University of Washington
Faculty Council on Faculty Affairs
April 26th, 2016
11:00 a.m. – 12:30 p.m.
Gerberding 142

Meeting Synopsis:
1. Call to order
2. Review of the minutes from April 12th, 2016
3. Announcements
4. Discussion of draft Executive Orders No. 31 & No. 51
5. Lecturer issues
6. Good of the order
7. Adjourn
____________________________________________________________________________________
1) Call to order
Watts called the meeting to order at 11:00 a.m.
2) Review of the minutes from April 12th, 2016
The minutes from April 12th, 2016 were approved as amended.
3) Announcements
Watts explained he plans to consult with Cameron (president’s designee) on identifying data to be
gathered for next year’s annual review of lecturers at the UW (as agreed in last council meeting).
Watts explained a search is underway for the position of Secretary of the Faculty (Faculty Senate and
Governance Office), as Marcia Killien will be retiring this spring. He urged council members to
recommend any faculty members they know who might be fit for the position. It was noted this position
must be a tenured faculty member.
4) Discussion of draft Executive Orders No. 31 & No. 51
Watts explained two new draft Executive Orders (EOs) (No. 51 and No. 31) have been forwarded from
the President’s Office for faculty review (Exhibit 1) (Exhibit 2). He explained the FCFA (and several other
faculty councils) have a significant role in the review of new EOs. Watts noted the new EOs apply to
faculty in a substantial way, as they include implications for investigations, adjudications, and so on.
Some preliminary discussion followed. The questions, comments, and recommendations of council
members pertaining to new Executive Orders No. 31 and No. 51 were as follows:
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 EO 31 - It was noted substituting the word “military” for “veteran” was not carried out throughout
the entire document. Watts suggested the word transferal not being carried out throughout the
entirety of the document might be a mistake, and should be double-checked.
 Both EOs - There was some discussion of associated trainings to be offered as part of the
implementation of the Executive Orders. It was noted many faculty do not know their responsibility
to report, and perhaps should be reminded. One suggested venue for this reminder to be effectively
disseminated was within faculty meetings (within departments/schools/colleges). It was noted
online trainings may be another useful method.
 EO 51 - There was question, given the wording in section. 1 “Policy,” of what happens if there is a
dispute at the university, and a person takes retribution off-site (of university grounds). Is the action
still addressed by the university?
 EO 51 - There was question relating to section 2. “Definitions” subsection A) “Domestic Violence” of
how the term “cohabitating” differs from a roommate/suitemate/housemate/ situation.
 EO 51 - There was question as to why the two bulleted passages in subsection “2)” section C.
“Sexual Assault” were differentiated - as “penetration” in the second bullet seems to be included
under the term “touching” in the first bullet.
 EO 51 - There was question of why in section 13. “Additional Resources” there are so many phone
numbers and points of contact listed. It was noted this information might require frequent updating.
Watts asked that the above feedback be collated and forwarded to Marcia Killien, Secretary of the
Faculty before April 29th (the end of the comment period).
5) Lecturer issues
Proposal for an “Instructional Professor Track”
Watts noted faculty member Jack Lee has forwarded a document titled “Proposal to FCFA:
Instructional Professor Track,” which makes recommendations in an effort respond to concerns over
UW lecturers (Exhibit 3).
Watts gave some background on the document to the council. He explained the preamble
(“Introduction”) points out the current issues pertaining to lecturers, and in its 4th paragraph it provides
a summary of what the document generally addresses throughout:
Another important category of faculty members with limited responsibilities is the Lecturers, Senior
Lecturers, and Principal Lecturers. These faculty members are hired, evaluated, and promoted primarily
on the basis of teaching, and in many departments they teach a large percentage of the student credit
hours. They also are expected to contribute to the university’s service mission, and indeed, in the UW
system, lecturers take on major service responsibilities. However, they are generally paid much less than
the faculty members in professorial ranks, and they are afforded neither the respect generally given to
tenured or Research professorial faculty nor the promotion timeline required for all types of Assistant
Professors (Proposal to FCFA: Instructional Professor Track, Lee).
He explained the last paragraph of the Introduction incorporates the document’s thesis, which is in
short, to introduce a new “Instructional Professor” track, replacing many existing lecturer titles and also
designating new rights and responsibilities.
2

The council read through some of the titles within the “Proposed New Titles” section of the document.
Watts marked the similarity between this section of the document with the council’s lecturer grid on
rights, privileges, and responsibilities. He noted the council has been asked for feedback, and welcomed
discussion.
Katz explained his response is that new titles, alone, will not do enough to improve the situations of
lecturers at the university. He also mentioned he currently would not fit into any of the proposed
categories (aka. titles) within the document, given his lecturer appointment in his unit.
Landis noted the definition of “terminal degree” must be hashed out in the document, as it is unclear.
Johnson explained there are different perspectives on the standing of the title “lecturer,” especially
abroad (e.g. in the UK), where lecturers are often tenure-track.
Buck noted the document suggests a way to deal with one of the issues addressed in the council’s
lecturer grid, which is distinguishing that not all units desire their lecturers to possess voting status, and
moreover, how to distinguish lecturers who have full voting rights and lecturers who do not. Buck noted
he would prefer that all lecturers be voting, but having two divisions might fix the terminal degree
required vs. not required question, and other issues.
Reddy suggested the proposed titles may actually harm faculty at the UW, as he questioned what
disincentive administration will have not to transform tenure-track faculty lines into instructional lines,
especially within certain disciplines. He noted he fears that the proposal, if implemented, might result in
a loss of what the university already possesses pertaining to rights of faculty.
Katz noted teaching loads are so heavy at UW Bothell and Tacoma for lecturers that becoming involved
in scholarship is extremely difficult. Discussion ensued. There was a comment that the scholarship of the
university must be protected, as this is the main element that elevates the institution, resulting in the
recruitment of highly sought-after faculty.
Watts tabled the discussion in the interest of time, noting that the document would likely be addressed
again in the future.
Grid on rights, privileges, and responsibilities of lecturers
The council then began work on its lecturer grid (Exhibit 4).
Watts explained a decision pertaining to voting rights for part-time (PT) lecturers was an issue in the last
meeting. He explained in his experience, full-time (FT) lecturers are often as engaged in faculty
governance and service as the full professors. Katz explained the council might urge as part of this
discussion that people employed in certain classes of faculty employment be told that they are expected
to participate in the faculty life (including governance).
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Katz suggested lecturers who have an appointment as part of a competitive process should be involved
in shared governance. Taricani mentioned that many lecturers are not interested in being invested in
faculty governance at the university, and their inclusion affects quorum on voting matters.
Watts explained he would have to leave the meeting due to teaching, and requested that Buck act as
chair for remaining 15 minutes of the meeting. Buck agreed to act as chair.
Reddy noted to solve the voting lecturer question, there might be an encouragement that departments
hold votes on the matter individually, requiring faculty to make an affirmative vote that lecturers will
vote in the unit. The idea was well-received by some members.
6) Good of the order
Nothing was stated for the good of the order.
7) Adjourn
Buck adjourned the meeting at 12:30 p.m.
_____________________________________________________________________________________
Minutes by Joey Burgess, jmbg@uw.edu, council support analyst
Present:

