday-Friday. During the remainder of the year, employees
are permitted to dress in business casual attire on Fridays.

Business casual attire includes:

Jeans (Fridays only)

FIU shirts

Dockers
Department-purchased shirts



Non-Professional Attire

Excluded from both professional attire and business casual attire are:

T-shirts

Sweatshirts

Sneakers

Open-toe shoes/sandals
Thong sandals

Halter tops

Leggings & sweat pants
Tube-tops
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Division of Human Resources

Disciplinary Actions
Purpose:

To establish a policy and provide guidelines for the application of disciplinary
actions for University employees.

Definitions:

Severe Disciplinary Actions — defined as suspensions, involuntary demotions
and involuntary terminations.

Suspension - occurs when an employee is taken off duty for a day or more
without pay.

Involuntary Demotion - occurs when an employee is involuntarily subjected to a
reduction in pay and higher functioning duties are permanently removed resulting
in a lower level position.

Involuntary Termination - occurs when an employee is permanently separated
from University employment.

Policy:

A Pre-Disciplinary Review (PDR) must be conducted in conjunction with Human
Resources before severe disciplinary action is imposed. The PDR shall provide
the review for severe disciplinary actions recommended by supervisors.

Human Resources will ensure that all pertinent information is obtained so that
employee behavior which necessitates disciplinary action shall be determined by
the employee’s supervisor in consultation and with the approval of the Assistant
Vice President for Human Resources or his/her designee, or the Provost or
his/her designee, in the case of a faculty member.

The University reserves the right to impose discipline at any level, including
immediate termination.
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Division of Human Resources

Direct Deposit

Purpose:
To outline and enforce a mandated process for the disbursement of
compensation.

Policy:
As a condition of employment, all employees are required to authorize
their paychecks to be electronically submitted to their financial institutions.

Failure to comply with this requirement will result in termination of
employment.



Florida International University
Division of Human Resources
Death of an Employee
Purpose:
To administer a uniform policy for reporting the death of an employee.
Policy:
Dean, Directors and/or Department Heads must report the death of an

employee to the Division of Human Resources as soon as possible, after
receiving notice.
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Division of Human Resources

Dual Employment and Compensation

Purpose:

To administer the approval of additional University employment and
compensation.

Policy:

All employees may be approved for secondary employment which constitutes
dual employment provided such employment does not interfere with the regular
work of the employee, does not result in any conflict of interest between the two
activities, and is determined as being in the best interest of the University.

Approval must be requested and granted by Human Resources prior to
commencement of the secondary employment.

The University is considered “the employer”, whether the secondary duties are
performed for the primary department, or for another department at the
University. Consequently, such employment may not be disassociated from the
primary employment, and all hours worked in a workweek in such jobs must be
aggregated together for non-exempt employees to determine if overtime over
forty hours is due.

Applies to Faculty Employees:

Available extra compensation appointments within the University shall be offered
equitably and as appropriate to qualified nine or twelve-month faculty. Only
employees holding established positions are eligible for extra compensation.

Approval for extra compensation must be secured from the employee’s
supervisor, prior to contracting for services, including instructional and non-
instructional activities. Normally, nine-month faculty employees may not receive
extra compensation for more than one three (3)-credit course per term, and may
not teach off-campus credit courses for extra compensation for more than two (2)
semesters during the fiscal year.

For twelve-month administrative employees who have been approved for extra
compensation conducted during normal working hours, the individual must use
accrued vacation leave for these hours.

Activities for which extra compensation are authorized may include:



Off campus credit courses;

Sponsored credit institutes and fee for service programs;
Credit courses that are not designated as part of the employee’s in-load
assignment;

Distance learning credit course design and/or instruction;

Study travel credit courses;

Dual enrollment courses;

Technical assistance such as that offered through Teacher Education Centers;

Scheduled non-credit activities such as conferences, symposia, institutes,
workshops or short courses;

- Consultative services which are part of sponsored research or training
grant/contract;

- Other educational sites over 1.0 FTE;

- Externally funded training programs;
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Division of Human Resources

Purpose:

Policy:

Educational Incentive Awards

To encourage professional development and reward employees who
acquire a degree, a professional license and/or professional certification
from an accredited institution or professional organization.

Exempt and non-exempt employees may be granted an Educational
Incentive Award upon submission of a program of study, degree and/or
certification being pursued.

Course of study should be relevant to the position and/or departmental
needs. Participation by the employee should be pre-approved by the
Department Head.

Upon completion of program/degree/certification, employee submits
written confirmation of the completed coursework/license/certification to
supervisor.

The Educational Incentive Award is paid as a Bonus upon submission of
proof of completion as follows:

Associate Degree $ 500
Baccalaureate Degree $ 1000
Master's Degree $1,500
Doctorate Degree/Juris Doctor $2,000
Apprenticeship $ 500
Journeyman $ 750
Professional Registration or License $1,000

Professional Certification $ 500



Florida International University
Division of Human Resources

Purpose:

Policy:

Employment Offers

To provide new employees with information regarding the terms and
conditions of employment at the University and to ensure consistent
personnel records indicating their acceptance.

All offers of employment will be centrally administered by the Division of
Human Resources.

The signed, original Offer of Employment becomes a permanent part of
the employee’s personnel file.

Applies To Faculty Employees:

A faculty employee’s professional obligations in teaching, research/
scholarship/creative activity, and service, are comprised of both scheduled
and non-scheduled activities. Upon initial appointment, a faculty member
shall be issued a letter of offer detailing specific terms and conditions of
employment and his/her assignment of responsibilities. The professional
obligation undertaken shall ordinarily be broader than the twelve (12)
contact hours of instruction or equivalent research and service required by
the Legislature. However, no appointment shall create any right, interest,
or expectancy in any other appointment beyond its specific terms, except
as noted in the provisions governing tenure, and layoff.

Each faculty member shall be given assignments that provide equitable
opportunities, in relation to other faculty members in the same
department/unit, to meet the required criteria for promotion, tenure, and
merit salary increases.
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Division of Human Resources

Purpose:

Policy:

Exit Reviews

To administer a program to collect data regarding working conditions and
other qualitative information from exiting employees as well as to ensure
retrieval of University assets when an employee separates from
employment.

All employees separating from the University are required to comply with
the Exit Review Program which includes the:

e Exit Review Questionnaire, and
e Separation Clearance Form

All outstanding debts of departing employees, including the face value of
any University asset not returned upon separation, will be deducted from
final funds due to the employee, upon giving the employee written
notification of the amount to be deducted and the reason thereof. If the
final salary and accrued leave, if any, are not sufficient to satisfy the
amount owed, any outstanding balance will be placed in Accounts
Receivable with the Controller's Office.
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Flexible Work Schedule (Flextime)

Purpose:

To administer the use of a flexible work schedule consistent with the University’s efforts
toward work/life balance.

Policy:

Flexible work hours may be instituted both to assist employees in their personal
planning and to maintain productivity.

Flextime may occur up to two hours before and two hours after the employee’s regular
schedule.

Flexible schedules must be recommended by the supervisor, planned in accordance
with the work functions and service objectives of the department and the University
operations, and approved by Human Resources.

The supervisor must establish a core period of time when all employees are in
attendance.

The pre-approved flexible work schedule agreement may be terminated at any time
based on business necessity.
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Firearms and Dangerous Weapons
Purpose:

To establish a policy that prohibits the possession, storage, use or manufacturing
of dangerous articles which pose a threat to the safety of persons or property.

Policy:

The provisions of this policy are applicable to all employees, students, and any
other individuals visiting or conducting business at the University. The only
exceptions to this policy are as follows:
e Law enforcement officers who are in uniform.
e University law enforcement personnel.
e Faculty in the performance of instructional or research responsibilities,
only with written approval from the Provost and previous notification to the
University’s Chief of Police.

All persons, except for those exempted above, are prohibited from possession,
storage, manufacturing, or use of a dangerous implement, including but not
limited to, firearms, destructive devices, explosives, slingshots, weapons, tear
gas guns, electric weapons or devices and fireworks, on any property owned,
used or under the control of Florida International University.

For purposes of this policy, the University’s campuses and dormitories are not
considered to be private residences, homes or places of business but rather
property owned by FIU; therefore, individuals licensed to carry firearms are not
exempted from the provisions of this policy on those premises.

Any violation of this policy will result in immediate termination of employment.
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Division of Human Resources

Fast and Impartial Resolution (FAIR) Process

Purpose:

To establish and maintain a process which provides for the equitable resolution
of complaints, misunderstandings, and issues for University employees.

Definition:

Complaint - A complaint is an expression of dissatisfaction or concern related to
a workplace situation. It does not apply to discrimination or sexual harassment
as other processes are available to address such issues.

Policy:

The University encourages open communication between employees and their
supervisors to address concerns. While most differences can be worked out
amicably between the employee and his/her supervisor, it is important to have a
process by which employees can seek to resolve what they consider to be unfair
or inequitable application of University policies and procedures.

Employees must meet with their supervisors to discuss and resolve issues that
they believe have adversely affected their employment. Human Resources must
be consulted to ensure that no violation of applicable University regulation, policy
or process has occurred.
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Purpose:

Policy:

FMLA, Parental, and Medical Leave

To administer the federally-mandated Family and Medical Leave Act
(FMLA) in accordance with University guidelines.

Family Medical Leave Act (Applies to all Employees)

The Family and Medical Leave Act of 1993 (FMLA) grants up to 12 work
weeks of leave within a 12-month period for certain family and medical
reasons. The leave may be paid, unpaid, or a combination of both.

To qualify, an employee must use FMLA for the following reasons:
e The birth of a child and in order to care for that child,;
e The placement of a child for adoption or foster care, and to care for
the newly placed child;
e To care for a spouse, child, or parent — but not a parent-in-law with
a serious health condition; or
e The serious health condition of the employee.

To be eligible for FMLA leave, an employee must:
e Have worked for the employer at least 12 months; and
e Have worked at least 1,250 hours during the 12 months prior to the
start of the FMLA leave.

The University will grant the 12-week period under FMLA to eligible
employees for the four reasons stated above and additional leave not to
exceed a total of 6 months for the following three reasons:
e The birth of a child and in order to care for that child (parental
leave);
e The placement of a child for adoption or foster care, and to care for
the newly placed child (parental leave); or
e The serious health condition of the employee (medical leave).

An employee who takes leave under this policy, will be able to return to
the same position or a position with equivalent status, pay, benefits and
other employment conditions.

Parental Leave (Excludes Temporary and Student Workers)
While an employee is on parental leave, the University will continue

paying the matching portion of the employee’s health and basic State life
insurance premiums up to six months during the leave period.



If the employee has accrued or earned paid leave, the employee must use
paid leave first and take the remainder of the leave period as unpaid
leave. A combination of accrued vacation and sick leave must be used.
Leave may also be used intermittently or under certain circumstances may
use the leave to reduce the workweek or workday, resulting in a reduced
work schedule.

Parental leave of absence requests shall be in writing, when possible, with
at least 30 days notice. If it is not possible to give 30 days notice, the
employee must give as much notice as is practicable. The request must
indicate the period of leave to be granted and the date the employee will
return to work.

For parental leave, documentation must be provided by the employee’s
doctor or spouse’s doctor of the expected due date. Parental leave may
begin no more than two weeks prior to the delivery date.

An employee who takes leave under this policy, will be able to return to
the same position or a position with equivalent status, pay, benefits and
other employment conditions.

Medical Leave (Excludes Temporary and Student Workers)

While an employee is on medical leave, the University will continue paying
the matching portion of the employee’s health and basic State life
insurance premiums up to six months during the leave period.

If the employee has accrued or earned paid leave, the employee must use
paid leave first and take the remainder of the leave period as unpaid
leave. A combination of accrued vacation and sick leave may be used.
Leave may also be used intermittently or under certain circumstances may
use the leave to reduce the workweek or workday, resulting in a reduced
work schedule.

Medical leave of absence requests shall be in writing, when possible, with
at least 30 days notice. If it is not possible to give 30 days notice, the
employee must give as much notice as is practicable. A doctor’s note
must accompany the request indicating reason and period of absence.

An employee who takes leave under this policy, will be able to return to
the same position or a position with equivalent status, pay, benefits and
other employment conditions.



Florida International University
Division of Human Resources

Purpose:

Policy:

Internal Recruitment, Promotions, Demotions & Transfers

To allow hiring departments to provide employees with internal career-
pathing opportunities.

Internal recruitment will be utilized to support career mobility of qualified
existing employees, consistent with equal employment and affirmative
action objectives. If a suitable candidate is not found internally, the
department will recruit outside FIU to obtain the best, qualified candidate
for the position.

Decisions regarding the career mobility of employees will be based on job-
related factors such as their ability to meet the minimum requirements of
the position, perform the essential functions of the position, past
performance in their current position and the level of experience within the
current position.

Internal recruitment will be utilized to support career advancement of
gualified internal candidates, so long as it is consistent with equal
employment and affirmative action objectives.

The following career-pathing opportunities encompass the methods by
which employees may move from one position to another:

Promotion

The upward mobility of an employee from one position to another position
having a greater degree of responsibility and a higher salary range
maximum.

A promotion can be within the same division/department or from one
division/department to another.

An employee being promoted will have his/her salary set in accordance
with FIU’'s Compensation Manual.

Demotion

The downward mobility of an employee from one position to another
position with a lesser degree of responsibility and a lower salary range
maximum.



A demotion can be voluntary or involuntary within the same
division/department or from one division/department to another.

An employee being demoted will have his/her salary adjusted in
accordance with FIU’s Compensation Manual.

Transfer

The lateral movement of an employee from a position in one class, to a
different position within the same class or in a different class, having the
same degree of responsibility and the same salary range maximum.

A transfer can be voluntary or involuntary.

An employee being transferred usually maintains their current salary.

Applies to Sworn Law Enforcement Employees:

An employee who has attained permanent status, or who anticipates
attaining permanent status on or before June 30, may apply to take a
promotional test by submitting a certified law enforcement application no
later than the first business day after January 1% of each calendar year to
the Division of Human Resources.

All applications for promotion will be reviewed to establish the employee’s
eligibility to take the promotional exam. Eligibility will be determined
based on the employee’s education and experience in relation to the
minimum requirements established for each law enforcement
classification.

Those employees who have been determined eligible to take a
promotional exam will receive a copy of the “Notice of Promotional Test”,
issued to the University by the Test Administrator of the law enforcement
promotional test.

An employee who takes a promotional test, which are provided in
numerical score order, the University will establish its promotional
classification. Each promotion list is established by listing the employees
in rank order based solely on the numerical passing test scores received
by the employees. The promotion list will be effective July 1% of each
calendar year and eligible employees will be retained on the promotion list
for a period of one year.

When filling a promotional vacancy, the Director of Public Safety shall:
1) select the candidate from the promotional list with the highest test
score; or



2) select from among the three candidates with the highest test scores
based on job-related factors.

In the event the Director of Public Safety chooses the second option
above, he/she may, in his/her sole discretion, conduct oral interviews
of the eligible candidates and/or seek recommendations for
appointment from section commanders.

Employees that do not receive or accept a promotion will retain their
position on a promotion list.

Applies to Faculty Employees:

Promotion

In order to be considered for promotion, a faculty employee shall meet the
minimum qualifications for initial appointment to the proposed rank and
successful performance at the level of the qualifications corresponding to
that rank. In addition, promotion shall be justified by the faculty
employee’s increased skills in the performance of duties, increased
knowledge in the field or specialty, and increased recognition of the faculty
member as an authority in his/her field. Satisfactory teaching performance
at the level corresponding to the higher faculty ranks is an indispensable
condition for promotion. Satisfactory performance in research and service
at the level corresponding to the higher rank is necessary.

Beginning with the second year of employment, a faculty member may
request in writing an appraisal regarding his/her progress toward
promotion. The promotion appraisal shall be included as a separate
component of the annual evaluation and is intended to provide assistance
and counseling to candidates in order to qualify for promotion. The
promotion appraisals are not binding upon the University.

Promotion decisions shall be a result of meritorious performance and shall
be based upon established criteria and procedures. The University shall
make available the criteria for promotion on line.

The Provost or designee shall award promotion and notify the faculty
member in writing of the decision.



Florida International University
Division of Information Technology

Information Technology Security
Purpose:
To provide guidelines for information technology security
Policy:

As part of Florida International University’s mission,
http://www.fiu.edu/~instires/mission.html, we strive to keep our resources safe
and secure. In order to fulfill the mission of teaching, research and public service,
the University is committed to providing a secure computing and networking
environment that assures the integrity, availability, and confidentiality of
information and information resources.

Protecting FIU's resources is a critical part of its mission.

If you have any concerns about using or protecting information or Information
Technology Resources to which you have access or control, you should contact
the IT Security Office, Security@fiu.edu.

General Responsibility

Each member of the University community is responsible for adhering to all federal, state and
local laws and FIU rules, regulations and policies, as the same may be amended from time to
time, pertaining to the security and protection of electronic information resources that he/she
uses, and/or over which he/she has access or control.

Resources to be protected include networks, computers, software, and data. The physical and
logical integrity of these resources must be protected against threats such as unauthorized
intrusions, malicious misuse, or inadvertent compromise. Contractors and participants in any
activities outsourced to non-FIU entities must comply with the same security requirements.

Enforcement

Persons who fail to adhere to this Policy may be subject to penalties as provided by law and/ or
disciplinary action, including dismissal or expulsion. Violations will be handled through the
University disciplinary policies applicable to employees and students. The University may also
refer suspected violations of applicable law to appropriate law enforcement agencies.

Unauthorized or fraudulent use of University computing or telecommunications resources can
also result in felony prosecution as provided for in the Federal and State of Florida Statutes.

Compliance
| have read and | understand the above FIU General IT Security Policy and will adhere to all

applicable laws, rules, regulations and policies pertaining to the security and protection of the
University’s electronic information resources.



Laws, Rules and Regulations
Impacting the Use of Florida International University
Information Technology Resources
And Addressing Privacy and Security Requirements

This is a representative list of the federal and State of Florida laws, rules and regulations that
Florida International University, its faculty, staff and students must follow in their use of the
University’s information technology resources. This list is not comprehensive, but is intended to
assist the reader to develop a basic understanding of the legal framework applicable to the
activities of FIU, its faculty, staff and students in the information technology environment.

Federal Laws:

Child Pornography Prevention Act of 1996, 18 U.S.C. 8§88 2251 et seq.

Copyright Laws, 17 U.S.C. 88 101 et seq.

Credit Card Fraud, 18 U.S.C. § 1029

Criminal Infringement of a Copyright, 18 U.S.C. § 2319

Digital Millennium Copyright Act, 17 U.S.C. 8§ 1201 et seq.

Economic Espionage Act of 1996, 18 U.S.C. 88§ 1831-39

Electronic Communications Privacy Act, 18 U.S.C. 88 2510-22 (“The Wiretap Act”)

Family Educational Rights and Privacy Act, 20 U.S.C. § 1232g; 34 CFR Part 99 (“FERPA” also
known as the “Buckley Amendment”)

Fraud and related activity in connection with computers, 18 U.S.C. § 1030 et seq.

Health Insurance Portability and Accountability Act, Administrative Simplification Provisions, 42
U.S.C. § 1320d, et seq. (“HIPAA”)

HIPAA Privacy Rule, 45 C.F.R. Part 160; 45 C.F.R. Part 164, Subparts A and E
HIPAA Security Rule, 45 C.F.R. Part 164, Subpart C

Homeland Security Act of 2002, Pub. L. 107-296, 116 Sat. 2135 (HR 2002)
Unlawful Access to Stored Communications, 18 U.S.C. 8§ 2701 et seq.

USA PATRIOT Act of 2001, Pub. L. No. 107-56, 115 Stat. 272

Florida Laws:
Computer Crimes Act, Fla. Stat. §8 815.01 et seq., 88§ 775.082-084

Computer Pornography and Child Exploitation Prevention Act of 1986, Fla. Stat. 88 847.0135 et
seq.



