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Executive Summary

This Executive summary is an attempt, in short form, to illuminate issues important to the
affiliate nature of part-time faculty and to offer some solutions to President Jordan’s concerns that
led to the creation of the Adjunct Task Force (ATF). The overall nature of the tasks given to the
ATF was in keeping with similar concerns held by many adjunct faculty themselves. While the
task force’s report does not pretend to address or solve all concerns related to adjunct faculty, it
does, we hope, initiate a long overdue discussion related to non-tenured faculty.

The charge to the ATF was to review the status of adjunct (part-time) faculty and to make
recommendations concerning their pay scale, adjunct faculty position titles, working conditions,
inclusion within the life of the College, and to address a revision of the adjunct handbook. The
fact that the President has concerns which lead to the establishment of the ATF suggests that the
results of this task force’s efforts will create a more stable teaching environment, a more highly
trained and better paid adjunct faculty, and better instructional results for students. We also
suggest that the reader be aware of the connectedness of several recommendations. A few are
separated by topic, but have higher likelihood of adoption when taken together.

Recommendations

On issues related to a more effective integration of adjunct faculty into the life of the college the
ATF’s recommendations are summarized as follows:,

* Provide a formal orientation session for all adjunct faculty;

* consciously include adjunct faculty in the social life of the College especially at the
departmental level

* allow participation of adjunct faculty within the governance structure of the college
including membership on College-wide committees and representation on appropriate
subcommittees of the Faculty Senate.

A second group of recommendations are related to a broader, more difficult set of economic and
working condition issues. These include concerns about inadequate working space for course
preparation and meeting with students, and unequal access to instructional resources or adequate
facilities in which to secure personal items while teaching. These are long standing problems
which may not have easy short term solutions. Interim solutions may require a willingness to
consider more creative avenues for resolving these issues.

* A major working condition issue was addressed earlier this year when the committee
recommended a modified pay scale based upon degree. The ATF recommends that that
new pay scale be continued with the slight modification of terminology for the pay level
designations such that the term “Ph.D.” be replaced by the term “Terminal degree”.

* Adjunct Title change are important to people and signify the status, position, and
responsibilities of individual members of a community. The AFT recommends that the
terms “adjunct” and “part-time” be discontinued and that all part-time faculty be referred
to as “affiliate faculty”; thereby defining the positions based upon the service performed
rather than the nature of a part-time contract.

* Adjustments to affiliate faculty pay rates should be reviewed every two years and
adjustments to affiliate faculty pay rates should be comparable percentage-wise to full-
time tenured/tenure track faculty adjustments for that period.

*  Within the affiliate faculty designation, the AFT recommends that there be two position
designations — a starting level position called “affiliate faculty”, and a “senior affiliate
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faculty” position for which an affiliate may apply after three years of continuous service
and based upon a demonstrated commitment to the academic mission of MSCD and
excellence in teaching.

Professional development resources that enhance a faculty member’s effectiveness in the
classroom should be accessible to all faculty teaching at the college.

Health insurance remains an on-going untouched and unresolved condition for adjunct
faculty. The ATF strongly recommends that the College explore additional options for
creating group health coverage for affiliate faculty. It is recommended that the College
expand services the Health Center at Auraria and the Human Resources unit, already
available on campus. The Health Center at Auraria currently “provides medical and
health education services to students, faculty and staff” as indicated on their website.
Building upon this resource would be an efficient and fiscally responsible course of
action. Human Resources is the other area to explore to determine what potential exists
in the realm of insuring adjunct faculty. Providing Health Insurance benefits of some
kind to affiliate faculty has the potential to be the singular most important recruitment
and retention activity the college could provide for affiliate faculty.

The inequitable distribution of resources specifically related to effective teaching
contraindicates what is simply common sense tied to good management of teaching
resources. All affiliate faculty need to have access to a desk, a filing cabinet, telephone,
mailbox, and a room in which to meet privately with students. Affiliate faculty need
reasonable access to duplicating services, office supplies, computers, storage space and
support staff comparable to resources provided to other instructors within a department or
administrative unit. Special provisions need to be made to provide adequate support
services to affiliate faculty who are teaching outside of the regular ,8-5 college schedule.
Any specialized equipment that is necessary to teach a class and is standardly supplied to
tenured/tenure-track faculty also needs to be made available to affiliate faculty. A secure
facility such as a locker of adequate size needs to be provided for affiliate faculty who do
not have assigned secure, semi-private offices

Academic Freedom is an important concern for all adjunct faculty. The on-going
consequences of the short term contract issued each semester are difficult to measure in
relation to Academic Freedom Contrary to the “tenured” position, adjunct faculty
simply do not have the same year to year protection available to them. It presents a
problem for MSCD administrators as they continue to try and affirm academic freedom
for all faculty including affiliate faculty.. In conjunction with one of the last charges to
the committee AFT recommends that the revision of the policy manual contain a clear
definition of Academic Freedom and discuss how it relates to affiliate faculty.

Concerns related to the inconveniences suffered by affiliate faculty due to last minute
class cancellations require a closer, more watchful eye over pre-registration trends in
specific classes of students to shelter adjunct faculty as much as possible from such
cancellations.