Faculty: Margaret Adam, Steve Buck, Kurt Johnson, Carol Landis, Chandan
Reddy, Gordon Watts (chair), Aaron Katz
President’s designee: Cheryl Cameron
Ex-officio reps: Judith Henchy, JoAnne Taricani

Absent:

Faculty: Alissa Ackerman, David Goldstein, Joseph Janes, Lea Vaughn
Ex-officio reps: Julian Rees, Freddy Mora
Exhibits

Exhibit 1 – EO No 51 draft 12-17-15.pdf
Exhibit 2 – EO No 31 all-changes draft 12-17-15.pdf
Exhibit 3 – instructional professor proposal 09-15_fcfa_spring2016.doc
Exhibit 4 – Copy of 2016-03-10 - Lecturer Matrix_revisedapproved_041216.xlsx

4

Exhibit 1

University of Washington
Presidential Orders

DRAFT

Executive Order

No. 51

Sexual Violence Elimination Policy
1.

Policy
This policy is adopted in compliance with the Jeanne Clery Act (20 USC § 1092(f)), Title IX of the
Education Amendments of 1972 (20 USC § 1681), Gender Equality in Higher Education (Chapter
28B.110 RCW), and General Conduct Code for the University of Washington (Chapter 478-124
WAC).
The University of Washington is committed to establishing and maintaining a safe working and
learning environment that is free from violence. The University prohibits the following behavior
by members of the University community including students and employees, and members of the
public that are engaged with the University when the University determines that an individual’s
behavior affects a University interest:
•
•
•
•

Domestic violence;
Relationship violence;
Stalking; and
Sexual assault.

The University also prohibits retaliation against any individual who seeks resources, makes a
referral, reports concerns, or who cooperates with or participates in any investigation of
allegations of violations of this policy.
This policy applies to behavior that occurs within all of the university’s campus buildings, grounds,
and facilities, all of its extension and research locations, and all other university-leased, owned, or
managed buildings, grounds, and facilities, including its global learning centers and study abroad
program sites, as well as all university sponsored and/or hosted online platforms. Some University
programs and facilities, including medical facilities, are subject to additional federal and state
regulations with which students, employees, and members of the public in those locations must
also comply.
Discrimination or harassment based on protected class statuses, including sexual harassment, are
addressed by Executive Order No. 31, Nondiscrimination and Affirmative Action, and Chapter 478120 WAC, Student Conduct Code for the University of Washington. Depending on the
circumstances, each or all policies may apply.

2.

Definitions
A.

Domestic Violence
Domestic violence includes:
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1)

B.

The infliction of physical harm, bodily injury, assault, or the fear of imminent physical
harm, bodily injury, or assault committed against a family or household member.
Family or household members include:
•

A current or former spouse or intimate partner;

•

A person with whom the person shares a child in common;

•

A person with whom one is cohabitating or has cohabitated; or

•

A person with whom one resides including a roommate, suitemate, or
housemate.

2)

Sexual assault of one family or household member by another family or household
member; or

3)

Stalking of one family or household member by another family or household member.

Relationship Violence
Relationship violence, also referred to as “dating violence,” is violence committed by a
person who is or has been in a social relationship of a romantic or intimate nature with the
victim.

C.

1)

The existence of such a relationship shall be determined based on the reporting
party’s statement and with consideration of the length of the relationship, the type of
relationship, and the frequency of interaction between the persons involved in the
relationship.

2)

For the purposes of this definition, relationship or dating violence includes, but is not
limited to, sexual or physical abuse, or the threat of such abuse.

3)

Relationship or dating violence does not include acts covered under the definition of
domestic violence.

Sexual Assault
1)

Sexual assault is sexual contact with another person without, or that exceeds, that
person’s consent.

2)

For the purposes of this subsection, “sexual contact” includes:

3)

EO No.

•

Any touching of another person for the purpose of sexual gratification; or

•

Any penetration, no matter how slight, of the vagina or anus with any body part
or object, or oral penetration by a sex organ, of another person.

For the purposes of this subsection:
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a)

“Consent” means that at the time of and throughout the sexual contact, there
are actual words or conduct indicating freely given agreement between the
parties to engage in the sexual contact.
•
•
•
•
•

b)

4)

D.

Consent cannot be given or granted by a person who, at the relevant time,
cannot understand the facts, nature, extent, or implications of the sexual
contact for any reason, including, but not limited to, being asleep, unconscious,
mentally or physically impaired due to an intellectual or other disability, or
mentally or physically incapacitated due to the effects of drugs or alcohol.
•

Indicators that a person may be incapacitated by drugs or alcohol and
therefore, cannot grant consent include, but are not limited to stumbling,
falling down, an inability to stand or walk on their own, slurred speech or
incoherent communication, an inability to focus their eyes or confusion
about what is happening around them, passing out, or vomiting.

•

A failure to exhibit any of these behaviors does not necessarily mean that
a person is capable of giving consent or is not incapacitated.