Florida Public Records Act, Fla. Stat. Chapter 119

Helpful Links:

Official Web site for the U.S. Patent and Trademark Office,
Www.uspto.gov/main/trademarks.htm

Official Web site for the U.S. Copyright Office, www.copyright.gov/

Information on the Fair Use Doctrine:

U.S. Copyright Office, Circular 21, Reproduction of Copyrighted Works by Educators and
Librarians, www.copyright.gov/circs/circ21.pdf

www.copyright.gov/help/fag/fag-fairuse.html

www.copyright.gov/fls/fl102.html

Official Web site for the U.S. Department of Health and Human Services, Office of Civil Rights,
on HIPAA, www.hhs.gov/ocr/hipaa/

Official Web site for the U.S. Department of Education, www.ed.gov/

Information on FERPA:

www.ed.gov/policy/gen/quid/fpco/ferpa/

FIU IT Policies

FIU Code of Computing Practice
http://uts.fiu.edu/index.cfm?action=code

FlUnet Acceptable Use Policy
http://uts.fiu.edu/index.cfm?action=acceptpolicy

FIU Academic Affairs Policies & Procedures Manual
http://www.fiu.edu/provost/polman/secliweb.html#11.00

IT Security Policies
Security.fiu.edu

Confirmation
Please enter your Panther ID and Password for confirmation that you have read and understood
the FIU Information Technology Security Policy. Failure to do so may result in the loss of
access to FIU Information Technology Resources.

Panther ID

Password




Florida International University
Division of Human Resources

[-9 Requirements

Purpose:
To enforce the federal requirements for certification of employment
eligibility within the United States.

Policy:
All employees must complete an I-9 (Employment Eligibility Verification)
form within the first three days of employment.

An employer found to have recruited or employed an unauthorized alien
for employment in the United States, shall be subject to pay a civil fine.
An employer can be fined not less than $275 and not more than $2,200,
for each unauthorized alien for the first offense. An employer can be fined
from $2,200 and $5,500 per unauthorized alien for a second offense, and
between $3,300 and $11,000 for each third or subsequent offense.



Florida International University
Division of Human Resources

Holidays
Purpose:
To establish holidays observed by the University.
Policy:

The University observes eleven (11) paid holidays a year that allow the University
to close offices and discontinue operations that will not affect the academic
calendar or those services necessary to the University community and to the
public.

The approved Holidays are:

e New Year’'s Day
Martin Luther King, Jr. Day
Memorial Day
Independence Day
Labor Day
Veteran's Day
Thanksgiving Day
Friday after Thanksgiving
Christmas Day
Two Winter Break Days

Holidays falling on Saturday are observed the preceding Friday. Holidays falling
on Sunday are observed on the following Monday.

Any employee who is in non-pay status for the entire day before a holiday shall not
be eligible to receive payment for the holiday.

Workloads, emergency conditions, or certain critical staff may be required to work
on a holiday.

The University President will designate two days towards a Winter Break between
the end of the fall semester and the beginning of the spring semester of each year.
The two days will be designated based on University needs and schedules.
Eligible employees who are required to work during the Winter Break will be
granted the same number of days as those of the approved Winter Break to be
taken before June 30" of that fiscal year.



Florida International University
Division of Academic Affairs

Inventions and Patents
General Comments

Central to the mission of Florida International University is the promotion of
teaching and research that enhances public service, leads to the discovery of
new knowledge and fosters creativity and innovation. Inventions and
marketable forms of intellectual property may result from research conducted by
personnel and students at the University. Itis generally in the best interest of the
University and the public to ensure that such intellectual property be
appropriately developed. This policy sets forth the circumstances and
procedures under which inventions are to be disclosed to the University, and the
procedures that the University will employ to review and process such inventions.
This policy is promulgated pursuant to Florida Statute Section 1004.23 and the
Bayh-Dole Amendments Public Law 96-517 entitled “The Patent and Trademark
Amendments Act of 1980.”

Definitions:
The following terms shall have the following meaning as relates to this Policy:

Assignment - is a written contract that transfers title to and interest in an
invention patent, or patent application.

Independent Efforts - refers to Inventions made using no University Support
and made outside the field or discipline in which the employee is employed by
the University.

Invention - shall have the meaning assigned by the U.S. Patent and Trademark
Office; i.e., any art or process (way of doing or making things), machine,
manufacture, design, or composition of matter, or any new and useful
improvement thereof, or any variety of plant, which is or may be patentable under
the patent laws of the United States. (37 CFR 501.3(d)). See
http://www.uspto.gov/main/glossary/index.html#i. “Invention” includes both
patentable and non-patentable innovations, including software with commercial
value. An invention is deemed to be “made” when it is conceived or first actually
reduced to practice.

Inventor - means a person who contributes to the conception of an invention. (A
project supervisor is not entitled to inventor status simply because of his/her
supervisory role; an inventive contribution is the singular criterion. The
determination of who has made an inventive contribution may be difficult when
several researchers and students have been involved in a project. If there is
doubt concerning a person’s inventor status, it is best to grant tentative inventor
status at the time of disclosure and such status will be clarified if and when a
patent application is filed. The term “Inventor” or “Inventors” herein shall be



deemed to each refer to the singular or plural, as appropriate, or
interchangeably.)

License - refers to an agreement granting another party the right to make, use
and/or sell a patented invention without the transfer of title to the patent.

Royalty - Payment to the owner of an invention for use of that invention,
frequently in the form of a stated percentage of sales.

Royalty-free - A license wherein the licensee is not required to pay royalties to
the owner of an invention under specified conditions.

University Support - includes any use of University funds, personnel, facilities,
confidential information, trade secrets, equipment, materials, or technological
information, and includes such support provided by other public or private
organizations when it is arranged, administered or controlled by the University.

Applicability of this Policy

This policy applies to all faculty and staff at Florida International University. This
policy also applies to FIU students who are FIU employees, students working on
a sponsored project, and students who have used University resources in
arriving at the Invention (other than for lecture-based coursework).

University Ownership

As a condition of the University’s provision of employment, services, facilities,
equipment or materials to the Inventor, the University acquires and retains title to
all Inventions made within the scope of University employment or research, or
created with University Support or made in the field or discipline in which the
Inventor is employed by the University.

Independent Efforts

All Inventions made with Independent Efforts are the property of the Inventor,
who has the right to determine the disposition of such Inventions and revenue
derived from such Inventions except for the following. The University will not
require assignment of interests for any Invention made with Independent Efforts
unless (a) the Invention is related (i) directly to the business of the University, or
(i) the University's actual or demonstrably anticipated research or development,
or (b) the invention results from any work performed by the employee for the
University. Nonetheless, the Inventor and the Vice President for Research (or
designee) may agree that the patent for such Invention be pursued by the
University and the proceeds shared between the University and the Inventor.

Inventions Arising from Sponsored Research



Inventions resulting from research funded wholly or in part by an outside sponsor
are subject to this policy as modified by the provisions of the research agreement
covering such work with the sponsor. Employees engaged in sponsored
research are bound by the provisions of the agreement(s) between the University
and the sponsor.

Title to any inventions conceived or first reduced to practice in the course of
research supported by Federal agencies, industry, or other sponsors generally
vest in the University.

Industry supported research is valued by the University when it embraces a
proper balance between the University's educational mission and industry's quest
for the development of commercial products, processes, and services. In
research agreements with private or industry sponsors, the University normally
may agree to grant the industry or private sponsor an option to obtain a license to
inventions conceived or developed as a result of the sponsored project, the terms
of which are subject to mutual agreement between the University and the private
or industry sponsor when an Invention is disclosed. However, in rare cases,
there may be justification for deviating from this policy and for granting a private
or industry sponsor a right greater than an option to inventions developed as a
result of the sponsored research. Examples of such rare cases are if the
University’s involvement in a privately sponsored project is such that no invention
will result (such as a project where the University’s involvement is testing of the
sponsor’s already-existing equipment with no modifications or additions to such
equipment) or the private sponsor may possess a dominant patent position in a
certain technology area such that an invention will not result and any patent the
University might seek would be of little or no value. For these or other reasons,
an exception to the University title policy may be approved by the Vice President
for Research when to do so will not contravene the general principles of this
policy, protect the equities involved, and satisfy the requirements of the parties.

Laboratory Notebooks

Inventors are cautioned to maintain accurate, timely and witnessed laboratory
notebooks, as they are helpful in preparing an invention disclosure (described
below) and may be crucial for the resolution of a dispute as to who first
conceived or created an invention. It is an expectation that all faculty and staff
engaged in original research and inquiry create and maintain contemporaneous
accurate records which are witnessed and dated in a routine and systematic
matter according to their respective disciplines. These documents should be
kept in a manner that allows verification by audit of the timing and content of the
information contained therein.

Required Disclosure and Assignment

Inventors shall fully, completely and promptly disclose to the Office of the Vice
President of Research all Inventions which the Inventor develops or discovers:
e while an employee of the University; or
e within the employee’s field or discipline;



e related directly to the business of the University, or

e related to the University's actual or demonstrably anticipated research or
development; or

e resulting from any work performed by the employee for the University; or

e by using University Support; or

e while working on a University supported research project.

The form to be used for invention disclosures is available at www.dsrt.fiu.edu.
The Inventors shall cooperate with the Office of the Vice President for Research
during the invention review and analysis process, and the patent application and
commercialization process, if applicable. A complete disclosure is essential for
accurate technical evaluation of the Invention, assessment of its commercial
feasibility, and determination of its patentability. Moreover, it may be used in
preparing a patent application, if it is determined that patent protection will be
pursued. Additionally, where dated and witnessed laboratory notebooks are not
available, the disclosure serves as proof of the Invention’s conception and may
help to determine, in any controversy, who first conceived or made the Invention.

If an Inventor is unsure whether an Invention would be University-owned (i.e., an
invention arising out of Independent Efforts), the Inventor should nonetheless
disclose the Invention to the Office of the Vice President for Research, providing
all relevant facts necessary to make the determination of whether the invention is
university-owned or not. The Office of the Vice President for Research shall
advise the Inventor as promptly as possible whether it appears that the Invention
should be regarded as University-owned.

Upon the University’s request, the Inventor(s) shall assign his/her/their right in a
University-owned Invention to the University, to a third party designee such as an
invention management agency designated by the University, or to the sponsor if
required by an agreement governing the research. Inventors shall execute
documents of assignment and do everything reasonably required to assist the
assignee(s) in obtaining, protecting, and maintaining patent or other proprietary
rights. At no time, shall the Inventor(s) commit any act which would tend to
reduce or defeat the University's interest in the Invention. The Inventor(s) shall
take all necessary and reasonable steps to protect the University’s interest in the
Invention.

Outside Activity and Invention Rights and Obligations

Employees consulting or having other involvement with entities outside the
University (including having an ownership interest in a commercial entity) may be
of benefit to the employee, the outside entity, the University and the general
public. However, such involvements include the potential for conflicts of interest,
for the inhibition of the free exchange of information, and for interference with the
employee's primary allegiance to the University. Although a University employee
may, in accordance with applicable University policies, engage in outside activity,
including consulting, requirements that a University employee waive his/her or
the University's rights to Inventions which may arise during the course of such



outside activity must be approved in accordance with the University’s policy on
Conflict of Interest found in this Guide. Invention (and other) clauses in
consulting agreements must be consistent with the policy of the University and
with University commitments under sponsored research agreements.

University Evaluation and Disposition of Disclosed Invention

After receipt of a complete invention disclosure form, the Office of the Vice
President for Research shall conduct an invention evaluation process of the
technical, legal and marketing strengths and weaknesses of the Invention under
the full protection of confidentiality agreements. This may be done in
consultation with the Inventor(s), the FIU General Counsel’s Office, outside
counsel, prospective licensees, third party evaluators or consultants and/or the
appointment of such a committee as advisable to assist in the review of the
invention disclosure and to advise on, and recommend, the manner of disposition
of the Invention. At the conclusion of such evaluation, the Vice President for
Research shall make a determination about the disposition of the Invention. The
Vice President for Research or designee shall inform the Inventor of the
University's decision regarding the University's interest in the Invention and the
disposition of the same.

The University, at the discretion of the Vice President for Research, may dispose
of an Invention in the following ways:

e the University may pursue patenting and commercialization of the
Invention. The University shall have the sole discretion and right as to all
matters concerning the legal protection and commercialization of the
Invention including, but not limited to, where and when a patent
application shall be filed, what attorney shall be used for the same and
negotiating and entering into or modifying option, licensing or other
agreements covering the manufacture, use and/or sale of University-
owned Inventions;

e if the University utilized third party evaluators or consultants to review the
Invention disclosure, and a third party evaluator or consultant exercised an
option to seek commercialization of the Invention on a royalty-sharing
basis, the University shall, as required by an agreement with the third
party evaluator or consultant, work with the third party evaluator or
consultant on the commercialization of the Invention and share in the
royalties derived therefrom with that third party evaluator or consultant;

e if the sponsored research agreement for the project from which the
Invention emanated offered the sponsor an option to obtain a license or
other rights in an Invention, the University will use its good offices in an
effort to obtain the sponsor's decision regarding the exercise of such rights
within the time specified in the sponsored research agreement or if no
time is specified, within a reasonable time;

e the University may determine that it does not wish to pursue patenting or
commercialization of the Invention and may license the Invention to the
Inventor, but shall retain the right to 10% of any revenues received by
inventor, in whatever form, from commercialization of the Invention. Where



the Invention was sponsored by the federal government, the license to the
Inventor shall be subject to the rights of the federal government.

e the formation of a commercial enterprise to pursue patenting and/or
commercialization of the Invention such as a “start-up” company described
below;

e notwithstanding the manner of disposition of the Invention by the
University, the Invention shall at all times be available royalty-free for use
by the University and the State of Florida;

e such other disposition as may be agreed to among the University and the
Inventor(s).

Effect of Non-Confidential Invention Disclosures on Patent Protection

Invention disclosures to the Office of the Vice President for Research are made
on a confidential basis. As a public institution, the University should undertake
sponsored research only when the results can be freely published. However,
public disclosure of patentable material may invalidate some patent options
depending on the timing of those disclosures. A public disclosure may result from
the publication of a journal article, the placement of a graduate student thesis in
the library, a presentation at a conference, or the release of technical information
to a person not bound by a nondisclosure/confidentiality agreement. The public
disclosure of an invention prior to filing a patent application may bar obtaining a
valid patent. In the U.S. a patent application must be filed within one year of a
public disclosure. Additionally, most foreign patent rights will be forfeited upon
public disclosure of the invention if a patent application was not previously filed.
The best procedure is to file a patent application with the U.S. Patent Office
before public disclosure takes place. The University understands the Inventors’
desire for public disclosure of their work and does not wish to impede that
dissemination. The University’s review of invention disclosures will be done as
expeditiously as possible. In order that such review may be done prior to public
disclosure, Inventors are cautioned to file the invention disclosure with sufficient
lead time prior to anticipated public disclosure so as to allow the University
sufficient time to properly process the application prior to that disclosure. Once
disclosure is timely made, the Office of the Vice President for Research will work
as diligently as possible so that faculty may continue with scholarly publication.

There are some reasonable procedures that can address the tension between
the desire for public disclosure and preserving patent rights. For example, a
thesis that has been catalogued and made accessible by the library may
constitute a public disclosure. In order to gain time for patent consideration, the
Inventor or Vice President for Research may petition the Dean of the Graduate
School to temporarily withhold library access until patent considerations are
evaluated.

Another example is that the University normally will not agree to sponsored
research agreements that contain limits on the University researchers’ right to
publication. However, where patent protection issues are involved, the University
may agree that publication may be deferred for a reasonable time during which
the University and the sponsor can review the feasibility of patent coverage or



other protection on an invention described in the publication. The University may
also agree that, when publication of research involving proprietary data is
contemplated by University researchers, the researchers may provide the
sponsor with an advance copy of the manuscript prior to publication to allow the
sponsor an opportunity to identify any inadvertent disclosure of proprietary or
confidential data.

License Revenue Allocation

The University and the Inventor are entitled to income from licensed Inventions;
the University on the basis of employment, facilities and other support for the
Inventor and the cost of intellectual property administration; and the inventor on
the basis of creative activity, documenting the invention, and assisting, as
necessary, with patent protection process and commercialization.

Before any revenues may be distributed by the University with other parties, the
University must recover all costs it incurred in the evaluation, protection, licensing
and administration of the Invention, as well as retaining amounts necessary to
recover reasonably anticipated costs (as further described below) relating to the
Invention (the “Invention Costs”).

Invention Costs include administrative and legal expenses incurred by the
University associated with:

e Evaluating the technical, legal or patenting aspects of the Invention;

e Obtaining and maintaining patent or other legal protection for an Invention;

e Negotiating, managing, and enforcing assignments, waivers, licenses, and
other contracts associated with the Invention;

e Funding additional development of the Invention provided by the Office of
the Vice President for Research.

Invention Costs also include the University's expenses associated with a given
transfer, including, but not limited to, travel, market research, management and
liquidation of an equity interest in a start-up company, if applicable.

Colleges, departments, and other units will occasionally direct discretionary funds
toward the further development of specific technologies. These expenditures, if
specifically documented by the College, department or unit, may be treated as
Invention Costs and may be reimbursed. All such reimbursements shall be
subject to approval by the Vice President for Research. They may be made only
after recovery of all Invention Costs incurred by the Office of the Vice President
for Research.

For purposes of determining the licensing income due to any party, the “total
gross revenue” is defined as the total cash consideration (including, but not
limited to royalties, equity, licensing fees or revenue received from liquidation of
equity position in start-up company) received by the University pursuant to a
contract pertaining to a particular Invention. “Licensee-paid cost recoveries” are
costs incurred by the University and paid by a licensee. “Adjusted gross revenue”



is the total gross revenue less licensee-paid cost recoveries. The Office of the
Vice President for Research shall retain licensee-paid cost recoveries.

The Office of the Vice President for Research shall deduct amounts necessary to
cover incurred and reasonably anticipated Invention Costs. “Net license
revenue” is total gross revenue less the incurred and anticipated Invention Costs
retained by the Office of the Vice President for Research. Net license revenue
will be distributed only after the University recovers all Invention Costs. Net
license revenue will be distributed as follows: 40% to the Inventor(s) and 40% to
the University and 20% to the Inventor's academic unit. The 40% retained by the
University shall be used for research purposes.

The University shall make distributions annually. No adjustments of prior
distributions will be made.

If there are multiple Inventors, the percentage allocable to inventors shall be
divided equally among all inventors. For example, if there are 2 inventors, each
inventor shall receive 20% of the net license revenues. An Inventor may
prospectively waive the receipt of a portion or all of his/her share of revenue
received by the University under a license. The following conditions apply:

e The Inventor, at the time of the waiver, may designate his or her
laboratory or research program, department, or other University unit as the
recipient of the waived amount. The waived funds will be regarded as
regular University funds subject to all of the usual and customary legal and
administrative requirements of the University.

e To ensure that the use of the funds is consistent with the broad mission of
the University, or to avoid financial imbalances or hardships within or
among University units, the Office of the Provost, in consultation with the
Vice President for Research, dean or deans of the involved units, must
approve a plan for the designation of funds submitted by the Inventor, and,
thereafter, may review the use of the funds at any time. It is expected that
the waiver plan will be approved only with the concurrence of the dean of
the receiving unit.

e The waiver must be irrevocable during the period proscribed by the
Inventor and executed prior to the end of the fiscal year in which the
revenue is generated.

e Funds directed to the Inventor’s research laboratory or program may only
be used to support research and educational expenses associated with
the Inventor's research laboratory or program. The funds must be
deposited in a designated account of the Inventor’s laboratory for use only
for research. Such research expenses must be made conforming to the
same rules applicable to direct costs on federally sponsored research
grants. Only such direct costs that are customary, allowable and
appropriate in supported or organized research may be made from those
accounts.

Equity in Start-Up Companies



The University may determine that the best course of action with reference to an
Invention disposition is to take an equity position in a company that will pursue
the patent protection and/or commercialization of the Invention. This equity
position may be maintained by the University or by the FIU Research
Foundation, Inc. and reference to “University” in this section shall also be
deemed to refer to FIU Research Foundation, Inc. Ownership of such equity
interests shall be at the sole discretion of the University and in accordance with
all applicable securities laws, with University policies and procedures and with
other applicable laws and regulations. The University shall have the sole and
exclusive authority to manage such equity interest including, without limitation, to
make all decisions pertaining to liquidations, sales, distributions, and early
distributions, including their timing, manner, and method. Any agreement
entered into by the University for equity shall have provisions for obligatory
liquidation of the University’s equity interest.