The third general area of issues addressed by the ATF are the “responsibilities” of Affiliate
Faculty.. Adjunct faculty responsibilities are confusing and are not clearly indicated in any
official documents offered by the College. The current AFH (Adjunct Faculty Handbook)
contains more procedural and resource related information as opposed to anything related
specifically to adjunct faculty responsibilities and employment policy. The Handbook for
Professional Personnel contains only one reference to adjunct faculty which only adds to the
confusion.
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* The ATF recommends splitting the current Adjunct Handbook into two distinct
manuals. The first would be a policy handbook and the second a procedural and
resource guide designed for all faculty both adjunct and full-time. A list of what the ATF
committee considered for inclusion in the policy handbook and procedural manual is
attached.

Building a paradigm for the creation of a “pre-eminent four year college” challenges all
faculty across the curriculum to work together. We should neither minimize nor exaggerate
the responsibilities of all faculty teaching at MSCD, nor should we sustain or perpetuate any
artificial boundaries created by pay, percentage of appointment. This responsibility lies in the
realm of all faculty. It is our sincere wish that this document will initiate further discussion
of all the affiliate faculty issues, because they are indeed issues for all faculty
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Background and Introduction

The position of adjunct faculty has evolved rapidly in the last 50 years. The beginning use of adjunct
faculty may be found in the significant influx of students to higher education that began at the end of
World War II. A system reliant upon adjunct faculty has been as complex in its development as it has
been creative in its solutions to dealing with rapid changes in academia. The situation has been a mixed
blessing for those who participate. Higher education has gone from a time in which a few institutions of
higher education drew upon a small pool of talented or gifted individuals to meet transitory, particular
departmental needs to a time when government funding of faculty research moved toward creating a
faculty involved more in narrowly focused research than in teaching. This withdrawal of faculty from
teaching into research came at a time when the increase in student enrollment demanded a need for more
faculty assistance in teaching the enhanced influx of students. Add to this situation the overproduction of
Ph.D.s in some fields and academia began to build the basis for another “silent” and “migrant” labor force
in the United States. Within a short period of time, the number of adjunct faculty positions expanded in
both colleges and universities. These positions borrowed on adjunct’s special experiential expertise. As a
result of changing economic times, administrators expanded the adjunct faculty positions into an
immediate source of cheap labor. It has not been a time in which the collected “wisdom of academia” can
be seen as leading the way in equitable and responsible utilization of people and labor, especially the
utilization of people with refined intellectual and academic skills.

Nonetheless, adjunct faculty around the country and at Metropolitan State College of Denver (MSCD)
play a crucial role in the College’s ability to offer a high quality affordable education to its students. In
2005-2006, adjunct faculty taught approximately 47% of the credit hours at the College. Academic
excellence and the reputation of the College depend on recruiting and retaining high quality adjunct
faculty. If Metropolitan State College of Denver desires to be the preeminent public urban baccalaureate
institution in the country, it must find solutions to many of the recognized inequities in which adjunct
faculty operate today. MSCD must demonstrate to the adjunct faculty pool that awareness alone is not
sufficient to develop equitable actions to solve the problems. MSCD’s cognizance of the situation
requires more than just an offering of salary support. It is important that MSCD be willing to embark on
a long-term process that will offer the adjunct faculty on-going recognition and honor for the
contributions that it makes to the success and prestige of the College. MSCD must be willing to support
the professional development of its adjunct faculty, proactively include adjunct faculty in the social and
professional life and mission of the College, and promote fair and consistent treatment of adjunct faculty
(MLA Committee, 1998; Finkelstein and Schuster, 2001).

The Charge of the Committee

The Adjunct Task Force (ATF) is a beginning in dealing with the status and participation of the adjunct
faculty in the life of the College. The president’s charge to the task force was to review the status of
adjunct (part-time) faculty and to make recommendations concerning their status, pay and other
conditions or concerns. The committee was asked to review nine specific areas of concern which
encompassed working conditions, pay scale, inclusion of adjunct faculty in the life of the College,
revamping of the part-time handbook and adjunct faculty position titles.

Who are the Adjuncts and What are their Concerns

In the fall of 2005, a survey of adjunct faculty was conducted by the MSFF-AOC (MSCD Faculty
Federation - Adjunct Organizing Committee) (Hay and Weigand, 2005) (see Appendix A). A return of
123 surveys out of a total of 650 survey forms distributed (a 19% return rate) yielded the following
profile for adjunct faculty at MSCD:

The typical adjunct faculty member at MSCD has been teaching at MSCD for 5 years and teaches 4.6
MSCD classes per year including 1.1 upper-division courses. Many MSCD adjuncts (44%) teach 2.4
classes at other academic institutions in addition to their MSCD classes. The majority (54%) teach during



the summer semester. The vast majority of adjuncts (80%) hold Masters or higher level degrees -- 24%
have PhDs. Of the adjuncts with Masters Degrees, 32% are attending or plan to attend graduate school.
The majority of adjuncts teach at MSCD because they thoroughly enjoy teaching and they delight in the
diverse, non-traditional make-up of students at MSCD.