Sexual contact is not consensual when force or coercion is threatened or used to gain
acquiescence.
a)

Force includes the use of physical violence, physical force, threats, or
intimidation to overcome resistance or gain agreement to sexual contact.

b)

Coercion includes using pressure, deception, or manipulation to cause someone
to agree to sexual contact against his or her will, without the use of physical
force. Pressure can mean verbal or emotional pressure.

5)

Sexual assault also includes sexual contact with a person who is under the statutory
age of consent in accordance with Chapter 9A.44 RCW.

6)

Use of alcohol or drugs is not a valid defense to a violation of this subsection.

Stalking
1)

Stalking means engaging in a course of conduct directed at a specific person that
would cause a reasonable person to:
•
•

EO No.

Past consent does not imply future consent.
Consent given to one person does not imply consent given to another
person.
Consent to one sexual act does not imply consent to other sexual acts.
Lack of resistance to sexual contact does not imply consent.
Consent can be withdrawn at any time.

Fear for the person's safety or the safety of others; or
Suffer substantial emotional distress.
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3.

2)

For the purposes of this subsection, “course of conduct” means two or more acts,
including, but not limited to, acts in which the stalker directly, indirectly, or through
third parties, by any action, method, device, or means, follows, monitors, observes,
surveils, threatens, or communicates to or about a person, or interferes with a
person's property.

3)

For the purposes of this subsection, “substantial emotional distress” means significant
mental suffering or anguish that may, but does not necessarily, require medical or
other professional treatment or counseling.

Educational Programs
The University is committed to providing prevention and awareness programs to students and
employees relating to domestic violence, relationship violence, stalking, and sexual assault. These
include primary prevention and awareness programs directed at incoming students and new
employees and ongoing prevention and awareness campaigns directed at students and
employees. These programs and campaigns include information about:
•

University policies prohibiting domestic violence, relationship violence, stalking and sexual
assault;

•

The Revised Code of Washington definitions of domestic violence, relationship violence,
stalking, sexual assault, and consent;

•

Bystander intervention techniques;

•

Risk reduction options to reduce perpetration and increase individual and community
safety, and to empower individuals to act on their own behalves; and

•

The rights, processes, and resources described in this policy and other relevant University
policies.

In accordance with the Clery Act, the University publishes an Annual Security and Fire Safety
Report, and Drug-Free Schools Act Information that contains a description of primary and ongoing
prevention and awareness programs and campaigns.

4.

University Assistance and Resources for Victims
The University encourages individuals who are affected by behavior that may be in violation of
this policy to seek assistance from the Confidential Support Offices listed in Section 11. The
following assistance and resources are available to individuals, regardless of whether they choose
to make a report to law enforcement or request an investigation by the University.
a.

Safety planning
When the University is notified of an allegation of domestic violence, relationship violence,
stalking or sexual assault, the University can assist individuals by implementing safety
measures, such as issuing no-contact directives, arranging for housing, academic and work
accommodations, and/or providing assistance with transportation planning. These safety
measures can be implemented when reasonably available and may be on an interim or

EO No.
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permanent basis. The University will maintain the confidentiality of any remedial measures
under this policy to the extent practicable. Safety measures are available through the
confidential support offices and/or the investigation offices whether or not a report is made
to the University or local law enforcement.
b.

Reporting
Individuals who experience domestic violence, relationship violence, stalking, sexual assault,
or retaliation are encouraged, but not required to make a report to the University or to law
enforcement. The confidential support offices can provide information about and
assistance with reporting incidents to the University or to local law enforcement, including
the University of Washington Police Department. Individuals also have the option to decline
to make a report. See Section 6 for University complaint reporting options.

c.

Information about University and Community Resources
The University has a variety of services available to individuals who experience domestic
violence, relationship violence, sexual assault, or stalking including counseling, healthcare,
victim advocacy, legal assistance, VISA and immigration assistance, and student financial aid
assistance. Information about available services at the University and in the local
community can also be obtained from a confidential support office.

d.

Protection Orders
The University will provide information on how to obtain orders of protection issued by a
criminal, civil, or tribal court and assist with implementing orders that have implications for
the individual’s participation in University-related activities.

e.

Medical Care and Preserving Evidence
Information will also be provided about University and community options for medical care,
including how to obtain a Sexual Assault Nurse Examination (SANE) by a trained medical
professional. Information about the importance of preserving evidence is available from the
confidential support offices.

5.

Leave Use or Work Schedule Adjustments
University employees who are victims of domestic violence (which includes relationship violence),
stalking, or sexual assault may request time away from work or a modified work schedule to make
arrangements for personal safety, legal proceedings, or to obtain medical, legal or counseling
services in accordance with Administrative Policy Statement 11.7, Policy on Domestic Violence in
the Workplace and Leave Related to Domestic Violence, Sexual Assault, or Stalking.

6.

Reporting a Complaint or Incident
a.

Complaint Reporting to the University
The University provides procedures for the investigation and resolution of complaints
relating to domestic violence, relationship violence, sexual assault, stalking or retaliation
under this policy. The University will respond to complaints regardless of whether a
complaint is filed with a law enforcement agency. The process the University will follow to
investigate and resolve the complaint depends on the relationship to the University of the

EO No.
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person against whom the complaint is made. The University’s processes for investigation
and resolution of complaints are as follows:
•

Administrative Policy Statement 46.3, Resolution of Complaints Against University
Employees

•

Faculty Code and Governance, Chapters 25-28; or

•

Chapter 478-120 WAC, Student Conduct Code for the University of Washington.

A complaint may be filed with the appropriate University Investigation Office listed in
Section 12 of this policy.
b.

Reporting to Law Enforcement
Behavior that is prohibited by this policy may also violate criminal law and may be reported
directly to law enforcement. If an individual chooses to make a report to law enforcement,
that person may still file a complaint with a University investigation office. The University
will make every effort to work cooperatively with the law enforcement agency, but the
University will not unduly delay its own investigation.

7.