One example of this type of situation is where the University receives equity in a
start-up or developing business venture as part of a licensing agreement with
that start-up for an Invention. Another example might occur when an employee
of the University utilizes the expertise and/or technology he or she has developed
in the course of University employment and assists a business venture in the
commercialization of the Invention. (A “start-up” or developing business venture
includes corporations, partnerships, or other commercial enterprises.) Such a
commercial association with the University and its employees adds both value
and credibility to the new business venture.

There may be situations in which both the University and its employees
separately own equity interests in a business venture. In such circumstances, the
employee's equity interest is considered to be independent of the University's
equity interest and is not held, managed, disposed of, or distributed by the
University. The Inventor’s equity interest may render the employee ineligible to
receive a distribution of a portion of the University-owned equity interest or the
proceeds from sale of such (as further described below).

Release of University Interest in Inventions

At any stage of applying for a patent, or in the commercialization process of an
Invention, if the University has not otherwise assigned to a third party the right to
pursue the same, the Vice President for Research may elect to withdraw from
further involvement in the patent protection or commercialization of the Invention.
At the request of the Inventor in such case, and upon terms mutually agreed
upon between the Inventor(s) and the University, the University shall transfer its
rights in the Invention to the Inventor(s). In such cases, the Inventor will
indemnify and hold harmless the University for any actions, claims or damages
resulting from the Invention. If outside funds supported the project leading to the
Invention, this transfer is subject to any provisions of the sponsoring agreement.
In addition, the transfer shall not affect the right of the University or the State of
Florida to royalty-free use of the Invention, nor shall such transfer be granted
until all pre-existing commitments to the federal sponsoring agency with regard to
the Invention are fulfilled.



Administration of Policy

The President has designated the Vice President for Research as the officer of
the University to administer, apply and interpret the provisions of this policy. The
Office of the Vice President for Research, shall coordinate the efforts regarding
the evaluation and pursuit of legal protection and commercialization of
Inventions.

The University and/or the FIU Research Foundation, Inc., as appropriate, shall
have the sole authority to determine whether, and if so, the manner in which
Inventions shall be commercialized, including but not limited to, negotiating all
contracts related to commercialization of the Inventions, such negotiation to be
conducted by the Office of the Vice President for Research and the FIU General
Counsel’s Office.



Florida International University
Division of Human Resources

Purpose:

Policy:

Living Wage Salary Adjustment

To establish a procedure for the implementation and adjustment of
minimum salaries for non-exempt employees to the living wage salary
level, as determined by the U.S. Department of Health and Human
services.

This policy requires the University to pay all non-exempt classified
employees wages that are above the federal minimum wage level.

The living wage minimum is determined by the federal poverty guidelines
established by the U.S. Department of Health and Human Services and is
updated on a yearly basis.

The Division of Human Resources will monitor any changes to the living
wage and will adjust salaries annually to meet the established threshold.



Florida International University
Division of Human Resources

Leave Pending Investigation
Purpose:

To establish a policy on granting leave pending an investigation.

Definition:

Leave pending investigation - approved leave with pay, with no reduction of
personal accrued leave.

Policy:

When the President or designee has reason to believe that the presence of an
employee on university property presents a threat to the health or safety of the
employee or anyone in the university community, or represents a threat of
substantial disruption or interference with the normal operations of the university
community, the President or designee may place the employee on paid or unpaid
leave pending investigation of the occurrence. The President or designee may
also direct that the employee be removed from university property until the
investigation is completed.



Florida International University
Division of Human Resources

Purpose:

Policy:

Learning Opportunities

To establish a learning culture in which all employees are encouraged to
develop their professional skills and enhance their performance, both in
their current position and for future University career opportunities.

All employees shall participate in a minimum of twenty (20) hours of
professional development per calendar year. This development occurs
during regularly scheduled work time, and must be approved by the Dean,
Director, or Department Head.

All employees are expected to have a Learning Goal established in their
annual performance discussion with their immediate supervisor.

Professional development can take the form of attendance in in-house
learning programs provided by the Division of Human Resources —
Department of Organization Development and Learning, participation in
external workshops and conferences, or other department-specific
training.

Included in the expected 20 hours of professional development are any
programs that may be required by the University, such as the New
Employee Experience, Sexual Harassment Awareness & Prevention,
Performance Development Process (PDP), Supervisory Excellence, and
others. Attendance in programs for professional certifications, licensures,
etc will also count towards the 20 hours of professional development.



Florida International University
Division of Human Resources

Leadworker Pay

Purpose:
To establish a policy for non-exempt employees who serve as lead
workers.

Policy:

A non-exempt employee may be designated as Leadworker provided that:

e The employee occupies one of at least three positions in the same
class and in the same work unit.

e The employee is assigned limited coordinative duties in addition to
the normal duties associated with the position.

e The leadworker designation cannot be used to create an
intermediate level of supervision.

e The employee works in a geographically separate location from the
main work unit.

e Afive percent (5%) pay adjustment will be provided for the
Leadworker assignment.



Florida International University
Division of Human Resources

Layoffs

Purpose:
To administer the layoff process of University employees.
Policy:

Employees may be laid off due to adverse financial circumstances; reallocation
of resources; reorganization of administrative structures, reorganization of
degree or curriculum offerings or requirements; reorganization of academic
structures, programs, or functions; curtailment or abolishment of one or more
programs or essential functions; or shortage of work.

The affected layoff unit may be identified at an organizational level such as
campus, division, college/unit, school, department/unit, area, program, or position
as determined by the Assistant Vice President for Human Resources or his
designee.

In the event of a reduction in force, FIU will consider a number of relevant factors
in determining selections for layoff, the public interest being of prime importance.
Factors to be considered include:

1. Training, experience and position, including certifications.
2. Employee’s overall performance/disciplinary record.
3. Seniority.

As between two employees, if one and two above are relatively equal, then
seniority shall prevalil

Laid off employees shall have recall rights only to positions within the layoff unit.
Recall of laid off employees will be in accordance with departmental needs and

relevant experience required for specific positions that will best contribute to the
mission and purpose of the University and the department.

Recall rights are limited to the one (1) year period following the layoff. During
this period, no new employees will be hired by the layoff unit until all laid off
employees are offered recall. Any employee offered recall at his/her last known
address must contact the Division of Human Resources and agree to return to
work, within 21 calendar days, or forfeit all recall rights.



Applies to Faculty:

No tenured faculty employee shall be laid off if there are non-tenured faculty
employees in the layoff unit. Layoff selection among tenured faculty or among
non-tenured faculty will be determined by those faculty employees who, in the
judgment of the University will best contribute to the mission and purpose of the
institution, the academic needs of the program, and an analysis of the
gualifications of the faculty members needed to conduct the program. Provided
the remaining faculty employees are qualified to teach the remaining courses,
without jeopardizing accreditation standards, the selection of faculty employees to
be laid off will be determined based on the following factors:

e the faculty employees' length of continuous University service;

performance evaluation by students, peers, and supervisors;
e the faculty employee's academic training;

e professional reputation;

e teaching effectiveness;

e research record or quality of the creative activity in which the faculty
employee may be engaged;

e service to the profession, community, and public.
Faculty will be provided a notice period of 14 days in a layoff situation. Where

circumstances permit, a faculty member should be provided at least one
semester's notice.



Florida International University
Division of Human Resources

Jury Duty and Court Appearances
Purpose:
To administer a policy regarding jury duty and subpoena for court appearances.
Policy:

An employee summoned as a member of a jury panel, shall be granted leave
with pay and any jury or witness fees shall be retained by the employee. Leave
granted hereunder shall not affect the employee’s vacation or sick leave
balance.

An employee subpoenaed to represent the University shall have such duty
considered a part of the employee’s job assignment. The employee shall be
paid travel expenses and incidentals. The employee shall give the University
any fees received.

An employee is not paid for time off work because they were subpoenaed to
appear in court for criminal or civil cases being heard in connection with the
employee’s personal matters, including but not limited to, appearing in traffic
court, divorce proceedings, custody hearings, appearing as directed with a
juvenile, etc. or service as a paid expert witness. The time off may be charged
to accrued compensatory time (if applicable), vacation leave, or may be taken
as leave without pay.

Applies to Law Enforcement Personnel:

If a sworn law enforcement employee is subpoenaed to appear as a witness in
a job-related court case, not during the employee’s regularly assigned shift, the
employee shall have the option to either accept the witness fee or be granted a
minimum of 2% hours which shall be counted as hours worked. FIU reserves
the right to change said employee’s schedule in order to minimize or eliminate
any overtime costs associated with the court appearance.



Florida International University
Division of Human Resources

Purpose:

Policy:

Loyalty Oath

To administer a procedure for obtaining a signed Loyalty Oath from every
University employee.

Every employee of the University, as a condition of employment, shall
execute a proper oath of loyalty as required by State law.

Applies to Law Enforcement Personnel:

All employees appointed to sworn positions shall take and subscribe to the
following “Canon of Law Enforcement Ethics”:

“As a Law Enforcement Officer, my fundamental duty is to serve mankind;
to safeguard lives and property; to protect the innocent against deception,
the weak against oppression or intimidation and the peaceful against
violence or disorder; and to respect the Constitutional right of all men to
liberty, equality and justice.”



Florida International University
Division of Human Resources

Operating Hours, Rest, and Meal Periods

Purpose:

To define rest and meal periods within the University’s standard working hours of
8:00 am to 5:00 pm.

Policy:

Rest Period Breaks:

The University supports rest periods even though it is not required by the Fair Labor
Standards Act (FLSA).

A rest period of 15 minutes in the middle of each four-hour work period is considered
compensable time. Rest periods may not be used (1) to offset late arrival or early
departure from work, (2) to extend the meal period, or (3) to accumulate paid time off
from one day to the next.

Rest period breaks that are longer than 30 minutes are not compensable.

Smoke breaks are in lieu of, and not in addition to, an employee’s normal rest period
break.

Meal Periods:

A meal period lasting 30 minutes or longer is not considered compensable time,
according to the FLSA. A meal period of less than 30 minutes and approved by the
respective supervisor is considered time worked, and therefore, compensable.

If work is being performed and the employee is not relieved of his/her duties during a
meal period, then the time would be considered compensable.

An employee must be released of all their duties and responsibilities during the meal
period.



Florida International University
Division of Human Resources

Operational Excellence/Service Award (OE/SA)

Purpose:
To encourage excellence in performance and recognize exceptional
individual performance.

Policy:
The OESA is recommended for employees who have demonstrated
continuous outstanding performance, have made a significant contribution
to the department’s mission or strategic plan and/or have provided
consistent support to the department’s objectives.

The OESA Process will be monitored and approved by the Division of
Human Resources. The OESA amount will be added to the employee’s
base salary.



Florida International University
Division Human Resources

Purpose:

Policy:

On-Call Pay

To provide compensation to non-exempt employees who maintain their
availability during off-duty hours to come back to work to perform
emergency and/or necessary work assignments based on operational
needs.

Regular and Interim non-exempt employees are entitled to on-call pay.

Exempt employees and all law enforcement personnel will not be eligible
to receive on call pay.

In order to receive on-call pay, an employee must be instructed in writing
to be available for work outside the regular work schedule, be at a fixed
location, and be ready to be back at the work station when needed.

Employees will be compensated by payment of $1.00 per hour for each
whole hour that the employee is required to be on-call.

Carrying an electronic signaling device during off-regular work hours does
not automatically qualify an employee to receive on-call pay.

On-call pay is not compensable for purposes of computing overtime.



NOTE ON TERMINOLOGY

As used in these policies, the term “employee” refers to all non-
bargaining unit faculty and all non-bargaining unit employees. The
term “faculty” refers to all non-bargaining unit faculty.

Words used in the plural shall include the singular and use of the
singular shall include the plural, where such meanings would be
appropriate.



Florida International University
Division of Human Resources

New Employee Experience

Purpose:
To welcome new employees to the University and to acclimate them to our
mission, vision, values, policies and procedures.

Policy:
All non-faculty employees are required to attend New Employee
Experience on their first day of employment, which is a Monday. Faculty
members are to attend on the first available session following their first
day of employment.



Florida International University
Division of Human Resources

Nepotism
Purpose:

To ensure that no preferential treatment will be afforded to individuals based on
relationships that may place undue or inappropriate influence on terms and
conditions of employment.

Definition:

For the purpose of this policy, “relationship” is defined as individuals related by
blood, marriage, adoption [e.g. father, mother, son, daughter, brother, sister, uncle,
aunt, first cousin, nephew, niece, husband, wife, father-in-law, mother-in-law, son-in-
law, daughter-in-law, brother-in-law, sister-in-law, stepfather, stepmother, stepson,
stepdaughter, stepbrother, stepsister, half-brother or half-sister, Florida Statute
Section 112.3135(1)(d)]; a person a public employee intends to marry, or with whom
the public employee intends to form a household, or any other natural person having
the same legal residence as the public employee, Florida Statute Section 112.312,
Code of Ethics; domestic partnership, dating, or other personal relationship in which
objectivity might be impaired. “Line of authority” is defined as authority extending
vertically through one or more organizational levels of supervision or management.

Policy:

Relationship to another individual employed by the University shall not constitute a
bar to hiring, promotion or reappointment, provided, that no employee shall be under
the direct or indirect supervision or control of a related individual. The University
retains the right to refuse to appoint a person to a position in the same department,
division or facility, whereby his/her relationship to another employee can create an
adverse impact on supervision, safety, security, morale, or involves a potential
conflict of interest.

Individuals should not be employed in a department or unit, which will result in a
subordinate-supervisor relationship between such individuals and any related
individual as defined above through any “line of authority”.

Related individuals, as defined by this policy, may not be supervised or work in the
same division, department, or unit without prior approval from the Assistant Vice
President of Human Resources and the Vice President in charge of Human
Resources.



Florida International University
Division of Human Resources

Purpose:

Policy:

Moving Expenses

To certify employment eligibility for moving expenses of new hires.

Hiring departments may cover moving expenses of new hires if such
payment is clearly in the best interest of the University.

Division of Human Resources will certify request upon determination of
employment eligibility of the prospective employee.

Payment of moving expenses shall ordinarily be limited to the cost of
packing and shipping of household goods not to exceed 15,000 pounds,
and reasonable expenses incurred for moving an automobile.

When household goods are shipped via a rental vehicle, the approved
payment will be limited to the insuring of the vehicle.

The University will not authorize payment for cleaning of any residence in
connection with the move, the unpacking of household goods, or payment
of expenses associated with the personal move of the employee or family
members.



Florida International University
Division of Human Resources

Military Leave
Purpose:
To establish a policy that defines the leave specifications for Military Leave
Policy:

An employee, except an employee in a temporary position, who is drafted,
volunteers for active military service, or who is ordered to active duty shall be
eligible for military leave.

An employee shall receive their full pay in addition to their military pay for the first
thirty (30) days of active duty. After the initial 30 days, the law allows those on
active duty to receive the necessary pay to fill any gap between their military and
civilian pay and continue their existing benefits. Leave payment of this type shall
be made only upon military authority that thirty (30) days of military service have
been completed.

Upon Separation from the military service, the employee shall be eligible to
return to the former position held or a different position in the same class in the
same geographic location provided the employee is honorably discharged.



Florida International University
Division of Human Resources

Purpose:

Policy:

Overtime Pay and Compensatory Time

To establish a policy for overtime pay and compensatory time for non-
exempt employees.

Non-exempt employees are entitled to overtime pay at one and one-half
times their hourly rate for all hours actually worked in excess of 40 hours
in a work week.

The overtime rate calculation is based on the regular rate of pay, which
includes the hourly pay and all additives.

All overtime hours must be authorized by the immediate supervisor prior to
working.

Compensatory time may be earned by non-exempt employees in lieu of
overtime pay for all hours actually worked in excess of 40 hours.
Compensatory time is credited at the rate of one and one-half times the
number of hours in excess of 40 hours worked in a workweek.

Non-exempt employees must use accrued compensatory time within thirty
(30) days of its accrual, provided that to do so would not unduly disrupt the
operations of the University.

Special compensatory time may be earned on an hour-for-hour basis by
an employee occupying a non-exempt position when:
e the employee observed a holiday and worked 40 hours the week
during which the holiday occurred;
e the holiday falls on the employee’s regularly scheduled day off;
e the employee is required to work the holiday;
e the employee is required to perform essential duties during an
emergency closing for the hours worked during the closing.

Exempt employees are not entitled to compensatory time or overtime pay
for hours worked in excess of 40 hours per week.

When an employee is changed from a non-exempt to an exempt position,
all accrued compensatory time will be paid before the change takes place.



When an employee is transferred to a new department, all accrued
compensatory time may either be paid or transferred, at the discretion of
both departments involved in the transfer.

Any employee with accrued compensatory hours on record with Human
Resources on the effective date of this policy (effective date to be
determined at a future date) is excluded from having to use or be paid the
accrued hours within the 30 day period.



Florida International University
Division of Human Resources

Purpose:

Professional Development Leave

To provide exempt employees and faculty members (who are not eligible for
Sabbatical Leaves) with leave opportunities to advance job-related skills and
knowledge.

Policy:

Professional Development Leave is granted to increase an exempt employee’s
value to the University as well as to the employee’s position and/or professional
expertise. These opportunities should include enhanced opportunities for
professional renewal, educational travel, study, field observations, research,
writing or professional development. This leave is in part to be granted to allow
the employee to further his/her education.

Employees must have been employed by the University for at least six (6) years
of full-time continuous service and must meet the following criteria:

The employee’s work performance is superior.

The University deems that there are acceptable resources and adequate
coverage available during the employee’s absence. Eligible employees
may be asked to time their professional development leave in accordance
with program needs and the ability of the department to finance the leave.
The employee provides a detailed description and documentation of the
professional development opportunity as well as a report once the leave is
completed

Professional development leave could be at half pay for a full academic
year or at full pay for one semester.

The employee must guarantee that at the end of the leave, he/she will
return to employment at the University for at least one (1) year following
the leave. An employee who does not return to the University shall
reimburse the University for the salary received during the professional
development leave.

If the employee receives outside income as a result of the professional
development experience, he/she must report such income to the
University. University compensation will normally be reduced by the
amount necessary to bring the total income for that period to a level
comparable with the employee’s normal position.

Once the time period for the professional development leave is agreed
upon in writing, it cannot be extended. If it is shortened, prior notice to the
supervisor is required.

The employee and supervisor agree to and understand that the position
will remain open and available when the employee returns.



Both the University and the employee will contribute to retirement, social security,
insurance programs and other employee benefits during the leave. Eligible
employees will continue to accrue sick leave and vacation leave on a full-time
basis during the professional development leave.

Applies to Faculty Members

Provided funds are available, professional development leave shall be made
available to faculty members who meet the following specific requirements and
who are not eligible for sabbatical leaves. Such leaves are granted to increase
an employee’s value to the University through enhanced opportunities for travel,
formal education, research, writing or other experience of professional value.

All employees with three or more years of service, except those who are
serving in tenure-earning or tenured positions, shall be eligible for
professional development leaves if the contract or grant they are
compensated through allows for such leaves.
Application for professional development leave shall contain:
0 an appropriate outline of the project or work to be accomplished
during the leave with specification to the academic semester
o an indication of why the applicant believes the project or work to be
undertaken will improve his/her professional contribution to the
Department or function of which the applicant is a part
o a letter of endorsement from the applicant's supervisor supporting
the request, and noting the expected benefits to the unit of the
leave.

The University shall select applicants based on the following:

o The Provost and Vice President of Academic Affairs will form a
committee that will evaluate and rank order the applications. The
committee shall be appointed by the Provost.

o The committee will develop its ranking based on the specific criteria
that completion of the project would improve the productivity of the
Department or function of which the employee is a part.

No more than one (1) employee in a Department/unit need be granted
leave at the same time.

The employee must return to the University for at least one (1) academic
year following the leave, unless other arrangements were made in writing
before the leave was taken.

An employee who does not return to the University for the time stated
shall reimburse the University for the salary or other funds received during
the leave.

Employees will not be eligible for a second leave until they complete three
additional years of continuous service.