In spite of their overwhelming commitment to higher education, the adjunct faculty at MSCD have
important issues relating to their position at the College. Results of the Fall 2005 survey show that the
top three concerns in order of importance for adjunct faculty are: low pay rate, lack of job security, and
lack of health benefits.

When asked about other issues that affect the working conditions, the three issues of greatest concern in
order of importance for adjunct faculty were: lack of inclusion within the campus community, lack of
professional opportunities at Metro, and lack of respect from full-time faculty or staff. For a full
report of the results of the survey, see Appendix A.

The Work of the Adjunct Task Force

The Adjunct Task Force (ATF) was tasked by President Jordan to address specific issues that fell into
three broad focus areas that are tied very closely to the survey findings. The committee was asked to:

Review and make recommendations:
Relating to Working Conditions -
1. concerning the working conditions for adjunct faculty

2. concerning the pay scale and benefits for adjunct faculty. The Task Force was to consider
degrees and time teaching with the College as part of the pay scale issue.

3. concerning the title to be used for part-time instructors teaching several courses (faculty who are
not teaching full-time, are not tenured or tenure-track and who teach one to three courses per
semester). The Task Force was to define the appropriate position term. While adjunct faculty is
the currently terminology applied to part-time faculty, is it the appropriate term?

Relating to Integration of Adjunct into Metro College Life -
4. concerning the methods to integrate adjunct faculty more into the life of the College
5. concerning the relationship of adjunct faculty with College governance and the Faculty Senate
6. concerning the orientation offered to new adjunct faculty

Relating to Responsibilities of Adjunct Faculty

7. concerning the expectation and responsibilities of adjunct faculty in regards to teaching,
professional development, advising of students, and service to the College, department, school,
and community

8. concerning the part-time handbook to the College Handbook Committee; and
In general to review and make recommendations
9. concerning other appropriate areas determined by the committee

The membership of the Adjunct Task Force was determined in November of 2005 and the first meetings
in December of 2005 addressed the adjunct pay scale relative to the expected adjunct faculty raise to be
granted in Spring 2006. After meeting to make recommendations about the pay scale for the quickly
approaching Spring 2006 semester, the committee divided into three subcommittees each of which
focused upon one of the three general areas of concern and the specific issues related to that focus area.



Report and Recommendations

I. Integrating Adjunct Faculty into the Life of the College

Introduction

The College’s goal of serving the educational interests of its students is best met with committed faculty
who are integrated into the life of the College. Academic departments benefit when all faculty are made
fully a part of the educational mission of the department. The 2005 Adjunct Faculty Survey indicates that
adjunct faculty want to be integrated into the professional life of their departments and the College as a
whole.

The Adjunct Task Force advocates the position that the success of MSCD’s academic mission depends
upon collegial cooperation between the permanent full-time, tenured/tenure-track faculty, and the
temporary faculty who either teach full-time or part-time. In order for all instructional staff to be
effective in working toward the goal to become a pre-eminent academic institution, an atmosphere of
mutual respect must be maintained between these two vital elements of the teaching team. Sadly, an
atmosphere of mutual respect and collegiality is not always apparent or is not actively fostered within
some departments on campus. Many adjunct faculty report that they are explicitly excluded from
departmental events and meetings, and that they are treated with less than the professional respect that is
due and is appropriate for members of a department - be they permanent or temporary faculty.

The results of the Fall 2005 survey strongly substantiate the need to better integrate adjunct faculty into
the life of the College. Many adjunct faculty expressed concern about a lack of inclusion in the life of the
College and a lack of respect from their colleagues. The Adjunct Task Force (ATF) acknowledges the
importance of the deans, chairs, and staff in taking a leadership role to set a tone of respect and
collegiality within the departments and schools. However, the most obvious access point for adjunct
faculty to begin to develop a sense of connection to the College is at the department level.

Three main elements were identified as needed to integrate adjunct faculty into the operation and
academic environment of the College. These are:

* aformal orientation session for adjunct faculty;
* aconscious inclusion of the adjunct faculty into the social life of College; and

* representation of adjunct faculty within the governance structure of the College.

Recommendations

Orientation:

Employees function more effectively and are better able to assist with student retention efforts when they
have equal access to information about resources, policies, and procedures. In order to insure equal
access and consistency of information, the Adjunct Task Force recommends that all adjunct faculty be
required to attend a comprehensive orientation session that is coordinated and presented at the College
level through the Provost’s Office in conjunction with the Deans, Chairs, and Human Resources. Some
of the topics covered in the orientation session would include information on MetroConnect, the ACCESS
Center, Classroom management issues, Student Judicial Process, Academic Dishonesty, ADA policy, and
who to contact or inform about various classroom/teaching issues.

The Adjunct Task Force recommends that adjunct faculty be compensated for participating in the
orientation session. The ATF recommends that the College consider a stipend of $100 be paid to each
adjunct to attend the orientation session. Given that there are approximately 700 adjunct faculty, the
upfront cost for the payment would be $70,000. On-going cost of the stipend would decrease since many



of the adjunct faculty teach at the College for a number of years and would only need to attend one
orientation session. See Appendix B for further details about information to be covered in orientation
sessions and materials to be provided.