University Investigations
Investigations of conduct prohibited by this policy are designed to provide a prompt, fair, and
impartial complaint investigation and resolution, and to equitably protect the rights of individuals
participating in the investigation. The following is general information about investigations of
alleged violations of this policy:
a.

Training for Investigators and Adjudicators
The individuals who conduct University investigations or participate in University hearings
receive, at a minimum, annual training on the issues related to domestic violence,
relationship violence, stalking, sexual assault, and retaliation and on conducting
investigations and hearings that fosters safety, equitable treatment of the parties, and that
promote accountability.

b.

Complaint Intake
A staff member of the investigation office meets with each complainant to gather
information about the complaint and to provide information about the complaint process,
including the complainant’s rights and options under this and other University policies.
After initial review of the complaint, the complainant will be informed of the action the
University will take.
Before an investigation is opened, protective measures will be considered and implemented
as they are reasonably available. Protective measures may include changing academic,
living, transportation, and/or working arrangements, and taking steps to limit contact
between the individuals involved. As necessary, investigation offices will assist individuals
potentially at risk with safety planning, either directly or with the assistance of other
University offices, such as the confidential support offices in Section 11 or SafeCampus.

EO No.
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c.

Confidentiality
Information relating to an investigation is kept confidential by the investigation offices and
is provided only to those persons who have a legitimate educational or business- need- toknow, including the subject of the complaint, witnesses, the administrative head of the
University unit involved, the Title IX Coordinator, and the appropriate human resources staff
and/or the Provost’s Office, as necessary. Some information relevant to the investigation
may be protected from disclosure, such as healthcare information protected by the Health
Insurance Portability and Accountability Act (HIPAA) or student records protected by the
Family Educational Rights and Privacy Act (FERPA).

d.

Investigation
When an investigation is opened, the subject of the investigation will be provided with a
written explanation of their rights and options under this and other relevant University
policies and information about the investigation process. The assigned investigator will
gather evidence, conduct interviews of the complainant, subject, and witnesses. During the
investigation, the complainant and the subject will have the opportunity to identify
witnesses and provide the investigator with evidence.

e.

Standard of review
The University uses a “preponderance of evidence” standard to determine whether a
violation of University policy has occurred. “Preponderance of evidence” means that based
on all of the relevant evidence, the facts demonstrate that it is “more likely than not” that
the subject of the investigation violated one or more University policies.

f.

Result
The complainant and the subject of the complaint will concurrently be informed in writing
of the result of the investigation, the rationale for the result, and whether there is an option
to appeal a result. The result includes any initial, interim, or final decisions. University
officials with an educational or business need to know, such as the administrative head of
the University organization involved, the appropriate human resources staff, the Title IX
Coordinator, and/or the Provost’s Office will also be informed of the result of an
investigation.

g.

Hearings
The University follows the Student Conduct Code or the Faculty Code in matters where a
University student or faculty member is the subject of a complaint. A hearing may be
convened to assess the evidence relating to the complaint, make findings, and determine
appropriate actions, if any. The complainant and subject will be concurrently informed in
writing of the result of the hearing, the rationale for the result, and whether there is an
option to seek an appeal. The result includes any initial, interim, or final decisions. Those
with an educational or business need to know will also be informed of the result, such as
the administrative head of the unit involved, human resources staff, the Title IX
Coordinator, and/or the Provost’s Office.

EO No.
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8.

Consequences of Policy Violation
A University community member who engages in behavior in violation of this policy is subject to
corrective or disciplinary action, including but not limited to, termination of employment,
termination from educational programs, or termination of any non-employment relationship. The
available sanctions include the following:
•

Sanctions which may be imposed against faculty are set forth in the Faculty Code;

•

Sanctions which may be imposed against students are set forth in Chapter 478-120 WAC,
Student Conduct Code for the University of Washington;

•

Sanctions which may be imposed against the contract classified staff and other represented
University employees are set forth in the relevant University of Washington labor contract;

•

Sanctions which may be imposed against Classified Non-Union Staff are set forth in Title 357
WAC and in Administrative Policy Statement 43.16, Corrective Action Policy for Permanent
Classified Non-Union Staff;

•

Sanctions which may be imposed against the professional staff are set forth in
Administrative Policy Statement 42.1, Professional Staff Program, and the University of
Washington Professional Staff Program details;

•

Sanctions which may be imposed against those in librarian appointments are set forth in the
Librarian Personnel Code; and

•

Sanctions against other individuals will depend on the nature of their relationship with the
University.

Individuals who engage in behavior in violation of this policy may also be removed from University
premises, temporarily or permanently banned from the University premises, and/or subject to
arrest and/or criminal prosecution.
The University also retains the authority to administer discipline or take corrective action for any
behavior that it deems unacceptable, regardless of whether the behavior rises to the level of a
violation of University policy.

9.

Recordkeeping
Records retained by University offices may be subject to disclosure under Chapter 42.56 RCW, the
Washington State Public Records Act, unless otherwise protected from disclosure by law. Some
information, such as healthcare information protected by the Health Insurance Portability and
Accountability Act (HIPAA) or other state laws, student records protected by the Family
Educational Rights and Privacy Act (FERPA), or information that is otherwise exempt from the
Public Records Act, will not be subject to disclosure under that Act. Information retained in
University records that is otherwise protected from disclosure, may be subject to disclosure
pursuant to a valid subpoena or court order.
In accordance with the Clery Act, the University must also disclose statistical information relating
to crimes of domestic violence, relationship violence, stalking, sexual assault, in its annual security

EO No.
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report and issue timely warnings. This reporting is done without disclosing personally identifying
information relating to the victim of such crimes, including information likely to disclose the
location of the victim.

10. Mandatory Child Abuse Reporting
In accordance with Administrative Policy Statement 11.8, Reporting Suspected Child Abuse, all
University employees and volunteers who have reasonable cause to believe that a child has
suffered abuse or neglect must immediately report the suspected abuse or neglect to law
enforcement or the Department of Social and Health Services. This reporting responsibility is
separate from and in addition to the responsibility University employees have to report
complaints of discrimination and/or harassment and/or sexual violence they receive in accordance
with Executive Order No. 31 and Administrative Policy Statement 46.3.