Florida International University
Division of Human Resources

Purpose:

Policy:

Pre-Employment Requirements

To ensure that the University conducts thorough investigations of
prospective employees.

Background Checks

e All prospective employees may be subject to background checks
upon an offer of employment. Employment is contingent upon the
satisfactory results of the investigation.

e Checks will include federal, state, and local criminal background.
Those positions that require operation of a motor vehicle will
include a driver’s license check.

e The Division of Human Resources (DHR) reviews the reports and
makes decisions regarding suitability for employment based on
findings and the particular job.

Fingerprinting

e All prospective employees may be subject to fingerprinting upon an
offer of employment, depending on the offered position.

e The DHR conducts fingerprinting checks through the Federal
Department of Law Enforcement (FDLE) for all positions in Law
Enforcement, Child Care and those with responsibility for handling
cash, or working in the Residence Halls.

e The DHR reviews reports and makes decisions regarding suitability
for employment based on findings and the particular job.

Reference Checks

e Hiring departments must conduct reference checks on all
prospective employees to establish suitability for employment
using the guidelines established by the DHR.

e The DHR reviews the written findings and makes decisions
regarding suitability for employment based on information obtained
and the particular job.

Language Proficiency

e All faculty employees with teaching assignments must be proficient
in speaking English

Drug Testing



e All prospective employees may be subject to a urine drug test upon
an offer of employment, depending on the offered position.
e Successful completion of a urine drug test is a condition of

employment with Florida International University’s Public Safety
Department.



Florida International University
Division of Human Resources

Political Participation
Purpose

To establish and administer a policy to guarantee employees the right of political
participation during regular work hours.

Policy:

An employee who wishes to take time off from work, with the approval of the
immediate supervisor, to participate in political activities, must charge the time in one
of the following ways:

e Accrued compensatory
e Accrued vacation
e Time off without pay



Florida International University
Division of Human Resources

Political Activity

Purpose:

To ensure that employees participating in Political Activities do not interfere
with employee’s normal duties and University’s operations.

Policy:

Employees may seek election to and hold public office upon notification to the
President or his designee.

Prior to seeking election to and holding such public office, the employee must
establish that there is no conflict of interest between this activity and the
responsibility of the individual to the University.

Where an employee elects to run for and hold public office and such action is
deemed by the President to interfere with the full discharge of the employee’s
regular duties, the employee must obtain a leave of absence or submit a
resignation.

Candidates for public office should not use the services of any public official or
employee during working hours in the furtherance of their campaigns and must
follow all appropriate Florida Elections Statutes as provided for in F.S. Chapter
97-107.



Florida International University
Division of Human Resources

Personal Leave of Absence without Pay

Purpose:

To establish a policy that defines eligibility, duration and return from leave
requirements for granting a Leave of Absence without Pay (LOA).

Policy:

An employee may be granted a LOA, for up to three months for personal
reasons subject to approval by the department head. The request for the
LOA must be in writing and should be examined carefully by the department
head to determine whether the interest of the employee and the University
would best be served by granting this leave.

All accrued vacation leave must be used before a LOA without Pay may be
approved.

An employee does not accrue leave during the LOA. An employee shall not
receive pay for holidays that fall within the period of the LOA.

Employees on a LOA are eligible for benefits pursuant to limitations of the
program.

Upon completion of an approved LOA without pay, the employee is to be
returned to the position formerly occupied, or to a position with equivalent
status, pay, benefits and other employment conditions. Failure to return to
work on the scheduled date will constitute job abandonment.

(GET FACULTY LANGUAGE FROM KEN JOHNSON)



Florida International University
Division of Human Resources

Purpose:

Policy:

Permanent Status For
Certified Law Enforcement Personnel

To define permanent status for employees in a certified law
enforcement personnel class.

Certified law enforcement personnel earn “permanent status” in a
class, after successfully completing the probationary period for that
class. Permanent status provides the employee with the right to
appeal any severe disciplinary action while serving in the class.
The exclusive procedure for appeals of severe disciplinary action
shall be the procedures of Chapter 120, Florida Statutes.

The standard probationary period for all certified law enforcement
personnel shall be twelve (12) months from either the date of hire
or date of certification as a State of Florida Law Enforcement
Officer, whichever is later, for new law enforcement personnel. The
standard probationary period shall be twelve (12) months from the
date of promotion for newly promoted certified law enforcement
personnel.

Prior to the expiration of the probationary period, the Director of
Public Safety will make a decision regarding retention of the
certified law enforcement employee in a permanent status position.
The failure of a certified law enforcement employee to pass or
complete probation shall not be appealable to any authority;
however, an employee who fails to pass a promotional probation
period will be returned to their prior position.



Florida International University
Division of Human Resources

Performance Development Process

Purpose:
To establish a Performance Development Process, (PDP), aligned with
organizational objectives that provide consistent criteria for enhancing and
assessing employee performance on an annual basis.

Policy:

PDP provides individual employees with an opportunity for the
development of their potential, continued learning and career
development.

In preparing the Performance Discussion Document, the supervisor/
manager may solicit feedback on the employee’s performance from a
variety of sources: peers/colleagues, direct reports, students and other
constituents.

This is a year-round process which shall culminate in the annual
Performance Discussion. Supervisors will be evaluated on whether the
Performance Development Process was conducted annually for their
subordinates.

Both supervisors and employees must attend mandatory training on the
Performance Development Process.

Applies to Faculty Employees:

Each department/unit shall develop and maintain procedures by which to
evaluate faculty employees according to the following criteria:

= Demonstrates teaching effectiveness, i.e., presenting knowledge,
information and ideas via lectures discussions, assignment and recitation,
demonstration, laboratory exercise, practical experience and direct
consultation.

= Contributes to the discovery of new knowledge, development of new
educational techniques, and other forms of creative activity.

= Engages in public service that extends professional or discipline-related
contributions to the community.

= Participates in the governance process of the University through
significant service on committees, beyond the expected participation in
regular departmental or college meetings.

= Participates in other assigned University duties, such as attending
commencement ceremonies, councils and senates.



= Contributes to development of the University or community enterprise by
identifying, developing and bringing vision to life, with an end result of
creating a new venture.

= Demonstrates proficiency in spoken English.

In addition, each faculty employee shall be annually evaluated using FIU’s
Values and Core Competencies. The following are the Values and Core
Competencies applicable to faculty employees:

FIU VALUES

Diversity & Respect
= Displays empathy and tolerates diverse viewpoints
= Shows respect and sensitivity for cultural differences
= Educates others on the value of diversity
= Promotes a harassment-free environment

Honesty & Integrity
= Exhibits ethical and moral behavior in everyday business conduct
= Earns trust of others by disclosing information and admitting mistakes
= Recognizes and resolves ethical questions
= Ensures University ethics are widely understood
= Encourages open discussion of ethical issues
= Creates an environment that rewards ethical behavior
= Inspires the trust of others
=  Works ethically and with integrity
= Upholds University values

Knowledge Excellence
= Recognizes and acts on opportunities
= Measures self against standards of excellence
= Changes approach or method to best fit situations
= Keeps abreast of developments of profession
= Meets challenges with resourcefulness
= Keeps abreast of developments of profession

Operational Excellence
= Measures key outcomes
= Fosters quality focus in others
= Improves processes, products, and services
= Understands implications of decisions
= Aligns work with strategic goals

Service Excellence
= Builds rapport
= Ask questions to discover needs
= Presents solutions that meet service objectives



Manages difficult and emotional service situations
Solicits feedback to improve service

CORE COMPETENCIES

Communication Skills

Expresses ideas and thoughts orally
Expresses ideas and thoughts in written form
Exhibits good listening and comprehension
Keeps others adequately informed

Selects and uses appropriate communication methods

Critical Thinking Skills

Displays original thinking and creativity
Incorporates analysis in making decisions
Exhibits sound and accurate judgment
Identifies problems in a timely manner
Resolves problems in early stages
Makes timely decisions

Efficiency Management

Works within approved budget

Promotes conservation of University resources
Develops and implements cost saving measures
Uses time efficiently

Prioritizes and plans work activities

Leadership Skills

Exhibits confidence in self and others
Inspires respect and trust

Reacts well under pressure

Shows courage to take action

Creates a motivating environment for others to perform well

Prepares for and supports change initiatives

Personal Effectiveness Skills

Takes responsibility for own actions

Undertakes self-development activities

Exhibits tact and consideration

Uses authority appropriately to accomplish goals
Pursues and wins support for ideas

Understands FIU structure, culture, and dynamics
Adapts to change in the work environment
Understands FIU structure, culture, and dynamics

Team Skills

Fosters team cooperation



= Defines team roles and responsibilities

= Supports group problem solving

= Ensures progress towards goals

= Acknowledges team accomplishments

= Puts success of team above own interests

= Balances team and individual responsibilities

= Establishes collaborative relationships to achieve objectives

Observation and Visitation:

The faculty employee, if assigned teaching duties, shall be notified at least two
(2) weeks in advance of the date, time and place of any direct classroom
observation or visitation made in connection with the faculty employee’s annual
evaluation.

Additional Faculty Employee Evaluations:

Sustained Performance Evaluations. Tenured faculty members shall receive a
sustained performance evaluation once every five (5) years following the award
of tenure or their most recent promotion. The purpose of this evaluation is to
document sustained performance during the previous five (5) years of assigned
duties to evaluate continued professional growth and development. Where
performance falls below acceptable standards, the faculty will be given
appropriate counseling and an opportunity for improvement. Failure to achieve
such improvement shall result in appropriate disciplinary action, up to and
including termination.

Third-Year Review. Faculty on tenure-earning status shall be evaluated during
their third year of employment, in accordance with review procedures developed
by each college and approved by the Provost. Following the third-year review, a
faculty will either be offered further assignments or receive notice of termination.

Each unit/college will develop procedures for the third-year review process that
will provide a recommendation to the dean as to whether the faculty will be
offered continued employment or will be given a notice of termination.

The third-year review will take into consideration the faculty’s assignment; all
information provided in the evaluation file; as well as an appraisal regarding the
faculty’s realistic chances to be awarded tenure.



Florida International University
Division of Human Resources

Purpose:

Policy:

Project-Based Pay

To establish guidelines for rewarding employees for the successful
completion of a special project or assignment.

Project-based pay is a lump sum amount payable upon the successful
completion of a special project or assignment of significance that is in
addition to the employee’s regularly assigned duties.

The amount of the project-based pay may not exceed $5,000 or 10 percent
of the employee’s salary, whichever is greater. Decision about the amount
of the lump sum payment should be dependent upon the nature and
complexity of the project. Recommendation for the amount is to be
requested by the respective department with approval by Human
Resources.

These types of payments for non-exempt employees must be included as
part of the employee’s regular pay when calculating overtime pay.



Florida International University
Division of Human Resources

Purpose:

Policy:

Special Duty Pay

To establish guidelines to compensate law enforcement personnel for
special duty pay.

Law enforcement personnel are entitled to special duty pay when an
employee works an event for which the Department is reimbursed at a
premium rate of pay. When such event is outside the employee’s
regularly scheduled week, and a holiday(s) occurs or the employee uses
sick leave in that workweek, such employee will receive time and half pay
for working that event.

The hours for which special duty pay is received shall not be counted as
hours worked for the purpose of calculating overtime for that week.

An employee reporting to a special duty event shall be guaranteed two (2)
hours of special pay if an event is cancelled or concluded prior to the end
of the two hour period. An employee who fails to adhere to the
Department’s procedures for determining the status of the event prior to
reporting for such duty, will loose eligibility for the guaranteed two hours.

If after the employee reports to work, the event is cancelled or concluded
prior to the end of the guaranteed two (2) hours, management may assign
other law enforcement duties during the guaranteed two hour period.



Florida International University
Division of Human Resources

Solicitation, Distribution, and Posting

Purpose:

Policy:

To provide means for individuals to conduct activities on campus without
undue interruption of normal University business.

With the exception of university sponsored campaigns, or other periodic
university sponsored activities, solicitations, and/or distribution by employees
of printed matter, or solicitations in any manner including e-mail, for funds,
products, services, memberships, or for any other reason on university
property is not permitted, except in non-work areas during the non-work time
of all involved. Work time does not include meal periods, authorized rest
breaks or any period when employees are properly not engaged in the
performance of their work tasks.

The distribution of any literature or other written material within work or
customer areas is prohibited. Non-employees are prohibited from soliciting or
distributing literature on university premises.

The posting of materials on approved official bulletin boards are permitted
with approval from the Division of Human Resources.

Solicitors, including students, University personnel, and the general public,
shall be prohibited from entering the grounds or buildings of the University for
the purpose of transacting business with students or other University
personnel, unless they have been issued a permit for this purpose by the Vice
President of Administration or the appropriate official of the Student Center.

Violations of this policy should be reported to the Division of Human
Resources.



Florida International University
Division of Human Resources

Sick Leave Pool
Purpose:

To allow eligible regular employees to donate sick and vacation leave hours to
the Sick Leave Pool. A participating member, upon depletion of the employees’
sick, vacation and compensatory leave credits and after approval of the Sick
Leave Pool Committee, may draw hours from the Pool for their personal major
illness, accident or injury.

Policy:
Participation in the Pool shall be voluntary on the part of eligible employees.

Eligibility in the Pool is extended to employees after completion of six months of
employment with the University, provided that a minimum of forty (40) hours of
sick and/or vacation leave has been accrued by full-time employees, or twenty
(20) hours by part-time employees.

Full-time employees contribute eight (8) hours of leave and part-time employees
contribute four (4) hours of leave to the Pool. Such hours will be deducted from
the employee’s sick and/or vacation leave account.

Participating employees may terminate their membership in the Pool at any time
by notifying the Administrator.

Participating employees who retire, terminate, or are terminated from the
University will be terminated from the Pool.

To maintain the Pool with sufficient hours and maintain membership status all
full-time members will, on an annual basis, donate four (4) hours leave, and part-
time employees will donate two (2) hours leave.

When the total credits available in the Pool amount to four hundred eighty (480)
hours or less, the Pool shall be considered depleted. Upon depletion, the Pool
members will be notified that eight (8) hours for full-time employees and/or four
(4) hours for part-time employees of leave credits will be deducted from their
accounts unless they inform the Sick Leave Pool Administrator of their intention
to withdraw membership from the pool.

The inability of a participating employee to contribute to the Pool at the time the
Pool is depleted shall not exclude the employee from continued membership in
the Pool.



Any sick leave contributed to the Pool by a participating employee shall be
forfeited upon the employee’s cancellation of membership, retirement, or
termination from University employment.

Participating employees may not apply any conditions or restrictions on any
leave hours they contribute to the Pool. Participation in the Pool does not
guarantee hours may be withdrawn from the Pool.

Leave hours from the Pool shall be granted only for the employee’s personal
illness, injury, accident, or exposure to a contagious disease. Personal illness
shall include disabilities which are the result of or contributed to by medical
conditions (including those complications related to pregnancy or childbirth),
surgery and recovery.

Participating employees must have depleted all their accrued leave credits before
leave credits from the Pool will be granted.

A patrticipating full-time (1.0 FTE) employee may withdraw a maximum of 480
hours from the Pool during any twelve (12) month period. Part-time employees
may withdraw a maximum of 240 hours from the Pool during any twelve (12)
month period.

Sick leave hours withdrawn from the Pool by a participating employee are not
required to be replaced. Hours granted by the Pool but not used by the
employee will be returned to the Pool.



Florida International University
Division of Human Resources

Sick Leave

Purpose:
To administer the accrual and appropriate use of sick leave.
Definition:

lliness/Injury - any physical or mental impairment of health, including such an
impairment proximately resulting from pregnancy, which does not allow an employee
to fully and properly perform the duties of the employee’s position. When an
employee’s illness/injury may be covered by the American with Disabilities Act, the
provisions of Public Law 101-336 shall apply.

Employee’s Immediate Family — defined as spouse, children (including foster
or stepchildren), parents (including stepparents), brother and sister (including
stepbrother and stepsister), grandparents, and grandchildren.

Policy:

An employee shall accrue sick leave in accordance with the table contained in this
policy.

An employee may carry over sick leave hours from year to year. Sick leave will not
be paid out upon separation. Any employee with a minimum of 10 years of service
at the University on July 1, 2005, will be grandfathered under the previous sick
leave policy for purposes of receiving payment for accumulated sick leave hours
upon separation of employment from the University. Only sick leave hours
accumulated prior to the above stated effective date will be paid out, in accordance
with the established maximum amounts as indicated on the previous policy.

Use of sick leave shall not be authorized prior to the time it is earned and credited to
the employee and shall only be used with the approval of the immediate supervisor.

The use of sick leave shall be authorized for the following:

e lllness or injury of the employee or a member of the immediate family.

e Medical, dental or other recognized practitioner appointment of the
employee or a member of the employee’s immediate family.

e When, through exposure to a contagious disease, the presence of the
employee at the job would jeopardize the health of others.

e Personal iliness shall include disability caused or contributed to by
pregnancy, miscarriage, abortion, childbirth, and recovery thereafter.



During leave of absence with pay, an employee shall continue to earn sick leave
credits.

When possible, employees are expected to schedule planned medical
appointments in a manner that minimizes disruption of the workflow.

Employees must use sick leave for its intended purpose. Supervisors will
monitor employee use of sick leave for patterns of abuse. Abuse of paid sick
leave will result in disciplinary action up to and including dismissal.

Upon return from sick leave due to illness or injury, an employee may be required
to submit a Fitness for Duty form to establish whether the employee is fully
recovered and capable of returning to his/her duties.



FLORIDA INTERNATIONAL UNIVERSITY

SICK LEAVE ACCRUAL

Length of Service Hours Accrual Per Pay Period
Full-time employees 4 Hours
Part-time employees Accrue sick leave at a rate directly
proportionate to the percent of time
employed (FTE).




Florida International University
Division of Human Resources

Shift Differential Pay

Purpose:
To set criteria for payment of premium shift differential for employees who
work shifts other than the regular day shift to meet the needs of the
University.

Policy:
Employees are eligible to be paid a shift differential salary additive for the
entire shift when assigned to work an evening or a night shift as follows:

Evening: A differential of 3% is paid for shifts where the majority of the
hours fall after 6:00 P.M.

Night: A differential of 6% is paid for shifts where the majority of the
hours fall after midnight.

The shift differential additive is included in the calculation of an
employee’s regular rate of pay for purposes of computing overtime pay.



Florida International University
Division of Human Resources

Severe Weather/Emergency Closing
Purpose:

To provide guidelines for employees in the event of severe weather or emergency
closing of the University.

Policy:

Although the University will make every effort to remain open on scheduled workdays,
there may be instances where conditions make it impossible to do so. These include,
but are not limited to, severe weather, declared state of emergency, utility disruptions,
natural disasters and terrorist actions. In all cases, employee safety will be the primary
consideration.

Recognizing that employees with disabilities may require additional time to prepare for
and respond to challenges presented by inclement weather conditions such as
hurricanes, a voluntary participation program was created for early notification of
inclement weather conditions.

During periods of inclement weather conditions, staff in the Department of Equal
Opportunity Programs will contact individuals on the registry to advise them of the
situation. Therefore, if special arrangements need to be made, advance warning is
provided to those employees.

During periods of severe inclement weather, public emergency or other crisis, the
President or a designated executive officer of the University may issue an
announcement of campus status as appropriate to the situation on the university
telephone system (305-348-HELP [4357]), UNIVMAIL, or other appropriate media. In
general, such a campus status announcement will inform the general public, as well as
university students and employees, that the university campuses or a specific
designated portion of the university is closed for a specific time period.

¢ Such announcement may specify that classes are canceled until or after a
specified time, or for the entire day.

e Such announcements may specify that all events or programs, including both
university and non-university events held in university facilities, are canceled.

e Such announcements may specify that certain university offices and facilities are
closed except the following essential offices that never close under any
circumstances:

0 University Police

Office of Residence Life/Housing Units

Utility Plants

Emergency Maintenance Operations

Any research unit where the integrity of the research must be preserved

O o0ooo



0 Service units that routinely operate on a seven day per week, twenty-four
hour per day service schedule

0 Other essential employees previously identified by each respective Vice
President

Compensating employees for time away from the University due to severe weather or an
emergency closing will be determined at the time of the event and will be conveyed via
UNIVMAIL.