Unit Responsible for Implementation: the Provost’s Office in conjunction with the Deans,
Chairs, and Human Resources

Completion Date: Orientations will be offered in Spring 2007

Inclusion:

School and Departmental Plans: The Deans at the College shall develop plans for including adjunct
faculty in the social and professional life of the School. The School’s will help establish goals for each
department or institute which will be developed by the chair, faculty, and staff in the departments. The
plans shall layout specific activities and systems for accountability. See Appendix C for a list of best
practices and suggestions for integrating adjunct faculty into the life of the School and Department.

Unit Responsible for Implementation: Deans, chairs, and faculty at the College
Completion Date: May 2007

Awards and Recognition: Currently, the Faculty Senate and Golden Key offer teaching awards to
adjunct faculty. The College should consider including adjunct faculty in all appropriate recognition and
award opportunities at the College such as the Distinguished Service award...

Unit Responsible for Implementation: the College
Completion Date: In time for inclusion in the 2007 awards

Mentoring: The Provost shall review the feasibility as well as effectiveness of developing a mentoring
program for adjunct faculty. The Provost shall make recommendations to the President.

Unit Responsible for Implementation: the Provost
Completion Date: May 2007

Business Cards: Recognizing that adjunct faculty currently and frequently represent the College at
professional meetings, and conferences, the ATF recommends that adjunct faculty be allowed to order
MSCD business cards after teaching at the College for two semesters. The Provost, in conjunction with
the Deans, will consider a funding structure to assist adjunct faculty to pay for the cards.

Unit Responsible for Implementation: the Provost, in conjunction with the Deans
Completion Date: September 2007

Adjunct Faculty Social Event: Social events and activities are important opportunities for all faculty to
network with their peers, informally exchange institutional information, establish new ties, and forge
collegial bonds. At least once a year, a social event sponsored by the College should be held with the
primary purpose of bringing MSCD adjunct faculty together toward the goal of fostering collegiality and
peer networking and informal resource information sharing.

Unit Responsible for Implementation: the Provost

Completion Date: May 2007

Governance Structure:

College-wide Committee Inclusion of Adjunct Faculty: the Provost and President shall review College-
wide committee structures to assess appropriate committees for inclusion of adjunct faculty and select a
representative of the adjunct faculty from a list of nominees generated by the adjunct faculty.



If adjunct faculty serve on any College-wide or Academic Senate committees, a reasonable stipend
should be provided to the adjunct faculty for their service. Adjunct faculty are not salaried, but are
contracted on a per credit-hours basis; thus, any committee work that benefits the entire College should be
compensated at a comparable credit hour rate.

Unit Responsible for Implementation: the Provost and President
Completion Date: May 2007 and on-going

Faculty Senate Inclusion of Adjunct Faculty: the ATF recommends that three adjunct faculty (one from
each school) serve on the faculty senate to represent the thoughts and needs of the adjunct faculty. The
ATF further recommends these adjunct faculty be selected by their peer adjunct faculty and shall receive
a stipend for serving on the senate

Unit Responsible for Implementation: the Faculty Senate

Completion Date: May 2007 and on-going
Il. Working Conditions

Introduction

Inequitable working conditions create low morale, contribute to low retention, inefficient utilization of
resources, and hampers the attainment of broader College goals. The situation of part-time, adjunct
faculty in higher education is a case in point. Circumstances for MSCD adjunct faculty are not unique to
MSCD or Colorado. These problems exist throughout higher education. President Jordan has made a
commitment to raise MSCD to the level of a pre-eminent educational institution. We have the
opportunity to foster, enhance, and actively advance this goal by establishing a standard of fair and
equitable treatment of adjunct faculty at MSCD. Some additional concerns include:

* How to protect academic freedom for temporary faculty?

e Lack of predictability regarding class assignments

Recommendations

Position Titles

Titles are important. They are the means by which a society references the status, position, and
responsibilities of members of that society.

The AFT recommends that the terms “adjunct” and “part-time” be discontinued and that all part-time
faculty be referred to as “affiliate faculty”. Thereby defining the positions based upon the service
performed rather than the less than 100% nature of the contract.

Within the affiliate faculty designation, it is further recommended that there be two designations of
position. The initial starting level for all temporary and part-time faculty would simply be called
“affiliate faculty”. After a period of 3 years of continuous service not including summer sessions,
affiliate faculty who have demonstrated their commitment to the academic mission of MSCD and who
have demonstrated excellence in teaching can apply for the position of “senior affiliate faculty”.

Additional Position Responsibilities

The senior affiliate faculty position would carry additional responsibilities from a list of possible
additional service items. That list of service items would include but not be limited to, a) mentoring
students or other affiliate faculty, b) advising students, and ¢) sitting on departmental, school-wide or
College-wide committees, and d) other College considerations.



Additional Yearly Stipend

The position of senior affiliate faculty would be awarded a salary supplement of $1000 per year on top of
the current pay scale that is differentiated by highest appropriate degree obtained by the faculty (see
below).

Yearly Contract

The position of “senior affiliate faculty” would come with a one year contract as opposed to the current
semester to semester contract for part-time faculty.

Unit Responsible for Implementation: the Provost, Human Resources, and Deans of the
College.