11. Confidential Support Offices
The University has established confidential support offices to provide a safe place for individuals
to discuss concerns regarding domestic violence, relationship violence, sexual assault, or stalking
and to learn about the options and resources available to them. In general, disclosures made to a
confidential support office under this policy do not constitute a report to the University for the
purposes of initiating a complaint investigation or a request to take action against an individual
alleged to have violated this policy. More information about confidentiality can be obtained from
the confidential support offices.
Confidential support offices have been designated as follows:
•

UW Seattle, UW Bothell, and UW Tacoma campuses
UW Police Department (UWPD) Victim Advocate
Phone: 206-543-9337
Email: UWPDAdvocate@uw.edu

•

Students enrolled at the UW Seattle campus only
Health and Wellness Advocate
Phone: 206-685-4357
Email: hwadvoc@uw.edu

For the most current information relating to confidential support offices see the Sexual Assault
Resources page.

12. University Investigation Offices

EO No.

•

Community Standards and Student Conduct — For complaints about UW Seattle students
Phone: 206-685-6194

•

UW Bothell Student Conduct — For complaints about UW Bothell students
Phone: 425-352-3183

•

UW Tacoma Student Conduct — For complaints about UW Tacoma students
Phone: v253-692-4481
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•

University Complaint Investigation Resolution Office — For complaints about any University
employees, including academic personnel, staff, Academic Student Employees (ASEs), and
student employees
Phone: 206-616-2028
Email: uciro@uw.edu

Human Resources
•

Campus Human Resources — for complaints involving UW Seattle staff, UW Bothell staff,
and UW Tacoma campus staff employees, including student employees
Phone: 206-543-2354

•

Harborview Medical Center (HMC) Human Resources — for complaints involving HMC staff
employees, including student employees
Phone: 206-744-9220

•

UW Medical Center (UWMC) Human Resources — for complaints involving UWMC staff
employees, including student employees
Phone: 206-598-6116

Individuals who wish to file allegations of violations of this policy also may contact the following:
•

United States Department of Education Office for Civil Rights (OCR)
Phone: 1-800-421-3481 (toll-free)
Email: ocr@ed.gov.

•

Equal Employment Opportunity Commission
Phone: 1-800-669-4000 (toll-free) 1-800-669-6820 (toll-free TTY)

•

Washington State Human Rights Commission
Phone: 1-800-233-3247 (toll-free) 1-800-300-7525 (toll-free TTY)

13. Additional Resources
Information about additional resources available through the University or in the community is
available at www.washington.edu/sexualassault, including:
a.

SafeCampus
SafeCampus — Provides University-wide consultation and support relating to emerging
safety risks and violence prevention
•
•
•

b.

UW Seattle, Phone: 206-685-SAFE (7233)
UW Bothell, Phone: 425-352-SAFE (7233)
UW Tacoma, Phone: 253-692-SAFE (7233)

University Health Care Resources
Communications between patients and University healthcare providers have additional
protections under University policies, state licensing requirements, and state and/or federal
law. More information about the confidentiality of these communications may be obtained

EO No.
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from the healthcare provider. See the Medical Care page of the University’s Sexual Assault
Resources website.
c.

Title IX/ADA Coordinator
The University's Title IX/ADA Coordinator is available to review individual concerns relating
to compliance and to provide compliance support for programs, departments, schools,
colleges, and campuses relating to discrimination based on sex or disability and providing
access and reasonable accommodation for persons with disabilities. For more information,
see the Title IX/ADA Compliance Support program.
Title IX/ADA Coordinator
Phone: 206-221-7932
Email: titleix@uw.edu

_____2015.

EO No.
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University of Washington
Presidential Orders

DRAFT

Executive Order

No. 31

Non-Discrimination and Affirmative Action
1.

Non-Discrimination and Non-Retaliation
The University of Washington, as an institution established and maintained by the people of the
state, is committed to providing equality of opportunity and an environment that fosters respect
for all members of the University community. This policy has the goal of promoting an
environment that is free of discrimination, harassment, and retaliation. To facilitate that goal, the
University retains the authority to discipline or take appropriate corrective action for any conduct
that is deemed unacceptable or inappropriate, regardless of whether the conduct rises to the level
of unlawful discrimination, harassment, or retaliation.
University policy:

2.

•

Prohibits discrimination or harassment against a member of the University community
because of race, color, creed, religion, national origin, citizenship, sex, pregnancy, age,
marital status, sexual orientation, gender identity or expression, genetic information,
disability, or military veteran status.

•

Prohibits any member of the University community, including, but not limited to, the
facultyacademic personnel, staff, or temporary staff, academic student employees, student
employees, and students at all University campuses and locations, from discriminating
against or unlawfully harassing a member of the public on any of the above grounds while
engaged in activities directly related to the nature of their University affiliation.

•

Prohibits retaliation against any individual who reports concerns regarding discrimination or
harassment, or who cooperates with or participates in any investigation of allegations of
discrimination, harassment, or retaliation under this policy.

Affirmative Action and Diversity
The University is committed to having a diverse faculty, staff, and student body. As permitted by
applicable law, the University will take affirmative action to ensure equality of opportunity in all
aspects of employment without regard to race, color, religion, national origin, sex, or age and to
employ and advance qualified persons with disabilities and protected veterans in all levels of
employmentIn accordance with Executive Order 11246, as amended, and other applicable federal
and state laws and regulations, the University, as a federal contractor, takes affirmative action to
ensure equality of opportunity in all aspects of employment without regard to race, color, religion,
sex, and national origin, and to employ and advance individuals with disabilities and protected
veterans.
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3.

Access for Individuals with Disabilities
In accordance with the Americans with Disabilities Act (ADA), as amended, the Rehabilitation Act
of 1973, and applicable federal and state laws, the University is committed to providing access
and reasonable accommodation in its services, programs, activities, education, and employment
for individuals with disabilities.

4.

Definitions
Unless otherwise defined below, tTerms used in this policy are intended to have the meaning
given to them by applicable federal or state laws and regulations.
A.