Florida International University
Division of Human Resources

Separations of Employment
Purpose:
To administer a uniform process for employee separations.
Definition:

Employee - For purposes of this policy, “employee” means all University
employees except law enforcement personnel employed by the University
Public Safety Department (not including the Director of Public Safety) who
have passed their probationary period, registered nurses and nurse
practitioners employed by University Health Services (not including the Clinic
Directors) who have passed their probationary period, and tenured faculty.

Policy:

University employees are considered “at will”. Employment at will is
presumed to be voluntary and indefinite for both the employee and the
University. The employee-employer relationship may be terminated at any
time with or without cause.

Separations from University employment may include the following:

Termination - Occurs when an employee is permanently separated from
University employment with or without cause. Termination may be preceded
by corrective action. Unsatisfactory performance or misconduct may warrant
immediate dismissal.

Nonreappointment - termination of a non-tenured faculty member without
cause.

Resignation - Occurs when an employee initiates a termination by notifying
the immediate supervisor of his/her intention to resign.

Job Abandonment - Occurs when an employee is absent without approved
leave for three (3) or more consecutive scheduled workdays. Such action
represents an abandonment of position, and the employee will be
automatically terminated. If the employee’s absence is for reasons beyond
the control of the employee and the employee notifies the University as soon
as practicable, the University will review the circumstances surrounding the
absence on an individual basis to determine if it is to be considered
abandonment of position.



Layoffs - For terminations of employment due to layoff of a non-bargaining
unit employee please refer to the “Layoffs” Policy.

Notice for Non-Bargaining Unit Employees:

Employees will be given a notice period of 14 days if the separation from
employment is due to layoff.

If the separation from employment is due to termination without cause, the
employee shall be given a notice period of four (4) weeks after one year of
employment, plus two (2) weeks for every year thereafter, up to a maximum
of twelve (12) weeks.

The notice period for terminations of employment without cause for
employees who were in the Administrative and Professional (A&P) pay
classification prior to July 1, 2005 and had a minimum of 10 consecutive
years of full-time employment with the University as of June 30, 2005, will be
in accordance with Rule 6C8-4.018

Terminations based on discriminatory reasons are prohibited.

Employees will give two weeks written notice of resignation. A resignation
may not be rescinded by the employee without concurrence by the University.

Applies to Non-Tenured Faculty:

Non-Tenured faculty members, except those described in (a), (b) and (c)
below are entitled to the following written notice of nonreappointment.

e |If the faculty member has less than three (3) years of continuous
University service, a notice period of one semester;

¢ |If the faculty member has three (3) or more years of continuous
University service, a notice period of two semesters.

The notice provisions do not provide rights to:

a. Summer appointments;

b. Faculty members who are funded from contracts, grants and/or
sponsored research funds as they are governed by the terms and
conditions of employment of their contract or grant; or

c. Faculty members who are appointed as visitors or who are appointed
to multi-year appointments.

Applies to Tenured Faculty Employees:

A tenured faculty employee may be terminated for just cause. Just cause is
defined as incompetence or misconduct. Such faculty employee shall be
given written notice at least six (6) months in advance of the effective date of
such termination, except that in cases where the Provost or his/her



representative determines that a faculty employee's actions adversely affect
the functioning of the University or jeopardizes the safety or welfare of any
employee, or student, the Provost or his/her representative may give less
than six (6) months notice.

Applies to all Employees and Non-Tenured Faculty

Upon notice of termination or nonreappointment without cause, the University
shall decide at its sole option, whether to:

e Allow the employee to continue to work at the University during the
notification period in the same position or in a different position;

e Place the employee on leave with pay during the notification period

e Pay the amount due to the employee in salary during the notification
period as a lump sum payment and cease employment of the
employee immediately; or

e Take a course of action that is a combination of any of the above.



Florida International University
Division of Human Resources

Same-Sex Domestic Partnership Health Insurance Stipend

Purpose:

To provide financial assistance to FIU employees in same-sex domestic partnerships, to
obtain affordable health insurance coverage for a same-sex domestic partner.

Policy:

FIU employees who meet the participation requirements set out in the policy will be
eligible for a health insurance stipend to assist in defraying the cost of health insurance
for a same-sex domestic partner. The annual stipend amount will be the difference
between the University’s annual contribution for a 1.00 FTE employee for employee-
only coverage at the cost level selected by the employee, and the University
contribution for family coverage at the same cost level. The stipend amount will be
adjusted whenever changes are made in the employee’s coverage selection or in the
amount of the University contribution to the FIU health insurance, to reflect such
changes. The stipend will be paid to participating eligible FIU employees on a quarterly
basis.

Eligibility:

For the purposes of this policy, a domestic partner is an individual of the same sex who
shares a committed and mutually-dependent relationship with the University employee.
In order to be eligible for the health benefit stipend, the employee must have individual
coverage with the University and both the employee and domestic partner must attest
that:

1. they are of the same sex, and for this reason are unable to marry each other
under Florida Law,

2. they are at least eighteen (18) years of age, and have the mental capacity to
consent to a contract,

3. they are unmarried and unrelated by blood,

4. they have resided together for at least the prior six (6) months.

5. they are jointly responsible for each other’s financial obligations, including
household and living expenses and medical expenses,

6. the non-employee domestic partner is not employed or is not eligible for health
benefits through his or her employer,

7. they have completed the Declaration of Domestic Partnership Certification,

8. medical coverage is in effect for the domestic partner and coverage shall be
maintained during any period for which the same-sex domestic partner health
insurance stipend is sought, and



9. the employee is covered under FIU’s health insurance plan with individual
coverage.

Required Documentation:

The employee must submit documentation (such as an employer-provided handbook,
benefits booklet or notification) showing that the partner's employer does not provide
health insurance coverage or that the partner is not eligible for such coverage, or that
the partner is not presently employed. In addition, proof of domestic partner medical
coverage must be sent to FIU’s Department of Benefits Administration on a semi-annual
basis.

Additionally, at least THREE (3) of the following documents must be submitted to
support the domestic partner relationship:

= Joint ownership of real property in the prior 6-month period

= Mutual designation as attorney in durable power of attorney documents

= Joint ownership of personal property or assets, such as automobiles or stock

= Designation of health care surrogate

= Joint bank account for at least the prior 6-month period

»= Legal documentation demonstrating joint adoption or legal guardianship of any
dependents, whether children or adults

= Joint loan

= Joint credit card for at least the prior 6-month period

= Joint lease

= Designation of Beneficiary (Life Insurance)

= Designation of Beneficiary (Retirement Plan)

= Designation of Beneficiary (Will)

Confidentiality:

At Florida International University, all benefit elections are treated with the
highest degree of confidentiality and sensitivity. Information about employee
election or participation in the same-sex domestic partner health insurance
stipend will be subject to and maintained according to the same strict internal
processes and protocols for all confidential employee information. Internal and
external access to employee benefit data, including information relating to
participation in this policy, is limited to only those individuals directly responsible
for managing data, budget, and entering employee elections, and such data is
shared only on a need-to-know basis.

Tax Implications:
The amount of the cash stipend will be taxable to the employee and subject to

FICA and income tax withholding only. This amount will not count towards
retirement, life insurance or any other benefits.



Enrollment and Participation Procedures:

An employee who wishes to participate in the same-sex domestic partnership health
insurance stipend must (1) complete the Declaration of Same-Sex Domestic
Partnership Certification form found on the Division of Human Resources’ website, and
(2) submit the completed Certification form, the attestations of the employee and
domestic partner and the required documentation in a personal/confidential envelope to
the Benefits Department in care of the Director of Benefits.

Upon receipt of the necessary form, documentation and attestations, the application will
be reviewed. If approved, the Division of Human Resources will consider the
partnership registered as of the date on the Certification form and will notify the
employee in writing in a personal/confidential envelope.

Once participation and eligibility is approved, documentation showing continued health
insurance coverage for the domestic partner must be submitted to the Benefits
Department on an annual basis. FIU may terminate the health insurance stipend if the
domestic partner does not provide proof of continued medical coverage.

Termination of Participation:

An employee receiving the health insurance stipend shall notify the Benefits
Department, in writing, immediately upon the termination of the domestic partnership for
which participation has been approved, by completing the Declaration of Termination of
Same-Sex Domestic Partnership Certification form and forwarding it to the Benefits
Department within thirty (30) days of its termination. The employee must then wait one
year from the date of the notice before obtaining eligibility for same-sex domestic
partner stipend, except if (1) the employee is registering the same domestic partnership
within thirty (30) days of submitting notice of termination of that domestic partnership, or
(2) the employee’s former domestic partnership was dissolved through the death of the
domestic partner.

An employee who makes false statements about satisfying the eligibility criteria or fails
to notify the Division of Human Resources’ Benefits Department of a change in status
will be subject to disciplinary action up to and including dismissal.



Florida International University
Division of Academic Affairs

Purpose:

Sabbatical Leave

To promote and support the development of tenured faculty research.

Policy:

Sabbaticals are granted to increase a tenured faculty value to the University
through opportunities for research, writing, professional renewal, further
education or other experiences of professional value. The University will award,
on a yearly basis, sabbaticals in accordance with this policy.

Types of Sabbaticals:

Competitive Sabbaticals - Each year, the University shall make available
at least one (1) sabbatical, either at full-pay for one (1) semester or at
three-fourths pay for one (1) academic year, for each forty (40) tenured
faculty.

Non-Competitive Sabbaticals - The University shall make available to
each tenured faculty whose application meets the policy requirements
noted above and whose application has been recommended in
accordance with the established procedures, a sabbatical for two (2)
semesters (i.e., one (1) academic year) at half-pay.

Eligibility Criteria:

Full-time tenured employees with at least six (6) years of full-time,
continuous service with FIU shall be eligible to apply for sabbatical leave.
A faculty member who is compensated through a contract or grant may
receive a sabbatical leave only if the contract or grant allows a sabbatical
and the employee meets all other eligibility requirements.

Eligible faculty members shall be notified annually regarding eligibility
requirements and application deadlines.

Application and Selection:

Applications for sabbaticals shall be submitted in accordance with
University procedures.

Each application shall include a two-page statement describing the
program and activities to be followed while on sabbatical; the expected
increase in value of the employee to the University, the college and the
employee's academic discipline; specific results anticipated from the
leave; any anticipated supplementary income; and a statement that the



applicant agrees to comply with the conditions of the sabbatical program
as outlined in this policy.

A University committee shall be elected by and from the tenured faculty.
The committee shall include representatives from the various colleges and
schools.

The committee will follow established procedures and make a
recommendation to the Provost.

Terms of Sabbatical Program:

The employee must return to the University for at least one (1) academic
year following participation in the program. If the employee fails to return
to the University for at least one academic year following participation in
the program, salary received during his/her participation in the sabbatical
must be repaid to the University.

Within thirty (30) days after returning from a sabbatical, the employee
must provide a brief written report to the Provost that identifies the
outcome of the sabbatical.

Faculty members who have received a competitive sabbatical shall be
eligible for another sabbatical after six (6) years of continuous service at
FIU following the year of the previous sabbatical. Faculty members who
have received a non-competitive sabbatical, shall be eligible for another
sabbatical after ten (10) years of continuous service at FIU following the
year of the previous sabbatical.

University contributions normally made to retirement and social security
programs shall be continued during the sabbatical leave on a basis
proportional to the salary received.

University contributions normally made to employee insurance programs
and any other employee benefit programs shall be continued during the
sabbatical.

Eligible employees shall continue to accrue vacation and sick leave on a
full-time basis during the sabbatical leave.

While on leave, an employee shall be permitted to receive funds for travel
and living expenses, and other sabbatical-related expenses, from sources
other than the University such as fellowships, grants-in-aid, and contracts
and grants, to assist in accomplishing the purposes of the sabbatical.
Employment unrelated to the purpose of the sabbatical leave is governed
by the Conflict of Interest policy.



Florida International University
Division of Human Resources

Spot Awards

Purpose:
To set criteria for recognizing and rewarding all employees for exceptional
performance.

Policy:
Spot awards are immediate recognition to reward employees for
exceptional performance beyond the prescribed expectation of the
employee’s job.

Spot awards are given after the event has been completed, usually
without pre-determined goals or set performance levels. They may be
awarded at any time.

Spot awards provide positive feedback, foster continued improvement,
and reinforce good observable performance.

Spot awards may be:
0 A lump sum dollar amount not to exceed a maximum of $500
in a 12-month period.
o Non-cash (University merchandise, lunch tickets, game
tickets, etc.)
o Certificates, plaques, etc.

Spot Awards are recommended at the department level and approved by
Human Resources.



Florida International University
Division of Human Resources

Veterans' Preference

Purpose:
To provide preference in appointment, employment, and retention in the
recruitment and selection process for non-exempt positions, to applicants
who request and qualify for veteran’s preference.

Policy:

Veteran's Preference must be requested during the application process.

Minimum requirements for the position must be met prior to being
considered.

Hiring departments must interview applicants claiming veteran’s
preference provided that the applicant has not previously exercised their
veterans’ preference status.



Florida International University
Division of Human Resources

Purpose:

Policy:

Variable Compensation Plan

To establish guidelines to reward exempt and non-exempt employees
based on a Variable Compensation Plan.

A lump sum payment as part of a Variable Compensation Plan pre-
approved for individual departments places a strong value on employee’s
contribution, ability to impact performance, departmental objectives and
revenues generated.

The department dean or director must develop specific targets to be
achieved, goals, pre-established criteria and payout schedule prior to the
establishment of the Variable Compensation Plan. The Variable
Compensation Plan must be approved by the Division Vice President or
Provost and by Human Resources.

Payments for non-exempt employees must be included as part of the
employee’s regular pay when calculating overtime pay.



Florida International University
Division of Human Resources

Vacation Leave
Purpose:
To administer a uniform procedure of accruing and utilizing vacation leave.
Definitions:

Seniority — continuous service in a job classification. This definition applies to
Law Enforcement Personnel, is only for the purpose of this policy, and does not
apply to layoffs.

Policy:

Effective July 1, 2005, employees shall accrue vacation leave in accordance with
the table included in this policy.

Vacation leave earned during any pay period shall be credited to the
employee on the last day of that pay period. During leaves of absence
with pay, an employee shall continue to earn vacation leave credits.

An employee may carry over vacation leave from year to year up to the
maximum amount reflected in the table. An employee cannot be paid for
or accrue vacation leave in excess of the maximum vacation accrual rate.

Vacation leave must be approved by the supervisor prior to the employee taking
the time off from work. The University’s operational needs shall be the basis for
approving leave.

Vacation leave should be used to schedule sufficient time off for relaxation to
promote good physical mental health; however, earned vacation leave may be
used for any other purpose.

Regular part-time employees shall earn vacation leave in proportion to the hours
paid during the pay period.

Once vacation leave has started, illness or injury that occurs during this time
may not be transferred to sick leave unless the employee is hospitalized.
Medical certification must be provided to support the leave transfer.

After one (1) year of continuous employment, an employee who separates
from the University shall be paid for all unused vacation leave not to
exceed the maximum accrual amount.



For Law Enforcement Personnel:

Vacations and regular days off shall be scheduled based on business necessity,
seniority and employee preference, in this priority order.

In implementing this provision, nothing shall preclude the University from making
reasonable accommodations for extraordinary leave requests or ensuring the fair
distribution of leave during holidays.



FLORIDA INTERNATIONAL UNIVERSITY
VACATION ACCRUAL SCHEDULE

Non-Exempt Personnel

Length of Service Hours Accrued Per | Maximum Accrual
Pay Period and Payout Hours
Less than 5 years 5 Hours
More than 5 years but less than 10 years 6 Hours
More than 10 years 7 Hours
250

Exempt Personnel

Length of Service

Hours Accrued Per
Pay Period

Maximum Accrual
and Payout Hours

N/A

7

352




Florida International University
Division of Human Resources

Tuition Waiver Program

Purpose:

To facilitate eligible employees an opportunity to enhance their education by
attending classes at the University with the intent of receiving a college degree or
attend classes that are related to their job assignment. Also, in the event that an
employee does not enroll for 6 credits hours in a given semester, to allow a
member(s) of the employee’s immediate family the opportunity to enhance their
education by attending classes at the University with the intent of receiving an
undergraduate degree.

Policy:

Full time employees who have completed six months of continuous service in an
established position at the University are eligible to participate in the Tuition
Waiver Program.

Eligible employees, employees’ spouse, or employees’ dependent children under
the age of twenty five (25) may enroll for up to a combined maximum of six (6)
credit hours of FIU on-campus instruction each semester without payment of the
registration fee. Only in-state tuition is covered.

Employees must be admitted as a degree seeking undergraduate students, or
admitted by a graduate program. If approved by their supervisor, the employee
may enroll as a special student and take courses that are specifically related to
their job assignment.

The employee may register in regular lecture and laboratory courses excluding
courses in the College of Law, Executive Cohort programs, undergraduate
limited access programs, thesis, directed individual study, directed research
courses, internships, distance learning, CAPS Professional Development
offerings (continuing education courses), or other one to one instructional
courses.

The program will cover up to six (6) credit hours per semester for employees
admitted to doctoral programs to pay for dissertation courses (7980 — 7989). A
maximum of thirty (30) credits will be covered.

Special laboratory or other required student fees must be paid by the individual.
Employees attending classes with the intent of attaining an undergraduate or

graduate degree must receive a grade of not less than a “B” for courses taken; a
lower grade will result in the employee being charged for the course(s). For



employees taking more than six (6) credit hours, the “B” grade eligibility will be
applied to any six (6) hours receiving a minimum of a “B” grade.

Employees are to discuss with their supervisor their intent to take classes and
should schedule classes during off-duty hours whenever possible. When a
desired class cannot be scheduled during off-duty hours, the supervisor may
adjust the employee’s work schedule, or allow the employee to use annual leave,
accumulated compensatory time, or leave without pay based on the department’s
business necessity. The same rule applies if the employee is attending classes
for Professional Development that are related to their job assignment.

In the event that the eligible employee does not enroll for six (6) credit hours in a
given semester, the employee’s eligible family members may enroll for the credit
hours not being used by the employee, not to exceed a combined total of six (6)
credit hours in-state tuition each semester for employee and family members.

Eligible family members must be admitted to FIU as degree seeking
undergraduate student(s). A verification letter from the Registrar’s Office must
be provided at the time of application for the Tuition Waiver Program.

Family members may register in regular lecture and laboratory courses needed
to attain their undergraduate degree. This will exclude courses in the College of
Law, Executive Cohort programs, undergraduate limited access programs,
directed individual study, directed research courses, internships, distance
learning, CAPS Professional Development offerings (continuing education
courses), or other one to one instructional courses.

Special laboratory or other required students fees must be paid by the individual.

Family members must receive a grade of not less than a “B” for courses taken; a
lower grade will result in the employee being charged for the course(s). For
family members taking more than six (6) credit hours, the “B” grade eligibility will
be applied to any six (6) hours receiving a minimum of a “B” grade for the
individual family member.

Employees will be responsible for paying tuition for any courses dropped by the
employee or the employee’s family member after the official Drop/Add period
during the first week of classes.

Eligibility will be established by the Division of Human Resources.



Florida International University
Division of Human Resources

Purpose:

Definition:

Policy:

Temporary or Permanent Lateral Reassignments

To provide a means for management to address operational needs.

A lateral reassignment is defined as a lateral move from one job to another in the
same or similar classification having the same degree of responsibility and the
same salary range, regardless of campus location and shift. Voluntary lateral
reassignments may provide employees with opportunities to develop and
diversify their skills, obtain a location or position that they prefer and meet other
needs.

Management has the right to determine the allocation of staffing resources based
on operational needs through the use of temporary and permanent change in
lateral reassignments. Whenever possible, an employee will be given a fourteen
(14) calendar days notice, unless in the case of unforeseen circumstances, prior
to the effect of the change in assignment.



Florida International University
Division of Academic Affairs

Works and Copyrightable Materials

Purpose:

To encourage, facilitate, promote, and reward the development and
dissemination of original scholarship and research, effective pedagogy, creative
endeavors, and copyrightable works.

Definitions:

For the purposes of Intellectual Property as they apply to Works the following
definitions shall apply:

Work - shall include any copyrightable material, such as printed material,
computer software or databases, audio and visual material, circuit diagrams,
architectural and engineering drawings, lectures musical or dramatic
compositions, choreographic works, and pictoral or graphic works.