Completion Date: December 2006

Pay Scale

The Adjunct Task Force recommends that the current pay levels implemented for Spring 2006 become
the base pay level and serve as the basis for annual review of affiliate (henceforth referred to as affiliate
faculty, affiliated faculty or affiliates) pay. The changes implemented in Spring 2006 created a new three
level pay structure based upon the highest appropriate degree level obtained by the affiliate faculty. In
addition, it also increased the actual base salary of affiliate faculty.

There are several minor changes that the ATF suggests be made to the earlier January recommended three
level pay scale. The following are the current divisions suggested by the ATF. Rather than describe the
highest level as requiring a Ph.D., it is recommended that the new highest level be described as requiring
a “Terminal Degree” in an appropriate field in order to be compatible with how faculty are actually hired
in the College; for example a MFA - Master’s of Fine Arts, is a terminal degree in the arts field. It is
further recommended that the list of degrees utilized in the current Handbook for Professional Personnel
(HPP) (HHP: Appendix A) be used to define the pay scale differences in the future.

Increases to affiliate faculty pay rates should be reviewed every other year. Recommended increases to
affiliate faculty pay rates shall be comparable percentage-wise to full-time tenured/tenure track faculty
adjustments for that year.

Unit Responsible for Implementation: the Provost, President, and Human Resources

Completion Date: On going

Health Insurance Benefits

Adjuncts do not have:
* Health Insurance
* Life Insurance
* Dental Insurance
*  Vacation hours
*  Sick time

The ATF strongly recommends that the College explores several additional options for creating
group health coverage for affiliate faculty. In particular, it is recommended that the College explore
two major health service resources already available on campus. Those resources are the MSCD Human
resource office which controls entry into CIEBA and the Health Center at Auraria (HCA) which
currently “provides medical and health education services to students, faculty and staff” as indicated on



their website (http://www.mscd.edu/student/resources/health/serives.htm) Building upon this resource
would be an efficient and fiscally responsible course of action.

Health care in the United States is generally provided by two different structures. One is essentially built
around an insurance company and they take the risk and control benefit payments. The other is structured
around an institution and they carry the risk, but it is still often administered by an insurance company.
MSCD utilizes the second structure and shares the risk with several other Higher Education Institutions.
Each contribute funds set aside for benefits managed by BC/BS. Adding another segment of the college
population, such as the adjunct faculty, would create a selection process among the adjunct faculty in
which those who really need it are the ones who sign up for it. This has a strong tendency to rapidly
utilize benefit dollars from the pool of funds created by the Higher Education Institutions and often
results in higher costs for everyone. This does not mean that solutions cannot be found. Many insurance
companies use various means to mitigate the impact created by this selection process. One is by
controlling minimum levels of enrollment into the system. Another is by controlling the types of benefits
available for the faculty. These may range from providing “catastrophic” benefits only to a more
modified benefit selection that would be different from that of the full time faculty. Another option
would be to change the deductible level and at the same time change the amount paid by the Insurance
(for example going from 90% coverage to 75% coverage). .

The ATF understands that the Board of Trustees has already required MSCD to look into an Insurance
Carrier that might provide lower cost services for the college faculty. The ATF feels that this view is too
narrow and should be broadened to consider affiliate faculty.

The other available resource is the Health Center at Auraria run by MSCD. Initial investigation into this
group would need to begin with a brief survey of affiliate faculty to gain information about the pool of
potential insurance participants. The survey would seek to identify the number of affiliate faculty who do
not have health insurance -and those that do, but may have an interest in an alternative group plan. In
addition, basic demographic information would also be needed, such as age and sex of potential
participants. These two factors are required in order for an insurance carrier to propose plan options and
rates. The ATF recommends that the President enlist the assistance of the HCA and Humana Resources
to work with the ATF to design a survey that could be administered during Fall semester 2006.

A second step would be to share the survey results with appropriate personnel in Human resources and
the HCA's insurance advisors. Arrangements could be made to meet with prospective insurance carriers
to determine if those carriers would have an interest in presenting options to the College for affiliate
faculty health insurance.

If it appeared that options do exist, then the third step would be for the College to work with Auraria
Purchasing to determine the most appropriate purchasing methodology (RFP, RFQ, etc.) in order to
officially select a vendor.

A dialogue with appropriate personnel within Human Resources and within the HCA needs to be
conducted in order to investigate several of the options that are available to provide health benefits to
affiliate faculty

Unit Responsible for Implementation: the President, Provost, Vice-President for Student Affairs,
Human Resources, and Auraria Health Center

Completion Date: Spring 2007



Health Savings Account

Many affiliate faculty are not able to afford full coverage premiums due the nature of their part-time
salary. An alternative to providing such affiliate faculty some level of health care relief would be to
establish a Health Savings Account the funds of which can be rolled over to subsequent years if unspent
during a current year. The affiliate faculty would “sign-up” for a certain amount to be deducted each pay
period and the employer would match such funds depending upon a prorated scale based upon number of
credit hours taught during a given semester.

Unit Responsible for Implementation: the President, Provost, Vice-President for Student Affairs,
Human Resources, and Auraria Health Center

Completion Date: Spring 2007

Retirement Benefits

No change will be made to the current PERA provisions or to the deferred annuity plans (401K, 403B,
and 457).