Discrimination is conduct that treats a person less favorably because of the person’s race,
color, creed, religion, national origin, citizenship, sex, pregnancy, age, marital status, sexual
orientation, gender identity of expression, disability or veteran status.

B.

Harassment is conduct directed at a person because of the person's race, color, creed,
religion, national origin, citizenship, sex, pregnancy, age, marital status, sexual orientation,
gender identity or expression, disability, or military veteran status that is unwelcome and
sufficiently severe, persistent, or pervasive that:

C.

1)

It could reasonably be expected to create an intimidating, hostile, or offensive work
or learning environment, or

2)

It has the purpose or effect of unreasonably interfering with an individual's work or
academic performance. Harassment is a form of discrimination.

Retaliation means to take adverse action against an individual because he or she has
exercised his or her rights protected under this policy.

BD. Sexual harassment is a form of harassment based on the recipient's sex that is characterized
by:
1)

2)

EO No. 31

Unwelcome sexual advances, requests for sexual favors, or other verbal or physical
conduct of a sexual nature by a person who has authority over the recipient when:
a)

Submission to such conduct is made either an implicit or explicit condition of
the individual's employment, academic status, or ability to use University
facilities and services, or

b)

Submission to or rejection of the conduct is used as the basis for a decision that
affects tangible aspects of the individual's employment, academic status, or use
of University facilities; or

Unwelcome and unsolicited language or conduct that is of a sexual nature or and that
is sufficiently severe, persistent, or pervasive that it could reasonably be expected to
create an intimidating, hostile, or offensive working or learning environment, or has
the purpose or effect of unreasonably interfering with an individual's academic or
work performance. This also includes acts of sexual violence, such as sexual assault
and sexual exploitation.
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Domestic violence, relationship violence, stalking, and sexual assault are addressed in
Executive Order No. 51, Sexual Violence Elimination Policy, and Chapter 478-120 WAC,
Student Conduct Code for the University of Washington. Depending on the circumstances,
each or all policies may apply.
CE.

Military Veteran status includes protected veterans as defined by current federal and state
laws. It also includes individuals affiliated with the United States armed forces as defined by
any federal or state law establishing protection for military service, including the Uniformed
Services Employment and Reemployment Rights Act (USERRA), Executive Order 11246, and
Chapter 49.60 RCW.

D.

Retaliation means to take adverse action against an individual because he or she has
exercised his or her rights protected under this policy.

45. Application of Policy
A.

Academic Freedom
The University will interpret this policy on non-discrimination and non-retaliation in the
context of academic freedom in the University environment.

B.

Selective Admissions
The University's admission policy provides for a selective admission process with the
objective of attracting students who demonstrate the strongest prospects for high quality
academic work. This selective admission process shall assure that the University's
educational opportunities shall be open to all qualified applicants without regard to race,
color, creed, religion, national origin, sex, pregnancy, age, marital status, sexual orientation,
gender identity or expression, disability, or military status. The process of admission shall be
mindful of the need for diversity in the student body and for highly-trained individuals from
all segments of the population.

C.

Employment
The University will recruit, hire, train, and promote individuals without regard to race, color,
creed, religion, national origin, sex, pregnancy, age, marital status, sexual orientation,
gender identity or expression, disability, or military status and based upon their
qualifications and ability to do the job. Except as required by law, all personnel-related
decisions or provisions such as compensation, benefits, layoffs, return from layoff,
University-sponsored training, education, tuition assistance, and social and recreational
programs will be administered without regard to race, color, creed, religion, national origin,
citizenship, sex, pregnancy, age, marital status, sexual orientation, gender identity or
expression, disability, or military status. Additionally, in accordance with Title II of the
Genetic Information Nondiscrimination Act of 2008 (GINA), the University prohibits
discrimination and harassment in any aspect of employment on the basis of genetic
information. The University will also not request or require genetic information of an
employee or family member of the employee, except as specifically allowed by GINA.
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D.

Recruitment
The University seeks affirmatively to recruit qualified minority group members, women,
persons age 40 and over, protected veterans, and individuals with disabilities in all levels of
employment as part of its commitment to achieve its goals and interests with respect to
faculty and staff employment as reflected in its affirmative action planas a federal
contractor.

E.

Non-Discrimination
Except as otherwise required by law and as provided in Section 5 6 below:

F.

1)

The University will operate its programs, services, and facilities without regard to
race, color, creed, religion, national origin, sex, pregnancy, age, marital status, sexual
orientation, gender identity or expression, disability, or military veteran status, and

2)

The University will make its programs, services, and facilities available only to
organizations or government agencies that assure the University that they do not
discriminate against any person because of race, color, creed, religion, national origin,
sex, pregnancy, age, marital status, sexual orientation, gender identity or expression,
disability, or military veteran status.

University Housing
Except as required by law, assignments to University residence halls and other housing
facilities provided for students are made without regard to race, color, creed, religion,
national origin, age, disability, sexual orientation, gender identity or expression, or military
veteran status.

G.

Contracting
The University will make reasonable efforts to lease, contract, subcontract, purchase and
enter into cooperative agreements only with those firms and organizations that comply with
all applicable federal and state non-discrimination laws, including, but not limited to:
Executive Order 11246, Title VII of the Civil Rights Act, 42 U.S.C. Sec. 2000e et seq.; the
Americans with Disabilities Act (ADA), 42 U.S.C. Sec. 12101 et seq.; and Washington State's
Law Against Discrimination, Chapter 49.60 RCW.

56. Exceptions
A.

Organizations Not Subject to Applicable Laws
This policy does not apply to organizations and government agencies that are not subject to
otherwise applicable state or federal laws or regulations concerning non-discrimination and
non-retaliation.

B.

University Housing
In accordance with RCW 49.60.222, the University may consider sex, marital status, or
families with children status in assignments to residence halls and other student housing.
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C.

Citizenship Status
It is not a violation of this policy to discriminate because of citizenship status which is
otherwise required in order to comply with law, regulation, or executive order, or required
by federal, state, or local government contract, or which the State Attorney General
determines to be essential for an employer to do business with an agency or department of
the federal, state, or local government.