Creator - shall mean a member of University personnel who creates a work or
invention.

Traditional Works of Scholarship - shall mean University-Supported Works
such as theses, dissertations, books, articles, plays, poems, musical
compositions, and similar works of scholarship or artistic endeavors; to the extent
these Works disseminate the results of academic research, scholarship, or
creative endeavor.

Regular Instructional Works - shall mean University-supported works
developed without the use of appreciable University Support and used solely for
the purpose of assisting or enhancing a faculty member’s instructional
assignment.

University Support - shall include the use of University funds, personnel,
facilities, equipment, materials, or technological information and includes such
support provided by other public or private organizations when it is arranged,
administered, or controlled by the University. In determining whether University
Support is appreciable, factors such as the following shall be considered:

e whether the creation of the Work involved the use of special services,
equipment, facilities, or technological information that go beyond what is
traditionally provided to faculty members generally in the preparation of
course materials;

e whether the Work in question was created as a specific requirement of
employment, as an assigned instructional duty, or as a Work for Hire.



Independent Efforts - with regard to a Work means that the ideas for the Work
came from the Creator, the Work was not made with the use of University
Support.

Policy:

The University recognizes and acknowledges its responsibility to protect and
administer, under applicable state and federal law, the intellectual property rights
as such rights apply to the Faculty and the University itself. At the same time,
the University acknowledges that, as a public institution, it has a responsibility to
ensure that intellectual property created at the University is appropriately
developed to obtain maximum public benefit.

Disclosure of Works

University Personnel are required to disclose promptly, pursuant to the disclosure
procedures as set forth in section xxx, all University-Supported Works, excluding
Regular Instructional Works and Traditional Works of Scholarship, as defined in
section xxx.

If, after a full disclosure of a Work and review in accordance with section xxx, of
this policy, a Work is determined to be a University-Supported Work that is
neither a Traditional Work of Scholarship nor a Regular Instructional Work, the
Provost or representative may, on behalf of the University:

e elect to acquire title to the work by assignment (i.e., the Creator assigns
the rights to the University). The development and marketing of the Work
is at the discretion of the University. Generally, the University seeks to
develop and market the Work and may elect to seek copyright or other
legal protection. The University will be responsible for the development
and negotiation of licensing agreements in order that the Work is
managed in a way that serves the public interest. In rare cases, the
University may elect to license the Work to the Creator for a minimal
royalty; or

e decide the Work disclosure is premature or incomplete, in which case, the
creator will be asked to resubmit the Work disclosure when additional
information is obtained; or

e elect to waive the University’s rights to the Work, thus allowing the Creator
to protect the Work as he or she may wish. If outside funds supported the
work leading to the Work, this waiver is subject to any provisions in the
sponsoring agreement. In cases in which the University has waived its
interest and the Work was supported by federal funding, any waiver must
be to the supporting federal agency, rather than to the Creator(s). In
addition, no waiver shall be granted until any pre-existing commitments to
sponsoring agencies with regard to Works are cleared. In general, the
University will not waive its rights to Works of Creators who are full-time
employees or appointees of the University.



In cases where the University elects to waive its rights to a Work, the Creator will
indemnify and hold harmless the University for any tort claims or criminal charges
resulting from the nature or use of the Work.

If a Creator assumes “ownership of any University-Supported Work, the
University and the State of Florida will retain for informational or educational
purposes a limited, royalty-free right to the use of the Work and to all copyright
rights in the Work, excluding the copyright right to make modifications.

If the University asserts rights to any University-Supported Work, upon request,
the Creator will be granted, only for informational or educational purposes a
limited, royalty-free right to the use of the Work and to all copyright rights in the
Work, excluding the copyright right to make modifications. Furthermore, while
the Creator is a University Personnel, the University will consult with, and first
offer to the Creator the right to make modifications in the Work should the
modified Work be intended for use within the University. Should the University
allow anyone other than the Creator to make modifications in the Work then,
upon request of the Creator, the University will make all reasonable efforts to
remove from the Work any attribution to the Creator

Separate written agreements may be made between the Provost/representative
and the Creator regarding any Work. For example, to protect the integrity of the
Work, certain artistic rights, especially the right to make modifications, might be
retained by the Creator. Conversely, to assure effective commercialization of a
Work,, certain rights that the Creator reserves may be relinquished prior to
licensing the Work to a commercial developer. Prior to the creation of a Work,
especially when appreciable University Support may be used in its creation, the
Creator may seek an agreement with the Provost to establish or clarify certain
ownership rights.

Distribution of Net Income from Works
Distribution of Net Income from Works will be made in accordance with the

Inventions and Patents Policy as specified within the policy under section
License Revenue Allocation.



Consent Agenda
Item “*k”

THE FLORIDA INTERNATIONAL UNIVERSITY
BOARD OF TRUSTEES
BOARD MEETING
29 JUNE 2005

SUBJECT: UNIVERSITY PERSONNEL RULES — PROPOSED RULES

PROPOSED BOARD ACTION:
ADOPT THE FOLLOWING RESOLUTION:

WHEREAS, the Board of Trustees is the public employer of all employees of the University
and has the power and duty to adopt a personnel program for all University employees;

WHEREAS, the University has developed two new Personnel Rules attached hereto as
Exhibits “B” and “C” which reflect the new personnel program for non-bargaining unit
employees of the University, specifically,

e Exhibit “B” - 6C8-4.025 Separations from Employment for Non-Bargaining Unit
Employees

e Exhibit “C” - 6C8-4.030 Disciplinary Actions for Non-Bargaining Unit Employees
and Certified Law Enforcement Personnel

WHEREAS, the two new Personnel Rules will not apply to bargaining unit personnel who
are currently in collective bargaining negotiations with the Board,

THEREFORE, BE IT RESOLVED THAT, the Board approves the above-referenced
proposed University Personnel Rules, as amended.

AND BE IT FURTHER RESOLVED, that the President report to the Board at its next
regularly scheduled meeting on any substantive change requested or made to the Rule as a
result of comments received in writing or at the public hearing on the Rule.
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BACKGROUND INFORMATION

A. Legal Authority

Resolution of the Florida Board of Governors, dated 7 January 2003. Resolution
delegating and delineating powers of local boards of trustees, provides in pertinent
part:

19. Each board of trustees shall establish the personnel program for all
employees of the university, including the president, pursuant to the
provisions of chapter 1012 and, in accordance with rules and guidelines of
the Board of Governors, including: compensation and other conditions of
employment, recruitment and selection, nonreappointment, standards for
performance and conduct, evaluation, benefits and hours of work, leave
policies, recognition and awards, inventions and works, travel, learning
opportunities, exchange programs, academic freedom and responsibility,
promotion, assignment, demotion, transfer, tenure and permanent status,
ethical obligations and conflicts of interest, restrictive covenants, disciplinary
actions, complaints, appeals and grievance procedures, and separation and
termination from employment. No rule of the Board of Governors shall be
considered to in any way contravene the responsibility of each of the
university board of trustees to act as the sole public employer with regard to
all public employees of its universities for the purposes of collective
bargaining in accordance with chapter 447, Florida Statutes.

B. Explanation for Proposed Committee Action:

The Human Resources division of the University has developed new personnel policies for
non-bargaining unit personnel. These policies are simultaneously before the Board for
adoption so that they may be implemented only as to non-bargaining unit personnel
effective 1 July 2005. Two of the policies contain terms and conditions of employment
which the Administration recommends should be placed in a University Rule, specifically,
Separations from Employment and Disciplinary Actions.
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The new University Rules are as follows:

6C8-4.025 Separations from Employment for Non-Bargaining Unit
Employees
O provides that non-bargaining employees of the university are at will

6C8-4.030

(0]

except for tenured faculty, certain law enforcement personnel, and
certain nurses working in Student Health Clinics

defines separation of employment as including, terminations with or

without cause, nonreappointment, resignation, job abandonment, and
layotf

provides a notice period for termination without cause (30 days) and
layoffs (14 days) for non-faculty employees

provides a notice period for nonreappointment for non-tenured
faculty of up to two semesters depending on length of service

provides several options for the University during the notice periods
for termination without cause and nonreappointment, such as
continuing to employ the employee, giving the employee leave
without pay, or paying a lump sum and ceasing employment
immediately

provides that non-bargaining tenured faculty may separate from
employment due to resignation, job abandonment, layoff, and
termination for just cause

provides a notice period of six months for termination of tenured
faculty for just cause and an exception
Disciplinary Actions

provides for review by Human Resources of any supervisor’s
recommendation for severe disciplinary actions

provides for approval by Human Resources (in the case of non-
faculty) or the Provost (in the case of faculty) of any severe
disciplinary action before it is imposed
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O clarifies that the pre-disciplinary review protections are in addition to
other protections that tenured faculty, law enforcement personnel
and tenure-earning faculty (when terminated or suspended for cause)
may have under law, University Rule, or policy

O defines severe disciplinary actions as suspensions, involuntary
demotions, and involuntary terminations.

O clarifies that the Rule does not apply to bargaining unit faculty and
bargaining unit employees (except for police) because those faculty
and employees are currently in collective bargaining.

If the Board approves the Rule amendments, the University will take the following steps
which are required by state law:

Publish a notice regarding the Rule in a newspaper of general circulation;
Conduct a public hearing (if a hearing is requested) on the Rule approximately
twenty-one (21) days after publication of the notice. The purpose of the hearing
is to receive comments by students, staff, faculty, and other persons affected by
the Rule; and

3. Consider any requests for changes received either in writing or at the hearing,
and determine whether to amend the rule or proceed with the rule as published.

N —

Given that the Board will not meet again until 19 September 2005, it is further
recommended in order to complete the rule adoption process without delay, that the Board
delegate to the President authority to consider requests for changes and to file the rule for
adoption with or without further amendments based on his determination and that the
President report to the Board at its next regularly scheduled meeting on any substantive
change requested or made to the Rule as a result of comments received in writing or at the
public hearing on the Rule.

EXHIBITS/SUPPORTING DOCUMENTS: =  PROPOSED RULE
EXHIBIT “B”- 6C8-4.025
EXHIBIT “C”- 6C8-4.030
=  ATTACHMENT “4” - NOTICE OF RULE
DEVELOPMENT — NEW RULES

FACILITATOR/PRESENTER: = NONE



Exhibit “B”
(6.29.05)

THE FLORIDA INTERNATIONAL UNIVERSITY BOARD OF TRUSTEES
DIVISION OF COLLEGES AND UNIVERSITIES
DEPARTMENT OF EDUCATION

6C8-4.025  Separation from Employment for Non-Bargaining Unit Employees
(1) Policy.

University employees are considered “at will.” Employment at will is presumed
to be voluntary and indefinite for both the employee and the University. The employee-
employer relationship may be terminated at any time with or without cause. Terminations
based on discriminatory reasons are prohibited. Any separation of employment shall be in
consultation and with the approval of the Vice President for Human Resources or his/her
designee, or the Provost or his/her designee in the case of the non-bargaining unit faculty
member.

(2) Definitions.

(a) Employee — For purposes of this Rule, “employee” means all
University employees except certified law enforcement personnel (not including the
Director of Public Safety) employed by the University Police Department who have
passed their probationary period, registered nurses and nurse practitioners employed by
University Health Services (not including any Director for University Health Services)
who have passed their probationary period, and tenured faculty.

(b) Separations of Employment — Includes termination, resignation, job
abandonment, and layoff.

(c) Termination -- Occurs when an employee is permanently separated
from University employment with or without cause. Termination may be preceded by
corrective action. Unsatisfactory performance or misconduct may warrant immediate
dismissal.

(d) Nonreappointment — termination of a non-bargaining non-tenured unit
faculty member without cause.

(e) Resignation - Occurs when an employee initiates a termination by
notifying the immediate supervisor of his/her intention to resign.

(f) Job Abandonment - Occurs when an employee is absent without
approved leave for three (3) or more consecutive scheduled workdays. Such action
represents an abandonment of position, and the employee will be automatically
terminated. If the employee’s absence is for reasons beyond the control of the employee
and the employee notifies the University as soon as practicable, the University will



review the circumstances surrounding the absence on an individual basis to determine if
it is to be considered abandonment of position.

(g9) Layoff - Terminations of employment due to layoff of a non-
bargaining unit employee are governed by University policy.

(3) Notice to Employees; Resignation.

(a) Employees will be given a notice period of fourteen (14) days if the
separation from employment is due to layoff. If the separation from employment is due
to termination without cause, employee shall be given a notice period of four (4) weeks
after one year of employment, plus two weeks for every year of employment thereafter
up to a maximum of twelve (12) weeks.

(b) Exception. The notice period for termination of employment without
cause for employees who were in the Administrative and Professional (A&P) pay
classification prior to July 1, 2005 and had a minimum of ten (10) consecutive years of
full-time employment with the University as of June 30, 2005, shall be six (6) months
notification, prior to terminating their employment relationship. .

(©) Employees will give two weeks written notice of resignation. A
resignation may not be rescinded by the employee without concurrence of the University.

(4) Notice for Non-Tenured, Non-Bargaining Unit Faculty.

(a) Faculty members, except those described in sub-paragraph (b) below
are entitled to the following written notice of nonreappointment.

1. If the faculty member has less than three (3) years of continuous
University service, a notice period of one semester;

2. If the faculty member has three (3) or more years of continuous
University service, a notice period of two semesters.

(b) Exception. The notice provisions of this paragraph do not provide
rights to:

1. Summer appointments;
2. Faculty members who are funded from contracts, grants and/or
sponsored research funds as they are governed by the terms and conditions of

employment of their contract or grant; or

3. Faculty members who are appointed as visitors or who are
appointed to multi-year appointments.



(5) Upon notice of termination without cause pursuant to paragraph (3) above or
notice of nonreappointment pursuant to paragraph (4) above, the University shall decide
at its sole option, whether to:

(@) Allow the employee to continue to work at the University during the
notification period in the same position or in a different position,

(b) Place the employee on leave with pay during the notification period,

(c) Pay the amount due to the employee in salary during the notification
period as a lump sum payment and cease employment of the employee immediately, or

(d) Take a course of action that is a combination of any of the above.

(6) Special Provisions Regarding Separation from Employment for Tenured, Non-
Bargaining Unit Faculty

(a) Notwithstanding anything to the contrary in this Rule, separation from
employment for tenured faculty include resignation, job abandonment, and layoff as
defined in paragraph (2) above, and termination as defined in sub-paragraph (b) below.

(b) For purposes of this paragraph, termination is defined as permanent
separation from University employment for just cause.

(c) For purposes of this paragraph, just cause is defined as incompetence
or misconduct.

(d) Notice of Termination for Tenured Faculty.

1. Tenured faculty shall be given written notice at least six (6) months in
advance of the effective date of such termination.

2. Exception. In cases where the Provost or his/her representative
determines that a faculty employee's actions adversely affect the functioning of the
University or jeopardize the safety or welfare of any employee, or students, the Provost
or his/her representative may give less than six (6) months notice.

(7) A non-bargaining unit faculty member who wishes to resign has the
professional obligation, when possible, to provide the University with at least one
semester’s notice upon resignation. All consideration for tenure and reappointment shall
cease. A resignation may not be rescinded by the non-tenured bargaining unit faculty
without concurrence of the University.



(8) Applicability. This rule does not apply to bargaining unit faculty and
bargaining unit employees.

Specific Authority — 1001.74(4), FS.
Law Implemented — 1001.74 (19), FS.
History — New




Exhibit “C”
(6.29.05)

THE FLORIDA INTERNATIONAL UNIVERSITY BOARD OF TRUSTEES
DIVISION OF COLLEGES AND UNIVERSITIES
DEPARTMENT OF EDUCATION

6C8-4.030  Disciplinary Actions for Non-Bargaining Unit Employees and
Certified Law Enforcement Personnel

Definition: For purposes of this Rule “employee” means all non-bargaining unit faculty,
all non-bargaining personnel, and all certified law enforcement personnel in a bargaining
unit.

(1) Policy.

(@) A Pre-Disciplinary Review (PDR) must be conducted in conjunction
with Human Resources before severe disciplinary action is imposed. The PDR shall
provide the review for severe disciplinary actions recommended by supervisors.

(b) Human Resources will ensure that all pertinent information is obtained
so that employee behavior which necessitates severe disciplinary action shall be
determined by the employee’s supervisor in consultation and with the approval of the
Vice President for Human Resources or his/her designee, or the Provost or his/her
designee in the case of a faculty member.

(c) The University reserves the right to impose discipline at any level,
including immediate termination, consistent with University policies and Rules.

(d) The rights and protections provided by this Rule are in addition to any
rights and protections provided by applicable law, University rules and policies to non-
bargaining unit tenured faculty, and to non-bargaining unit tenure-earning faculty when
terminated or suspended for just cause.

(e) The rights and protections provided by this Rule are in addition to any
rights and protections provided by applicable law, University rules and policies to
certified law enforcement personnel with permanent status. This Rule must be construed
consistently with the University Policy on Permanent Status for Certified Law
Enforcement Personnel (Policy No. 66).

(2) Definitions.

(a) Severe Disciplinary Actions — defined as suspensions, involuntary
demotions and involuntary terminations.

(b) Suspension - occurs when an employee is taken off duty for a day or
more without pay.



(c) Involuntary Demotion - occurs when an employee is involuntarily
subjected to a reduction in pay and higher functioning duties are permanently removed
resulting in a lower level position. Involuntary demotion for tenured non-bargaining unit
faculty shall apply only to the administrative duties that may have been assigned to such
faculty.

(d) Involuntary Termination - occurs when an employee is permanently
separated from University employment.

(3) Applicability. This rule does not apply to bargaining unit faculty and
bargaining unit employees except that it does apply to certified law enforcement
personnel in a bargaining unit.

Specific Authority — 1001.74(4), FS.

Law Implemented — 1001.74 (19), FS.

History — New




Attachment 4

THE FLORIDA INTERNATIONAL UNIVERSITY BOARD OF TRUSTEES
DIVISION OF COLLEGES AND UNIVERSITIES
DEPARTMENT OF EDUCATION

NOTICE OF PROPOSED RULE DEVELOPMENT - PROPOSED RULES

RULE NOS.: RULE TITLES:

6C8-4.025 Separation from Employment
6C8-4.030 Disciplinary Action
PURPOSE AND EFFECT:

The purpose and effect of the proposed rules are as follows: Proposed Rule 6C8-4.025 establishes separation
from employment policies, including notice periods for termination without cause and layoff, for all non-
bargaining unit employees and provides exceptions to the Rule. Proposed Rule 6C8-4.030 establishes the pre-
disciplinary policy for severe disciplinary actions.

SUBJECT AREAS TO BE ADDRESSED:
6C84.025: At-will employment; termination; resignation; job abandonment; layoff; notice period.
6C8-4.030: Suspension; involuntary demotion; involuntary termination; pre-disciplinary review.

SPECIFIC AUTHORITY:
6C8-4.025 1001.74(4)
6C8-4.030 1001.74(4)

LAW IMPLEMENTED:
6C8-4.025 1001.74(19)
6C8-4.030 1001.74(19)

IF REQUESTED IN WRITING AND NOT DEEMED UNNECESSARY BY THE AGENCY HEAD, A
RULE DEVELOPMENT WORKSHOP WILL BE HELD ON THE TIME, DATE AND PLACE
SHOWN BELOW.

TIME AND DATE: 10:00 a.m. on Friday, May 13, 2005.

PLACE: Florida International University, University Park, Graham Center, Room 140.

THE PERSON TO BE CONTACTED REGARDING THE PROPOSED RULE DEVELOPMENT IS:
Eli Deville, Coordinator, Administrative Services, Office of the General Counsel, Florida International

University, (305) 348-2103.