Unit Responsible for Implementation: the Provost and Human Resources

Completion Date: On going

Professional Development

The enhancement of an instructor’s teaching skills, the maintenance of an instructor’s currency of
information within his/her academic field, and strengthening professional connections with his/her
discipline-related colleagues are in the best interests of MSCD students. The nature of the academic
appointment whether permanent tenured/tenure track or affiliate faculty should not be the filter that
defines how the College meets this obligation to its students. Thus, the Adjunct Task Force recommends
that:

1) A professional development fund and procedures and eligibility requirements for affiliate faculty
shall be established at a level comparable to the tenured/tenure track faculty professional development
fund. Affiliate faculty can then apply to receive funding support for participation in professional
development activities such as attendance and/or deliverance of papers at professional conferences
and symposia, attendance at workshops and technical training sessions that provide access to new
technologies and methods related to a pertinent field of instruction.

Unit Responsible for Implementation: the Provost, College Deans, and Department Chairs
Completion Date: May 2007

2) Affiliate faculty shall be eligible to take a class at MSCD for credit on a space available basis at the
rate of 3 credit hours per 12 credit hours taught at MSCD. This is consistent with benefits currently
afforded to full-time faculty.

Unit Responsible for Implementation: the Provost, College Deans, and Department Chairs

Completion Date: December 2006

Provision of Job Related Resources

Job related resources provided to adjunct faculty vary depending upon the department. In some
departments, offices are shared by two to three people; in other departments, there are large rooms, not so
affectionately referred to as “Bullpens” with no assigned desks that must be shared among 5 - 15 faculty.
If an adjunct arranges to meet with a student, finding a private space can be difficult. Students are often
ill at easy when required to discuss sensitive situations with an adjunct faculty member in the presence of
numerous other students who are meeting with a variety of other adjunct faculty in a “Bullpen.”



Many departments have no secure facilities in which adjuncts can store valuables or sensitive class
materials. If an adjunct brings a personal laptop computer for use in class, it is frequently impossible to
secure it, making it necessary for the adjunct to carry it all day. This implies that if an adjunct has a full
day of classes, then it is necessary to carry files and computers around all day. There is a joke told around
campus: “How do you tell a Metro adjunct from a homeless person?” Answer: “The homeless push their
carts.” While amusing, this portrayal of the situation for many MSCD adjuncts, it extremely sad because
of the accuracy with which it captures the adjunct’s image of themselves as “homeless” and “on the
street” while on the MSCD campus.

Standard “tools” of the academic trade are at a premium or non-existent for adjuncts. In the Computer
Information Systems (CIS) department, the full time faculty are given laptops and Wireless accessible
PDA's. Adjuncts can check out a laptop for a day at most. These laptops are the machines that the full
time faculty have found to be unusable due to advanced age or severity of use. When an adjunct is
teaching a technical topic, this lack of equipment or lack of adequately functioning equipment is a
disadvantage both for the instructor and for the student.

The ATF recommends that:

1) All affiliate faculty shall have access to a desk or other appropriate working table, a filing cabinet,
telephone, mailbox, and a room in which the faculty can meet privately with students.

2) Affiliate faculty shall have reasonable access to duplicating services, office supplies, computers,
storage space and support staff as made available to other members of the department or
administrative unit during the regular office hours of the department.

3) Provision will be made to provide office facilities to those affiliate faculty members who are teaching
class during hours outside of the regular office hours of the department.

4) Any specialized equipment that is necessary for a class that is supplied to tenure or tenure-track
faculty will also be made available to the non-tenure track faculty.

5) A secure facility such as a locker of adequate size shall be provided for affiliate faculty who do not
have assigned secure, semi-private or better offices.

Unit Responsible for Implementation: the Provost, College Deans, and Department Chairs

Completion Date: May 2007
lll. Responsibilities of Affiliate Faculty
Introduction

Adjunct Faculty Handbook

The average time spent working at MSCD by affiliate faculty combined with their desire to teach as
reflected in the attached survey reflects the responsibility our affiliate faculty provide. MSCD
however, has fallen behind in

While the current Adjunct Faculty Handbook (AFH-- academic year 2004-2005) incorporates some
policy relating to the employment and evaluation of adjunct faculty, the AFH currently contains more
procedural and resource information as opposed to employment policy information. Given that the policy
manual related to employment for tenured/tenure-track faculty and administrators is titled the Handbook
for Professional Personnel (HPP), there is some confusion within the College about the meaning of the
term "handbook" and the purpose of the Adjunct Faculty Handbook. In addition, the HPP contains only
one reference to “adjunct faculty” (HPP, p. 33) which adds to the confusion about where to look for
policy relating to the employment of adjunct faculty.



Recommendations

The ATF recommends that the AFH be split into two distinct documents — 1) a handbook that contains all
policy relating to the employment of affiliate faculty and 2) a procedural manual that contains resource
information, and a procedural guide designed to be used in orientation sessions.