D.

The University will comply with applicable federal or state laws, and University policy, in
dealing with issues of disability accommodation.

67. Complaint Procedures
The University provides internal procedures for the investigation and resolution of complaints
alleging discrimination, harassment, or violation ofretaliation under this policy. The process for
bringing a complaint against a University employee is described in Administrative Policy Statement
(APS) 46.3, Resolution of Complaints Against University Employees. The process for bringing a
complaint against a University student is described in Chapter 478-120 WAC, Student Conduct
Code for the University of Washington.

78. Responsibility to Report and Cooperate
All faculty and staff membersUniversity employees, including academic personnel, staff,
temporary staff, academic student employees, and student employees are required to report to
their supervisors or the administrative heads of their organizations any complaints of
discrimination, and/or harassment or sexual harassment. And/or retaliation they receive. In
addition, faculty and staff membersall University employees are encouraged to inform their
supervisors or the administrative heads of their units, (and staff members also may inform their
Academic Human Resources Consultant or Human Resources Consultant), of inappropriate or
discriminatory or retaliatory workplace behavior they observe. Supervisors and administrative
heads who receive such reports have the responsibility to initiate a response by contacting an
appropriate office as indicated in APS 46.3.
All faculty and staff membersUniversity employees are also required to participate, provide
information as requested, including personnel or student files and records and other materials
recorded in any form, and otherwise fully cooperate with the processes described in APS 46.3.

89. Consequences of Policy Violation of Policy
Any member of the University community who violates any aspect of this policy is subject to
corrective or disciplinary action, including, but not limited to, termination of employment or
termination from educational programs.
June 1972; October 24, 1974; April 1975; October 26, 1976; March 12, 1978; April 20, 1979; December 5,
1983; July 20, 1998; June 25, 2008; August 17, 2012;_____, 2015.
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Proposal to FCFA:
Instructional Professor Track
9/10/2015

Introduction
In recent years, non-tenure-track teaching faculty have been forming an increasing percentage of
the faculty at the University of Washington, reflecting a nationwide trend. Because teaching is
one of the three fundamental parts of the university’s mission of teaching, research, and service,
it is vital that our teaching faculty be recognized as a valued and integral part of the UW faculty,
with professional standing commensurate with their expertise and responsibilities.
The core faculty of the university are its tenure-track faculty, who are hired, evaluated, and
promoted on the basis of their contributions to all aspects of the university’s mission: teaching,
research, and service. But in today’s universities a number of other faculty clusters have
developed. For example, at UW, alongside the tenure-track faculty are the WOT faculty
(“without tenure by reason of funding”), who are hired, evaluated, and promoted based on
exactly the same criteria as the tenure-track ones.
In addition to tenured and WOT faculty, there are two categories of faculty members whose
responsibilities are somewhat more limited but who nevertheless are essential to the university’s
mission, and who have become more prominent. Faculty with a Research title (Research
Assistant Professors, Research Associate Professors, and Research Professors) are hired,
evaluated, and promoted based on criteria similar to those for tenure-track and WOT faculty, but
with primary emphasis upon research. Faculty members in these positions are not eligible for
tenure, but in other respects they are treated similarly to other professors. In particular, Research
Assistant Professor appointments are subject to the AAUP standard that after six years, either the
faculty member must be promoted to (Research) Associate Prof or the appointment must cease.
Another important category of faculty members with limited responsibilities is the Lecturers,
Senior Lecturers, and Principal Lecturers. These faculty members are hired, evaluated, and
promoted primarily on the basis of teaching, and in many departments they teach a large
percentage of the student credit hours. They also are expected to contribute to the university’s
service mission, and indeed, in the UW system, lecturers take on major service responsibilities.
However, they are generally paid much less than the faculty members in professorial ranks, and
they are afforded neither the respect generally given to tenured or Research professorial faculty
nor the promotion timeline required for all types of Assistant Professors.
This situation seems incompatible with the growing recognition that excellent teaching is central
to this university’s core mission. This proposal is designed to improve the professional standing
of the UW’s lecturers, many of whom, while not doing traditional disciplinary research, may
nonetheless be doing work that they publish, present at national and international meetings, and
give workshops on. It is time for the UW to take a leadership position in addressing the
widespread erosion of the status of teaching faculty and offering them the respect and
professional status they deserve as an important part of the faculty as a whole.
The main novelty in this proposal is the introduction of a new Instructional Professor track, with
appointment rules similar to those of the Research Professor track, but with primary emphasis on
5
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teaching. The main advantages we see in this this new track are (a) the application of the AAUPstandard “six year up-or-out” requirement, which will ensure that long-serving instructional
faculty do not get permanently stuck in low-status, low-paying, and low-job-security positions;
and (b) enhanced respect and status within and outside the university.

Proposed New Titles
We propose that all of the current Lecturer titles and ranks be replaced by the following titles and
ranks. (See Appendix A for comparisons with current titles and ranks.)
 Instructional

Assistant Professor: This should be the entry-level title for all teaching
faculty who might be expected to make a career at the university, or at least to work halftime or more for more than three years.
o search required
o terminal degree required
o not tenure-eligible
o maximum three-year appointment with one three-year renewal, after which the
individual must be promoted or the appointment must cease after a terminal year
o voting rights
o tier-eligible
o full-time or part-time
 Instructional Associate Professor: Typically, this title will be awarded to people
promoted from Instructional Assistant Professor; but experienced faculty members could
be hired directly into this position.
o search required
o terminal degree required
o not tenure-eligible
o maximum five-year appointment, renewable
o voting rights
o tier-eligible
o full-time or part-time
 Instructional Professor: Typically, this title will be awarded to people promoted from
Instructional Associate Professor; but experienced faculty members could be hired
directly into this position.
o search required
o terminal degree required
o not tenure-eligible
o maximum five-year appointment, renewable
o voting rights
o tier-eligible
o full-time or part-time
 Part-Time Lecturer: This is a (potentially) long-term position for anyone who will
always be teaching less than 50% time.
o no search required
o no terminal degree required
o not tenure-eligible
6
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o

maximum five-year appointment, renewable
no voting rights
not tier-eligible
less than 50% time
 Acting Lecturer: This is a temporary fill-in position. It is meant to be easy and quick to
fill. If the department wishes to keep someone who was initially hired with this title
longer than three years, they must be appointed to a different position (either Part-Time
Lecturer or Instructional Assistant Professor).
o no search required
o no terminal degree required
o not tenure-eligible
o quarterly or one-year appointment
o renewal up to a maximum of three calendar years
o no voting rights
o full-time or part-time