THE PRELIMINARY TEXT OF THE PROPOSED RULES IS NOT AVAILABLE.
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THE FLORIDA INTERNATIONAL UNIVERSITY
BOARD OF TRUSTEES
ADMINISTRATION AND COMPENSATION COMMITTEE
29 JUNE 2005

SUBJECT: UNIVERSITY PERSONNEL RULES — RULE AMENDMENTS

PROPOSED BOARD ACTION:
ADOPT THE FOLLOWING RESOLUTION:

WHEREAS, the Board of Trustees is the public employer of all employees of the
University and has the power and duty to adopt a personnel program for all
University employees;

WHEREAS, the University has developed new personnel policies which are
simultaneously before the Board for adoption,

WHEREAS, the proposed new personnel policies will apply to all personnel except
those who currently are in collective bargaining negotiations with the Board,

WHEREAS, the following University Personnel Rules must be amended in order to

reconcile the Rules with the proposed new personnel policies attached hereto as
Exhibits (CJ”’ C(I{,” (CL”’ and ‘(M),:

e Exhibit “J” - 6C8-4.006 -Career Service Employee Disciplinary Actions

e Exhibit “K” - 6C8-4.014 -Bargaining Unit and Nonbargaining Unit
Faculty and Administrative and Professional (A&P) and University
Support  Personnel System (USPS) Staff Vacancies, Selection,
Appointments, Promotions, Internal Promotions, Reassignments,
Transfers, and Demotions

e Exhibit “L” - 6C8-4.016 -Nonreappointment and Resignation of Faculty
e Exhibit “M” - 6C8-4.019 -Termination for Cause and Other Disciplinary

Actions for Faculty, Administrative and Professional (A&P), and
University Support Personnel System (USPS) Staff
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THEREFORE, BE IT RESOLVED THAT, the Board approves the amendments

to the above-referenced University Personnel Rules;

BE IT FURTHER RESOLVED THAT, the Board delegates authority to the
University President to consider any comments to the Rule Repeal received by the
University in writing or at a public hearing to be held after the Board's action, and to

file the Rule Repeal for adoption.

AND BE IT FURTHER RESOLVED, that the President report to the Board at its
next regularly scheduled meeting on any substantive change requested or made to the
Rule as a result of comments received in writing or at the public hearing on the Rule.

BACKGROUND INFORMATION:

A.

Legal Authority:

Resolution of the Florida Board of Governors, dated 7 January 2003.
Resolution delegating and delineating powers of local boards of trustees,
provides in pertinent part:

19. Each board of trustees shall establish the personnel program
for all employees of the university, including the president, pursuant
to the provisions of chapter 1012 and, in accordance with rules and
guidelines of the Board of Governors, including: compensation and
other conditions of employment, recruitment and selection,
nonreappointment, standards for performance and conduct,
evaluation, benefits and hours of work, leave policies, recognition
and awards, inventions and works, travel, learning opportunities,
exchange programs, academic freedom and responsibility, promotion,
assignment, demotion, transfer, tenure and permanent status, ethical
obligations and conflicts of interest, restrictive covenants, disciplinary
actions, complaints, appeals and grievance procedures, and separation
and termination from employment. No rule of the Board of
Governors shall be considered to in any way contravene the
responsibility of each of the university board of trustees to act as the
sole public employer with regard to all public employees of its
universities for the purposes of collective bargaining in accordance
with chapter 447, Florida Statutes.
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B.

Explanation for Proposed Committee Action:

The Human Resources division of the University has developed new personnel
policies for non-bargaining unit personnel. These policies are simultaneously before
the Board for adoption so that they may be implemented only as to non-bargaining
unit personnel effective 1 July 2005.

At its 7 March 2005 meeting, the Board adopted many of these personnel policies
for certified law enforcement personnel (bargaining unit and non-bargaining unit) as
part of the ratification of the Collective Bargaining Agreement between the Board
and the Dade County Police Benevolent Association.

In order to reconcile existing University Personnel Rules with the proposed new
personnel polices and to otherwise update the Rules, the following amendments to
the Rules are before the Board for approval:

6C8-4.006 Career Service Employee Disciplinary Actions

(0}

amend the Rule since it does not reflect the current University Policy
on Disciplinary Actions (Policy 9.18) applicable to bargaining unit
University Service Personnel System (USPS) employees

amend the Rule so that it applies only to non-faculty, bargaining unit
employees since all non-bargaining employees will be governed by
the new personnel policies

amend the Rule to reflect that law enforcement personnel do not fall
within the Rule as a result of the adoption of policies for certified law
enforcement personnel on 7 March 2005

6C8-4.014 Bargaining Unit and Nonbargaining Unit Faculty and
Administrative and Professional (A&P) and University Support
Personnel System (USPS) Staff Vacancies, Selection, Appointments,
Promotions, Internal Promotions, Reassignments, Transfers, and
Demotions

o

amend the Rules to make them applicable only to employees who are
currently in collective bargaining negotiations since all non-bargaining
employees will be governed by the new personnel policies

amend the Rule to reflect that law enforcement personnel do not fall
within the Rule as a result of the adoption of policies for certified law
enforcement personnel on 7 March 2005

reflect that the new personnel policies will no longer use the terms
“A&P” and “USPS” by deleting those terms and replacing with
“employee”
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O delete obsolete references in the Rule, such as references to the
Board of Regents (BOR), BOR rules and BOR Chancellor
Memoranda,

O update the Rule to reflect current practices regarding letters of offer
to faculty

6C8-4.016 Nonreappointment and Resignation of Faculty
O amend the Rule to make them applicable only to faculty who are
currently in collective bargaining negotiations since all non-bargaining
faculty will be governed by the new personnel policies

6C8-4.019 Termination for Cause and Other Disciplinary Actions
for Faculty, Administrative and Professional (A&P), and University
Support Personnel System (USPS) Staff

O amend the Rules to make them applicable only to employees who are
currently in collective bargaining negotiations since all non-bargaining
employees will be governed by the new personnel policies

O amend to reflect that law enforcement personnel do not fall within
the Rule as a result of the adoption of policies for certified law
enforcement personnel on 7 March 2005

O reflect that the new personnel policies will no longer use the terms
“A&P” and “USPS” by deleting those terms and replacing with
“employee”

0 delete obsolete references in the Rule, such as references to Board of
Regents (BOR) rules

If the Board approves the Rule amendments, the University will take the following
steps which are required by state law:

1.

Publish a notice regarding the Rule in a newspaper of general circulation;

2. Conduct a public hearing (if a hearing is requested) on the Rule

approximately twenty-one (21) days after publication of the notice. The
purpose of the hearing is to receive comments by students, staff, faculty, and
other persons affected by the Rule; and

Consider any requests for changes received either in writing or at the hearing,
and determine whether to amend the rule or proceed with the rule as
published.

Given that the Board will not meet again until 19 September 2005, it is further
recommended in order to complete the rule adoption process without delay, that the
Board delegate to the President authority to consider requests for changes and to file
the rule for adoption with or without further amendments based on his
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determination and that the President report to the Board at its next regularly
scheduled meeting on any substantive change requested or made to the Rule as a
result of comments received in writing or at the public hearing on the Rule.

EXHIBITS/SUPPORTING DOCUMENTS: =  PROPOSED RULES - AMENDMENTS
EXHIBIT “]”- 6C8-4.006
EXHIBIT “K”- 6C8-4.014
ExHIBIT “L”- 6C8-4.016
EXHIBIT “M”’- 6C8-4.019
®*  ATTACHMENT “5” - NOTICE OF RULE
DEVELOPMENT — RULE
AMENDMENTS

FACILITATOR/PRESENTER: = NONE



EXHIBIT “J”
(6.29.05)

THE FLORIDA INTERNATIONAL UNIVERSITY BOARD OF TRUSTEES
DIVISION OF COLLEGES AND UNIVERSITIES
DEPARTMENT OF EDUCATION

6C8-4.006 Bargaining Unit Employee Disciplinary Actions.

Definition: For purposes of this Rule “employee” means all bargaining unit employees who are not
faculty and who are not certified law enforcement personnel.

@ The University shall administer a uniform procedure covering disciplinary actions for bargaining
unit employees. The following general guidelines, are intended to provide supervisors with procedures to
deal with various types of offenses that will ensure a bargaining unit employee’s fair, impartial, and
uniform treatment in administering disciplinary actions.

2 On the job offenses or deficiencies, and disciplinary actions for offenses or deficiencies, include
but are not limited to, the following:

GAMBLING:
First occurrence: Written reprimand to suspension
Second occurrence: Suspension to dismissal

ABSENCE WITHOUT AUTHORIZED LEAVE:

First occurrence: Written reprimand
Second occurrence: Suspension

Third occurrence: Dismissal
HORSEPLAY:

First occurrence: Written reprimand
Second occurrence: Suspension

Third occurrence: Dismissal

SLEEPING ON DUTY:
First occurrence: Suspension to dismissal

EXCESSIVE ABSENTEEISM:

First occurrence: Oral reprimand

Second occurrence: Written reprimand

Third occurrence: Suspension

Fourth occurrence: Dismissal

LOAFING:

First occurrence: Oral to written reprimand
Second occurrence: Written reprimand to suspension
Third occurrence: Suspension to dismissal

Fourth occurrence: Dismissal
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FAILURE TO REQUEST SUPERVISOR'S PERMISSION TO LEAVE THE JOB:
First occurrence: Oral reprimand

Second occurrence: Written reprimand to suspension

Third occurrence: Suspension to dismissal

Fourth occurrence: Dismissal

UNAUTHORIZED SALES, DISTRIBUTION OF WRITTEN OR PRINTED MATERIAL OF ANY
KIND, OR SOLICITATION ON UNIVERSITY PROPERTY:

First occurrence: Oral to written reprimand
Second occurrence: Written reprimand to dismissal
Third occurrence: Dismissal

MISUSE OR CARELESS OPERATION OF STATE PROPERTY OR EQUIPMENT:

First occurrence: Written reprimand to suspension
Second occurrence: Suspension to dismissal
Third occurrence: Dismissal

EXCESSIVE DEVIATION FROM ESTABLISHED WORK SCHEDULE:

First occurrence: Oral reprimand
Second occurrence: Written reprimand
Third occurrence: Suspension
Fourth occurrence: Dismissal

FIGHTING AND/OR AGGRESSIVE BEHAVIOR:
First occurrence: Suspension to dismissal
Second occurrence: Dismissal

INSUBORDINATION:

First occurrence: Written reprimand to suspension
Second occurrence: Suspension to dismissal

Third occurrence: Dismissal

NEGLIGENCE;

First occurrence: Written reprimand to suspension
Second occurrence: Suspension to dismissal

Third occurrence: Dismissal

VIOLATION OF SAFETY PRACTICES:

First occurrence: Oral reprimand

Second occurrence: Written reprimand
Third occurrence: Suspension to dismissal
Fourth occurrence: Dismissal

THREATENING, ABUSIVE OR OFFENSIVE LANGUAGE:

First occurrence: Written reprimand to dismissal
Second occurrence: Suspension to dismissal
Third occurrence: Dismissal

THEFT OR STEALING:
First occurrence: Suspension to dismissal
Second occurrence: Dismissal
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USE AND/OR POSSESSION OF INTOXICANTS OR NON-PRESCRIBED DRUGS:
First occurrence: Suspension to dismissal

Second occurrence: Dismissal

POSSESSION OF UNAUTHORIZED WEAPONS AND/OR FIREARMS
ON UNIVERSITY PROPERTY:
First occurrence: Dismissal

CONDUCT UNBECOMING A PUBLIC EMPLOYEE:

First occurrence: Written reprimand to suspension
Second occurrence: Suspension to dismissal
Third occurrence: Dismissal

CONVICTION OF A MISDEMEANOR OR FELONY:
First occurrence: Suspension to dismissal
Second occurrence: Dismissal

FALSIFICATION OF RECORDS:
First occurrence: Written reprimand to dismissal
Second occurrence: Dismissal

WILLFUL VIOLATION OF AWRITTEN RULE, REGULATION, AND/OR POLICY:

First occurrence: Written reprimand to dismissal
Second occurrence: Suspension to dismissal
Third occurrence: Dismissal

UNFAIR LABOR PRACTICES:

First occurrence: Written reprimand to suspension
Second occurrence: Suspension to dismissal
Third occurrence: Dismissal

DISCRIMINATION:
First occurrence: Written reprimand to dismissal
Second occurrence: Dismissal

SEXUAL HARASSMENT
First occurrence: Suspension to dismissal
Second occurrence: Dismissal

3) Applicability. This rule does not apply to any faculty, non-bargaining unit employees, and
bargaining unit employees who are certified law enforcement personnel.

Specific Authority 1012.92 FS., 6C-4.001, 6C-5.017, 22A-10.003, F.A.C. Law Implemented 1012.92 FS., 6C-
4.001, 6C-5.017, 22A-10.003, F.A.C. History-Formerly 6P-4.06, 10-1-75, Repromulgated 12-23-76,
Formerly 6C8-4.06.

History-New 4-30-81, Formerly 6C8-4.19, Amended 8-7-96, Amended
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(6.29.05)

THE FLORIDA INTERNATIONAL UNIVERSITY BOARD OF TRUSTEES
DIVISION OF COLLEGES AND UNIVERSITIES
DEPARTMENT OF EDUCATION

6C8-4.014 Bargaining Unit Faculty and Bargaining Unit Employees Vacancies, Selection,
Appointments, Promotions, Internal Promotions, Reassignments, Transfers, and
Demotions.

Definition: For purposes of this Rule, “Bargaining Unit Employee” means all bargaining unit
employees who are not certified law enforcement personnel, or bargaining unit faculty.

(1)  Applicability. This rule is supplemented by Article 8 of the Board of Regents/United
Faculty of Florida (BOR/UFF) Collective Bargaining Agreement for bargaining unit faculty,
BOR/AFSCME Collective Bargaining Agreement for Bargaining Unit employees and by
applicable University rules, policies, procedures, and provisions of the University's affirmative
action plans including the University search and screen procedures. This rule does not apply to
non-bargaining unit employees and bargaining unit employees who are certified law enforcement
personnel.

@) Vacancies. The University seeks to maintain the highest possible standard of fairness and
equity in its employment practices. All bargaining unit position vacancies must be announced in
the FIU position vacancy listings, unless otherwise exempted by University policy. The
University shall give equitable consideration to all applicants in accordance with applicable
University policies and procedures for determining eligibility for appointments to bargaining unit
positions in faculty and employee categories. Employee career advancement is encouraged by
assuring consideration of qualified permanent bargaining unit employees within the University, in
accordance with the University's internal promotion policy and appropriate bargaining unit
agreement.

3 Bargaining Unit Faculty Screening and Selection.

@ The department should first define the nature of the vacant position(s) and what it expects
from a prospective colleague selected to fill the vacancy. The department will advertise the
position and its general requirements.

(b) The department will use the University's search and screen procedures or personnel
policies and procedures as appropriate to the pay plan and level of the position.

(c) The department will assess the eligibility of candidates and reach decisions on their relative
merits. The department should also communicate to final candidates information regarding the
position, the State University System, and the institution.

(d) If practicable, the candidates reaching the final stages of screening should be invited to the
campus for personal interviews with the department and appropriate officials.

4) Bargaining Unit Faculty Appointments.

@ If, after receipt of the recommendation of the search and screen committee, if applicable,
the chairperson or other appropriate administrator decides to recommend that a candidate be
offered a position, the recommendation will be transmitted to the appropriate administrative
officer.

(b) The President, or designated representative, may then offer the candidate employment
by means of a contract or letter of offer. The letter of offer or contract shall be conditioned on
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the return of a duly executed copy by a specific date.

(©) The contract or letter of offer shall indicate whether the appointment is for one year or
multiple years.

(d) The contract or letter of offer shall be issued in accordance with the requirements of the
BOR/UFF Bargaining Agreement, if applicable, and shall include, but not be limited to, the
following elements:

Date;

Rank and professional classification system title and class code;

Department, program, college, or employment unit;

Salary and administrative salary supplement when appropriate;

Employment period;

Special conditions of employment;

The duties and responsibilities of the employee;

The percent of full-time equivalency;

A statement that in the performance of the contract or letter of offer both parties are subject

to the Constitution and laws of the State of Florida and the applicable rules and regulations of the

University and the Board of Governors;

10. Position number;

11. A statement indicating the tenure earning status during the appointment, including any
tenure credit, if applicable;

12.  The formula by which an annual contract shall be converted to an academic year contract,

if applicable.

©CoNoA~wWNE

(5) Selection and Appointment of Bargaining Unit Employees . Selection and appointment of
bargaining unit employees will be in accordance with  BOR/AFSCME Bargaining Agreement,
and University rules, policies, and procedures.

(6) Bargaining Unit Employees Promotions, Reassignments, Transfers, and Demotions.

@ Promotions. Promotion of bargaining unit employees will be in accordance with applicable
bargaining unit agreements and University policies and procedures.

(b) Internal Promotions. When a department wishes to consider only applicants from within
the University for a vacancy, the internal recruitment and promotion policy and procedure may be
used. All bargaining unit employee vacancies, may be approved for internal recruitment by the
Division of Human Resources upon request from the hiring official and recommendation by
the Office of Equal Opportunity Programs. Positions in job groups with identified
underutilization (University or department) of minority group members and women may not be
recommended for internal posting.

(©) Reassignments and Transfers.

1. Voluntary. Bargaining unit employees may request a voluntary reassignment or transfer
to positions within the University by completing and submitting the appropriate form to the
Division of Human Resources . The request will be considered for vacancies for which the
employee qualifies.
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2. Involuntary. The University may reassign or transfer bargaining unit employees in
accordance with University policies and procedures and applicable collective bargaining
agreements.

(d) Demotions. Any bargaining unit employee who has permanent status may be subject to
demotion in accordance with University policy and procedures and appropriate collective
bargaining agreements, where applicable.

Specific Authority 1001.74(4), (19) FS. Law Implemented 1001.74(19) FS. History-New 4-30-81,
Formerly 6C8-4.14, Amended 8-7-96, Amended :



EXHIBIT “L”
(6.29.05)

THE FLORIDA INTERNATIONAL UNIVERSITY BOARD OF TRUSTEES
DIVISION OF COLLEGES AND UNIVERSITIES
DEPARTMENT OF EDUCATION

6C8-4.016 Nonreappointment and Resignation of Non-Tenured, Bargaining Unit Faculty.

(1) Nonreappointment. The nonreappointment of non-tenured bargaining unit faculty is subject
to the provisions of the Board of Regents/United Faculty of Florida (BOR/UFF) Collective
Bargaining Agreement. The President or designated representative may choose not to renew
the appointment of a non-tenured faculty member. The decision not to renew a non-tenured
faculty member's appointment may not be based on constitutionally impermissible grounds.
Notice of nonreappointment or intention not to renew the appointment shall be given in writing
in accordance with the provisions of Article 12 of the BOR/UFF Collective Bargaining
Agreement. The notice requirements are not applicable to employees holding temporary
appointments.

(2) Resignation by Bargaining Unit Faculty. A bargaining unit faculty member who wishes
to resign has the professional obligation, when possible, to provide the University with at
least one semester's notice. Upon resignation, all consideration for tenure and reappointment
shall cease. A resignation may not be rescinded by the non-tenured bargaining unit faculty
without concurrence of the University.

Specific Authority 1001.74(4), (19) FS. Law Implemented 1001.74(19) FS. History-New 4-30-81,
Formerly 6C8-4.16, Amended 8-7-96, .
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THE FLORIDA INTERNATIONAL UNIVERSITY BOARD OF TRUSTEES
DIVISION OF COLLEGES AND UNIVERSITIES
DEPARTMENT OF EDUCATION

6C8-4.019 Termination for Cause and Other Disciplinary Actions for Bargaining Unit
Faculty, , and Bargaining Unit Employees .

Definition: For purposes of this Rule, “Bargaining Unit Employee” means all bargaining unit
employees who are not certified law enforcement personnel.

(1) Just cause shall be defined as:
(@) Incompetence; or
(b) Misconduct.

(2) Termination or Suspension. Bargaining unit faculty, , and Bargaining unit employees may be
terminated from employment or suspended with or without pay for just cause. An employee shall
be given written notice of termination or suspension specifying the reason(s) and such action
shall be in accordance with University policies and procedures, and applicable collective
bargaining agreements. Following the issuance of termination or suspension notice, the employee
may be reassigned.

(3) Disciplinary action other than termination or suspension, with or without pay, may be imposed
for just cause. Written notice of such disciplinary action, specifying the reason(s) therefor, shall
be given to the bargaining unit faculty or bargaining unit employee by the President or
representative. Any disciplinary action taken pursuant to this section shall thereafter be subject to
applicable collective bargaining agreements, and University policies and procedures. Counseling
shall not be considered disciplinary action.