Policy Handbook - A Handbook for Affiliate Faculty that contains all policy relating to the employment
of affiliate faculty. Any information from the current AFH that specifically relates to employment should
be combined with sections of the Handbook for Professional Personnel that apply to all faculty and/or
should be adapted to apply to affiliate faculty. The Committee reviewed the HPP and identified sections
of the HPP that would be appropriate for consideration for inclusion and/or adaptation for the Handbook
for Adjunct Faculty (See list below). All employment policy relating to affiliate faculty should be
contained in this handbook. The reference to “adjunct faculty” on p. 33 of HPP should be removed from
that Handbook and placed in the Handbook for Adjunct Faculty. In addition, a procedure for review and
modification of the Handbook for Affiliate Faculty which includes affiliate faculty representation needs to
be clearly defined.

Sections Identified from the HPP appropriate for consideration for inclusion in the Handbook for Affiliate
Faculty

Page 1--Operational Mission Statement

Page 2--Shared Governance Statement

Page 3--Purpose and Endorsement of Academic Freedom

Page 4-6--Recruitment and Appointment Policies and Procedures

Page 11--Appendice A

Page 20-22-F. General Standards of Performance for Faculty

Page 33-Review of Teaching: Part-time Faculty

Page 52-53-Conflict of Interest/Use of College Resources/No College Affiliation
Page 84-85-Emeritus Status for Faculty

Page 91-94-Complaints

Page 127-132-XI. Policies Relating to Employee and Student Conduct
Page 132-Policy on Intellectual Property

Page 168-College Handbook Committee

Resource and Procedure Manual - A resource, information, and procedural manual/guide designed to
be used in orientation sessions. This guide would be a combination of information that is currently
contained in the AFH as well as the additional information relating to the recommendation about topics
.and materials to be covered in an orientation session. This guide could be designed to be distributed to
all-new faculty not just to affiliates. Any procedural information that is specific to either affiliate or full-
time faculty could be in specific sections of the guide.

Unit Responsible for Implementation: the Provost in conjunction with the Director of Human
Resources (HR), the College Legal Counsel, and in conjunction with the Adjunct Task Force.

Completion Date: May 2007
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Appendix A MSCD Faculty Federation Adjunct Organizing
Committee Survey - Summary of Survey Results
(C.M. Hay, Earth & Atmospheric Sciences and M. Weigand, Sociology, Date: 16 November 2005)

Statistical Profile of an Adjunct Faculty Member at MSCD?

Adjunct Teaching Load

The typical adjunct faculty member at MSCD has been teaching at MSCD for 5 years and teaches 4.6
MSCD classes per year including 1.1 upper-division courses. Many MSCD adjuncts (44%) teach 2.4
classes at other academic institutions in addition to their MSCD classes. The majority (54%) teach during
the summer semester.

Academic Credentials and Goals

The vast majority of adjuncts (80%) have Masters or higher degrees -- 24% have PhDs. (Table A-1) Of
the adjuncts with Masters Degrees, 32% are attending or plan to attend graduate school.

Many MSCD adjuncts (59%) currently prefer to teach part-time. (Table A-2) If a tenure-track position
were available at MSCD, however, 66% of the current adjuncts with PhDs and 44% of the current
adjuncts with Masters would apply for such a position. (Table A-2)

Commitment to Teaching

The majority of adjuncts teach at MSCD because they thoroughly enjoy teaching and they delight in the
diverse, non-traditional make-up of students at MSCD. (Figure A-2)

“Making Ends Meet”

About half (51%) work at a non-academic job off-campus. Of those working off-campus, 64% are only
working part-time at those off-campus jobs. A large percentage of adjuncts (55%) who work at non-
academic jobs off-campus or who teach at other academic institutions are doing so to supplement their
teaching income from MSCD. For most (56%), teaching is their primary source of income, and teaching
in higher education is their primary career goal (70%). (Table A-2) A small percentage of MSCD
adjuncts (17%) are retired and many of those are retired from former teaching jobs.

Adjunct Issues and Concerns

In spite of their overwhelming commitment to higher education, the Adjuncts at MSCD have some
important issues relating to their positions at MSCD. The top three concerns of adjunct faculty on a scale
of 1 to 10 in order of importance are: (1) low income (importance weight =9.3), (2) lack of job security
(importance weight = 6.6), and (3) lack of health benefits (importance weight = 5.6) (Figure 4)

When asked about other issues that affect the working conditions for MSCD adjuncts, the three issues of
greatest concern (Figure A-4) were: (1) lack of inclusion within the campus community (24% of those
responding to this question), (2) lack of professional opportunities at Metro (24% of those responding to
this question), and (3) lack of respect from full-time faculty or staff (19% of those responding to this
question.)

? For further information on the results of the Adjunct Faculty Survey, contact Mark Weigand (Sociology), mark-
edu@mindspring.com or Claire M. Hay (Earth & Atmos. Sci), hayc@mscd.edu
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Conclusions

The results of the adjunct survey indicate that the Adjunct Faculty at MSCD consist of highly motivated
professionals with advanced academic degrees whose primary income is from teaching and whose
primary career goal is teaching in higher education. Their primary motivation for teaching at MSCD is
their love of teaching and their enjoyment at interacting with the diverse and non-traditional student body
at MSCD. Despite their motivation for teaching at MSCD, the adjunct faculty feel exploited by the low
pay, lack of job security, lack of health benefits, lack of inclusion and respect within the campus
community, and the lack of opportunities for professional advancement at MSCD..