(4) Termination or Suspension Pending Hearing. Notwithstanding the provisions of subsection
(2) above, when the President or representative has reason to believe that a bargaining unit
faculty’s or bargaining unit employee's presence on the job would adversely affect the
functioning of the University or jeopardize the safety or welfare of any University employee
or student, the President or representative may immediately suspend the bargaining unit
faculty or bargaining unit employee from the performance of duties, with or without pay, pending
an investigation or any requested grievance, arbitration or administrative hearing under
University procedures or applicable collective bargaining agreements, and final administrative
action pertaining hereto. If a employee suspended without pay under this section ultimately
prevails in any grievance arising therefrom, the employee shall be reinstated with back pay.

(5) Applicability. This rule does not apply to non-bargaining unit faculty, non-bargaining unit
employees and employees who are certified law enforcement personnel.

Specific Authority 1001.74(4), (19) FS. Law Implemented 1001.74(19) FS. History-New 4-
30-81, Formerly 6C8-4.19, Amended 8-7-96.
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THE FLORIDA INTERNATIONAL UNIVERSITY BOARD OF TRUSTEES
DIVISION OF COLLEGES AND UNIVERSITIES
DEPARTMENT OF EDUCATION

NOTICE OF PROPOSED RULE DEVELOPMENT - RULE AMENDMENTS

RULE NOS.: RULE TITLES:
6C8-4.006 Career Service Employee Disciplinary Actions
6C8-4.014 Bargaining Unit and Nonbargaining Unit Faculty and Administrative and Professional

(A&P) and University Support Personnel System (USPS) Staff Vacancies, Selection,
Appointments, Promotions, Internal Promotions, Reassignments, Transfers, and

Demotions
6C8-4.016 Nonreappointment and Resignation of Faculty
6C8-4.018 Termination of Employment of Administrative and Professional (A&P) Staff
6C8-4.019 Termination for Cause and Other Disciplinary Actions for Faculty, Administrative and

Professional (A&P), and University Support Personnel System (USPS) Staff

PURPOSE AND EFFECT:

The purpose and effect of the proposed rules are as follows: The amendments to Rule 6C8-4.006 update the
rule to make it consistent with the current University Policy on disciplinary actions for certain bargaining unit
employees. The amendments to Rules 6C8-4.074 and 6C8-4.079 update the rules to make them applicable only
to employees who are currently in collective bargaining negotiations, and updates references in the Rule,
including replacing the terms “A&P” and “USPS” with the term “employee.” The amendments to Rule 6C§-
4.016 update the rule to make it applicable only to faculty who are currently in collective bargaining
negotiations. The amendments to Rule 6C8-4.078 changes the notification period provided to A & P
employees upon termination of employment without cause and “grandfathers” certain A&P employees into
the notice provisions.

SUBJECT AREAS TO BE ADDRESSED:

6C8-4.006: Disciplinary actions; offenses. 6C8-4.074: Vacancies, Selection, Appointments, Promotions,
Internal Promotions, Reassignments, Transfers, and Demotions. 6C8-4.076: Nonreappointment, Resignation.
6C8-4.018: Termination; notification period upon termination. 6C8-4.079: Termination for Cause.

SPECIFIC AUTHORITY:
6C8-4.006  1012.92
6C8-4.014  1001.74(4)
6C8-4.016  1001.74(4)
6C8-4.018  1001.74(4)
6C8-4.019  1001.74(4)

LAW IMPLEMENTED:
6C8-4.006  1012.92
6C8-4.014  1001.74(19)
6C8-4.016  1001.74(19)
6C8-4.018  1001.74(19)
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6C8-4.019  1001.74(19)

IF REQUESTED IN WRITING AND NOT DEEMED UNNECESSARY BY THE AGENCY HEAD, A
RULE DEVELOPMENT WORKSHOP WILL BE HELD ON THE TIME, DATE AND PLACE
SHOWN BELOW.

TIME AND DATE: 10:00 a.m. on Friday, May 13, 2005.
PLACE: Florida International University, University Park, Graham Center, Room 140.

THE PERSON TO BE CONTACTED REGARDING THE PROPOSED RULE DEVELOPMENT IS:
Eli Deville, Coordinator, Administrative Services, Office of the General Counsel, Florida International
University, (305) 348-2103.

THE PRELIMINARY TEXT OF THE PROPOSED RULES IS AVAILABLE AT NO CHARGE FROM
THE CONTACT PERSON LISTED ABOVE.

Note:

Notice of Proposed Rule Development — Rule Amendments was published prior to
repeal of 6C8-4.018-Termination of Employment of Administrative and Professional (A&P)
Staff



Agenda
Item 2

THE FLORIDA INTERNATIONAL UNIVERSITY
BOARD OF TRUSTEES
BOARD MEETING

29 JUNE 2005

SUBJECT: BACHELOR OF LANDSCAPE ARCHITECTURE

PROPOSED BOARD ACTION:
ADOPT THE FOLLOWING RESOLUTION:

RESOLVED that the Florida International University Board of Trustees hereby
approves the Bachelor in Landscape Architecture and attached to this Resolution as
Exhibit “O”, and

FURTHER RESOLVED, that the Board authorizes the University President to file
the proposal with the Division of Colleges and Universities and take all actions
necessary to implement the program.

BACKGROUND INFORMATION:
STATUTORY AUTHORITY:

Florida Statutes 1001.74, Powers and duties of university boards of trustees, states
in part,

(7) Each board of trustees has responsibility for the establishment and
discontinuance of degree programs up to and including the master's
degree level; the establishment and discontinuance of course offerings;
provision of credit and noncredit educational offerings; location of
classes; services provided; and dissemination of information concerning
such programs and services. Approval of new programs must be
pursuant to criteria established by the State Board of Education.

EXPLANATION OF PROPOSED BOARD ACTION:

The School of Architecture at Florida International University proposes an
undergraduate degree, Bachelor of Landscape Architecture. As stated in the 2004
SOA Program Review, the School has established the need for balance among the programs in
the unit. To that end, the future directives of the school are the establishment of an
undergraduate landscape architecture program and a master of interior design
program. The proposed program will be a first-professional degree under the
standards of the national Landscape Architectural Accreditation Board (LAAB).
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EXHIBITS/SUPPORTING DOCUMENTS:

FACILITATOR/PRESENTER:

= EXHIBIT “O” — REQUEST FOR
AUTHORIZATION TO IMPLEMENT THE
BACHELOR OF LANDSCAPE ARCHITECTURE

® ATTACHMENT 7 - CRITERIA FOR EVALUATING
PROPOSED ACADEMIC PROGRAM, BACHELOR
OF LLANDSCAPE ARCHITECTURE

=" ATTACHMENT 8 - FEASIBILITY STUDY,

BACHELOR OF LANDSCAPE ARCHITECTURE

= DAVID PARKER



Exhibit “O”

The Florida International University
Board of Trustees
June 29, 2005

Request for Authorization to Implement the Bachelor of Landscape Architecture

The School of Architecture at Florida International University proposes an undergraduate degree, Bachelor of
Landscape Architecture. As stated in the 2004 SOA Program Review, the School has established the need for balance
amongst the programs in the unit. To that end, the future directives of the school are the establishment of an undergraduate
landscape architecture program and a master of interior design program. The proposed program will be a first-
professional degree under the standards of the national Landscape Architectural Accreditation Board

(LAAB).

The 2004 ASLA National Business Indicators Survey reveals that, landscape architecture firms are growing in
size, billing rates are increasing dramatically, and the client base for the profession continues to expand, most
significantly in the public sector. The 2004-05 Bureau of Labor Statistics, US Department of Labor, and
Occupational Outlook Handbook references an increase in employment of landscape architects of 21-35%
through the year 2012. Continuation of the Transportation Equity Act for the Twenty-First Century is
expected to spur employment for landscape architects within State and local governments. Trends point to
increase in contracts out for landscape architects from the U.S. Forest Service and the National Park Service,
both Federal Government agencies. The Occupational Outlook Handbook also states that because landscape
architects can work on many different types of projects, they have an easier time than other design
professionals finding employment when traditional construction slows down.

FIU is uniquely positioned to open this growing field of professional practice to a wide constituency. An
undergraduate professional program will make the profession significantly more accessible to a more diverse
population than is served by the existing graduate program. Through an accredited undergraduate course of
study, students are prepared to enter the professional workforce after four years of higher education and the
successful passage of the national licensing examination.

The focus of study for the degree will be tropical and sub-tropical landscapes. Elective course work in allied
areas including Environmental Studies, Biological Sciences, Civil and Environmental Engineering, Geology,
and Geography and others, will be encouraged.

Current E&G (I&R) $67,804 $92,176 $91,608 $99,264 $99,264

New E&G (I&R)

New C&G (1&)

Total E&G (I&R) $67,804 $92,176 $91,608 $99,264 $99,264

Total Costs $67,804 $92,176 $91,608 $99,264 $99,264
Headcount 5 15 37 45 45
FTE 3.75 11.25 28.88 34.13 33.75
FTE Revenue Generated* $26,593 $79,616 $211,393 $249,305 $238,849
School C&G Generated (New) $0 $0 $0 $0 $0

* based on FTE projections from instate and 2004 average revenue/FTE (LD=$5,057/FTE and UD=$7,582/FTE)
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The Florida International University
Criteria for Evaluating Proposed Academic Programs
Bachelor of Landscape Architecture

Criteria

How Met

Fit with FIU
Strategic Plan

e The program will contribute to the University’s strategic environmental and urban
objectives.

e The proposed program is currently part of the State University System

Strategic plan.

e The establishment of an undergraduate program will allow expanded capacity to
address landscape issues that impact the quality of life within the State of Florida,
particularly within its sub-tropical environment.

Rationale

e A continued and increasing demand for landscape architects.
e The program complements the existing accredited graduate program in landscape
architecture and existing undergraduate programs in architecture and interior design.

e The proposed program responds to the University’s mission to offer a program of
study that will be readily accessible to a significant segment of the State’s population.

Distinctiveness
of Program

e The proposed undergraduate program in landscape architecture has a unique and
distinct emphasis on tropical and sub-tropical landscapes. Currently the proposed program
with the existing graduate counterpart will be the only ones to offer this focus in the
continental United States.

Resources

e The proposed program will be administered within the existing School of Architecture.
e The computer and shop technology in the School ate current and sufficient to fulfill
the needs of the proposed program.

e The current faculty of the Graduate Program in Landscape Architecture have an
extensive record of external funding, publications, and participation on a host of local and
regional bodies that address environmental quality, historic preservation, and land use.

Support

e The first two years of lower division work is administered as an interdisciplinary
program within the school taking full advantage of the resources and areas of expertise
offered by each, including faculty, staff and facilities.

Competition

e The closest program offering an undergraduate program in landscape architecture is
400 miles north of the Miami area and does not offer this program’s unique emphasis on
tropical and sub-tropical landscapes.

Pros

The following strengths were identified as apart of the 2004 program review.

e The new program strengthens and balances the school’s curriculum.

e There is a need for more qualified landscape architects in the profession.

e Curriculum is easy to implement within the school.

e One replacement faculty position (for a retirement) is currently being advertised with a
start date of Fall 2005.

e The strong accreditation assessment of both graduate programs in architecture and
landscape architecture point to the strength of the curriculum and faculty.

Cons

The following weaknesses were identified as a part of the 2004 program review.
e The School lacks the ability to aggressively seek external funds for development and
enhancement activities. A Development Officer and support staff needs to be hired.
e Financial support is needed to make enrichment opportunities available to greater
numbers of students. These opportunities include study abroad, visiting scholars, lectures
and exhibitions.
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New Academic Program Feasibility Study

Program Name: Bachelor of Landscape Architecture
Department and College: School of Architecture
Proposed Implementation Date: Fall 2005

Abstract

The School of Architecture of Florida International University proposes a program of study leading to the
undergraduate degree Bachelor of Landscape Architecture. As stated in Section D. “Future Directions” of the
2004 SOA Program Review, the School of Architecture bas established the need for balance amongst the programs in the
unit. Lo that end the future directives of the school are the establishment of an undergraduate landscape architecture
program and a master of interior design program. The school aspires to offer the proposed undergraduate
Bachelor of Landscape Architecture program as a first-professional degree in compliance with standards set
forth by the national Landscape Architectural Accreditation Board (LAAB).

Full Program Description

1. PROPOSAL: The School of Architecture of Florida International University proposes a program of study
leading to the undergraduate degree Bachelor of Landscape Architecture. As stated in Section D. “Future
Directions” of the 2004 SOA Program Review, the School of Architecture has established the need for balance amongst
the programs in the unit. To that end the future directives of the school are the establishment of an undertgraduate
Iandscape architecture program and a master of interior design program. The school aspires to offer the
proposed undergraduate Bachelor of Landscape Architecture program as a first-professional degree in
compliance with standards set forth by the national Landscape Architectural Accreditation Board (LAAB).

2. NEED: The program is proposed as a result of the need for qualified landscape architects as indicated by
national indicators. The 2004 ASLA National Business Indicators Survey reveals that, landscape architecture firms
are growing in sige, billing rates are increasing dramatically, and the client base for the profession continues to expand, most
significantly in the public sector. Results from the survey indicate significant growth in demand for Landscape
Architecture Services. The 2004-05 Burean of Labor Statistics, US Department of Labor, Occupational Outlook
Handbook references an increase in employment of landscape architects of 21-35% through the year 2012.
This indicates a faster than average growth when compared with other professional jobs. Continuation of the
Transportation Equity Act for the Twenty-First Century is expected to spur employment for landscape
architects within State and local governments. Trends point to increase in contracts out for landscape
architects from the U.S. Forest Service and the National Park Service, both Federal Government agencies.
The Oceupational Outlook Handbook also notes, that because landscape architects can work on many different
types of projects, they have an easier time than other design professionals finding employment when
traditional construction slows down. An urban, public university with a mandate to provide broad
accessibility to higher education, Florida International University is uniquely positioned to open this growing
tield of professional practice to a wide constituency: An undergraduate professional program in Landscape
Architecture will render the profession significantly more accessible to a more diverse population than that
which is served by the existing graduate program. Through an accredited undergraduate course of study,
students are prepared to enter the professional workforce after four years of higher education and the
successful passage of the national licensing examination. The existing graduate program in Landscape
Architecture, with its research focus, requires entering students to hold a four-year degree in some field of
study ptior to matriculation.
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3. FOCUS: The focus of the program is the development of the basic knowledge, skills, and abilities
appropriate to the practice of Landscape Architecture, with a special emphasis on tropical and sub-tropical
landscapes.

Elective course work within an interdisciplinary context in allied areas including Environmental Studies,
Biological Sciences, Civil and Environmental Engineering, Geology, Geography and others, will be
encouraged. Directed Electives and Special Topics courses are aimed at providing students with a well-
rounded curriculum that facilitates their entry to the profession.

4. CURRICULAR PROGRAM: The program will require a total of 128 credit hours, with 67 credits in the
Lower Division of the major and 61 credits in the Upper Division of the major. Discipline-specific courses in
the Lower Division of the program will be aligned and cross-listed with current undergraduate offerings
within the School of Architecture programs in architecture and interior design, maximizing the use of existing
resources, facilities, and personnel. Interdisciplinary education is part of the mission and goal of the School of
Architecture --and a desired structure in national standards for Undergraduate Education in all disciplines.
Selected Upper Division courses will be offered as combined courses with the existing graduate program in
landscape architecture. Each combined course will maintain a separate and distinct syllabus, differentiating
between descriptive material at its undergraduate level and an analytical and critical focus at the graduate level.
This interaction within the structure of the school provides a unique opportunity to strengthen the
educational requirements of both the undergraduate and graduate students.

5. EXISTING FACILITIES: The studio infrastructure currently available within the Paul L. Cejas School
of Architecture Building provides the necessary space to serve this program.

Resources and facilities are currently in place to support the proposed program.

Enrollment Shift:

Three years ago the School began a selective admission process in order to meet the capacity of the new building and to come into
compliance with NAAB accrediting criteria that call for the elimination of “hot seats”. This required the School to reduce
enrollments at the lower division substantially. Fifteen lower division spaces will be moved to the upper division in order to
accommodate additional students at that level. Last year 75 students were accepted into the lower division and 75 to the upper.
For Fall 2004 this change has shifted the numbers to 60 lower division students and to 90 upper division students. This
provides more access to upper division study for the south Florida community. It may also help act as a feeder into our graduate
programs. We further anticipate that it will increase the number of graduates from our bachelors programs. (From the 2004
School of Architecture Program Review) This internal re-organization provides the required support for the
initiation of the proposed undergraduate program in Landscape Architecture.

6. EMPLOYMENT OPPORTUNITIES: The Bachelor of Landscape Architecture degree will prepare
graduates with the necessary knowledge, skills, and abilities to work in a broad range of environments.
Among such opportunities are:

i Public sector employment in municipal and regional planning agencies, community development
department, and parks and recreation departments

ii. Federal agencies including the National Park Service; the US Forest Service; the Bureau of Land
Management; and the US Army Corps of Engineers

iii. Non-Governmental Organizations (NGOs) such as The Trust for Public Lands and The Nature
Conservancy
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iv. Environmental protection and conservation organizations such as the Sierra Club, the Audubon

Society, and the Izak Walton League

V. Private practice, both in landscape architectural offices and in architectural engineering firms,
working on a broad range of projects

Vi. Landscape architects will be increasingly involved in preserving and restoring wetlands and other
environmentally sensitive sites. (Bureau of Labor Statistics, Occupational Outlook Handbook
2004-05)

vii. In addition to work related to new development and construction, landscape architects are

expected to be involved in historic preservation, land reclamation and refurbishment of existing
sites. (Bureau of Labor Statistics, Occupational Outlook Handbook 2004-05)

Population growth, notably within South Florida, the Caribbean Basin, and in Latin America, is creating
increased stress on natural systems and quality of life --notably through poor land use and poor design
decisions, two areas in which landscape architecture has exhibited significant expertise. Meeting the
challenges associated with this growth demands highly qualified landscape architects who will participate in
the development of resorts, parks, housing, commercial and institutional enterprises that respect and preserve
the integrity of natural systems and ensure a sustainable environment for the future. This mandate coincides
with the university’s strategic themes as enumerated in its Millennium Strategic Planning Report.

Excess Hours Justification

As described eatlier in this proposal, the new undergraduate program in Landscape Architecture requires a
total of 128 credits, the same number as the existing undergraduate Architectural Studies program in the
School of Architecture. Discipline specific courses in the Lower Division of the program will be aligned with
current undergraduate offerings within the School of Architecture programs in architecture and interior
design, taking full advantage of the resources and areas of expertise offered by each.

Elective and Special Topics courses are needed to complement the educational goals of the program. It is
expected that the students in the new program will participate in the Study Abroad program with the rest of
the undergraduate student body. The elective and or Special Topics courses would be administered to offer
and facilitate this involvement. Upper division electives are selected with an advisor to meet degree
requirements and program objectives.

In order to administer the program in an effective manner, with measurable success and to meet the
professional accreditation standards it is necessary that the curriculum contain all of the proposed courses and
directed electives. The Lower Division offers the university’s required number of courses and the
interdisciplinary curriculum shared with the other two disciplines for a total of 67 credits, 34 school
interdisciplinary and 33 University Core. Current requirements prescribe the university core to be taken and
do not allow room for substitution with courses in fulfillment of both the core and discipline thus allowing
the reduction of the overall number of credits.
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The course distribution at the Upper Division needs to satisfy the accreditation requirements in the following
areas:

e landscape architecture history and theory

LAA 3712 History of Landscape Architecture 3cr.

LAA 5235 Theory of Landscape Architecture 3cr.
e natural and cultural systems

Satisfied through Studio Sequence, Directed Electives 6 ct.
e design

4 Studio Sequence Upper Division 16 cr.
e landscape planning and management at various scales and applications

LAA 3333 Site Analysis and Design 3cr.

LAA 3802 Landscape Development 3cr.

e communication in written, verbal and visual applications
Studio Design Sequence

e plants and ecosystems at various scales and situations

LAA 3602 South Florida Landscape