The relatively high rate of responses relating to lack of inclusion and/or lack of respect for adjunct faculty
is disturbing. Respect does not have a monetary cost and the cost of inclusion would be minimal.
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Figure A-1: Respondents by Department

Table A-1: Percentage of Responses by College or School and by Highest Degree

D

c = 0 = =2
s | S| 52| 8| v
=} o — ] C -
s|s|E|5| 5| &2
c o g k- S 6 F

School or College > o a
School of Business 1% | 1% | 7% | 0% | 1% 9 %
Col of Letters & Sciences | 0% 22%) 499%| 2% | 2% 75%
Sch of Professional Studies 0% 2% | 11%]| 2% | 2% 16%

Grand Total | 1% | 24%| 66%] 4% | 5% | n = 123
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Table A-2: Summary of Results Questions #1-#10, #12-#14, #16-#18, and #21

Question Count Mean Std Min Max
Q1 - Years at Metro 122 4.99 5.9 0.2] 35
Q2 - Number of Classes/Yr 12Q 4.672 2.99 1 16
Q3 - Number of Upper Div/Yr 119 1.1172 1.67 10
Q4 - Teach Summer Sessions? 12Q 0.54 0.5
Q8 - # of Courses Taught at Other Colleges/Year 122 2.413 5.68% 50
Q9 - Non-Academic Employment Off Campus? 123 0.51 0.5
Q12 - Work Off Campus to Supplement Teaching Income? 10Q 0.5F 0.5
Q13 - Is your Primary Income from Teaching? 121 0.56 0.5
Q14 - Is Teaching in Higher Edu. your Primary Goal? 122 0.7 0.46
Q16 - Do you have Plans for Graduate School? 119 0.25 0.44
Q17 - Do you Prefer Teaching Part Time? 117 0.5¢ 0.49
Q21 - Are you Aware of the AFT? 122 0.34 0.48
) ] 1 GENED = 1 course
Q5 - Do you teach Multiple Sections of a class? (Couretls) Count multiple >1 course Both — secé.
sections
118 22 72 10 14
Q6 - Did you write the Syllabus for your class? T6oahtsCount oLe Siven Both
syllabus syllabus
122 97 16 9
Chose Textbooks
Q7 - Did you select the Textbook for your class? Touats) Cour%extbook(:Chosen by Both
others
122 47 6 5 10
Q10 - If you work Off Campus, Is it Part Time? Tg¢€aunt€ountart Time | Full Time NA
123 49 27 47
Q18 - Would you Apply for a Tenure Track Job? (Codmats) Count No Yes Maybe
118§ 57 57 4
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Issue Rankings - scaled 1 - 10 (most important) across all respondents

and by SubGroup ( numberofmembers ) based upon P/F time Status & Degree Level Status
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Appendix B Orientation topics and materials

Orientation Topics:

FERPA (Family Educational and Privacy Rights Act)

ADA and the ACCESS Center (Faculty must also take the online course on this topic)
Classroom management issues/Student Judicial Process/Academic Dishonesty

Sexual Harassment (Faculty must also take the online course on this topic)

Grading policies: Incompletes/NCs/Grade Appeals

MetroConnect: My Courses

Designing a syllabus/Attendance policies/College policies on syllabus

Who to contact/inform about various classroom/teaching issues

What to do if you are ill and must cancel class

College expectations: On time to teach/Give final during finals week/etc

E-grading-

Orientation Notebook:

A letter from the provost

A map of the campus

A list of resources/contact information
The Adjunct Faculty Handbook

The Grading Policy Manual

Any major academic policies that impact students



Appendix C Best Practices for Integrating Adjunct Faculty into the
Life of the School and Departments

Departments shall offer a departmental orientation to supplement the information provided at the College
orientation.

Assign a tenure/tenure track faculty member to serve as the Affiliate Coordinator. This affiliate
coordinator would serve as an advocate and guide to all affiliate faculty members. The coordinator would
meet individually with each affiliate faculty member at least once a semester to inquire about how their
courses are going and to answer any questions they had. The coordinator would also set up teaching
workshops or social meetings for the affiliate faculty once or twice a semester.

Develop a letter of welcome with a packet of materials to be given to new affiliate faculty to orient them
to departmental policies, procedures, and contacts.

Develop a link on departmental and school websites with information aimed at informing and assisting
affiliate faculty. The Mathematical and Computer Sciences website has a model.

Invite affiliate faculty to school and department events, social gatherings, and appropriate meetings.

Invite affiliate participation on appropriate school and department committees. Consider paying a small
stipend for the committee work done by affiliate faculty.

Design and implement a way to gather affiliate faculty feedback on issues that impact affiliate faculty and
for which affiliate faculty can provide their expertise. For example, textbook selection for courses that a
number of affiliate faculty teach should include their input.

Plan an annual school event or program to recognize the work of affiliate faculty and/or incorporate
affiliate faculty into an existing event or program.

Include affiliate faculty in any awards or recognition opportunities coordinated by the school or
department.
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