Comments








Part-time lecturers (less than 50% FTE) are often hired to teach specific courses on a
regular basis, and often have principal employment elsewhere. We do not want to stand
in the way of continued hiring of such lecturers.
On the other hand, once a lecturer is working 50% FTE or more for the University of
Washington, the appointing department should make a choice: If this is a temporary
situation, the faculty member should be labeled “Acting” and given a time-limited
appointment; if it’s permanent, he or she should move into the professorial ranks and be
treated as a career faculty member. The “50% or more” criterion must include all faculty
appointments at UW, not just those in a single department, college, or campus.
There is a possibility that part-time lecturer positions could be abused by departments
that wish to cover lots of teaching needs inexpensively and without long-term
commitments. We could consider establishing structural safeguards against this kind of
abuse; but such safeguards should not be so stringent that they might diminish the
usefulness of this position for legitimate long-term part-time needs. The alternative to
structural safeguards would be to rely on deans, chancellors, elected faculty councils, the
provost, and the SCPB to monitor the uses of these positions and ensure that they are not
being used exploitatively.
Some faculty members have expressed a concern that the introduction of the
“Instructional Professor” titles might encourage some departments to gradually (or even
rapidly) increase the percentage of their faculty who are non-tenure-track, thus further
eroding tenure. Should there be language in the Faculty Code that establishes criteria for
when it’s appropriate to hire into the Instructional track? Or do we depend on deans,
chancellors, elected faculty councils, the provost, and the SCPB to police this? This
deserves more discussion.
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We realize that many full-time lecturers are currently hired using temporary departmental
funds, which makes chairs and deans reluctant to make multi-year commitments to them.
An important part of making this plan succeed will be the establishment of some kind of
central “risk pool” that can be used as a source of bridge funds for lecturers whose
contracts have not ended. This would be in some senses parallel to the bridge funding for
lecturers provided by the Office of Research, but it would only be used to support salary
of instructional faculty members. The Provost has already expressed an interest in
creating such a pool.
When the voting rights of faculty in these positions are established, we should ensure that
they are grouped with other faculty members of the same rank for the purposes of voting
on promotion and tier advancements. For example, promotion and advancement of
Instructional Associate Professors should be voted on only by full professors, not by all
assistant/associate/full professors as is currently the case for Senior and Principal
Lecturers. This will be an important ingredient in establishing a higher standard of
professional respect for the instructional faculty.

Questions








Did we choose the correct titles? Here are some alternatives that have been suggested:
o Teaching Professor (and Assistant Teaching Professor, etc.) instead of
“Instructional Professor.” Some have argued that this would more clearly indicate
that this role also includes the teacher as scholar and curriculum creator.
o Instructor (Acting Instructor, Part-Time Instructor) instead of Lecturer.
Currently, this title exists only in the form of “Acting Instructor.” One advantage
of introducing “Instructor” for the non-professorial ranks might be to draw a
clearer dividing line between the new titles and our current Lecturer titles, which
would be discontinued.
Is there a need for a permanent, full-time teaching position at a lower level than
Instructional Assistant Prof? Some have argued that a terminal degree is not really
needed (and is perhaps even contraindicated) for certain teaching jobs, such as
elementary language instruction. Do we need to add another “lecturer” designation for
such people – something like “Full-Time Lecturer” or “Full-Time Instructor”? Such a
position should require a competitive search, but not a terminal degree; and should be
indefinitely renewable. A big question here is this: What is to prevent departments from
appointing large numbers of people to this position, in order to avoid the expense and
commitment involved in appointing Instructional Assistant Professors? We currently do
not support the creation of such a title.
Are there other current groups of lecturers who don’t fit into any of the categories in
this proposal? If so, who are they and why are these categories not appropriate for them?
Is “less than 50%” the correct criterion for part-time? We chose this because anyone
hired at 50% or more receives benefits, and we believe the presumption in that case
should be that this is their primary job.
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Transition
A crucial part of a successful overhaul of our instructional titles will be the provision of a
carefully designed pathway for transitioning all of our current lecturers into the new titles. Here’s
a proposed transition scheme:
 Principal Lecturers: convert immediately to Instructional Professor
 Senior Lecturers: convert immediately to Instructional Associate Professor
 Competitively hired full-time Lecturers: convert immediately to Instructional Assistant
Professor; once converted, a 6-year clock for promotion to Associate Instructional
Professor will begin. (Does there need to be a grandfather clause to allow competitively
hired full-time lecturers to stay in that position if they prefer not to face a 6-year up or out
clock?)
 Competitively hired part-time Lecturers: convert immediately to Part-time Lecturer
 Noncompetitively hired part-time or full-time Lecturers: convert immediately to
Acting Lecturer
Of course, after an appropriate search, a department may choose to promote any
noncompetitively hired lecturer to one of the other positions.

Sincerely,
Jack Lee
Professor of Mathematics
Former Faculty Senate Chair
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Appendix A: Comparison of Titles and Ranks

Job Class Code
# Ranks
Competitive Hire
Terminal degre req?
Appt. Duration

FT/PT
Min. Appt.
9 mo/12 mo
Promotable
Required Activity:
Teaching
Research/Scholarship
Service
Practice
Tenure-eligible
Voting
Vote on prom, tenure

EXISTING TITLES
NEW TITLES
WOT
Research Clinical, Salaried Instructional Prof. PT Lect. Acting Lect. FT Lect. (CH)
101,102,116 141,142,143 165,166,167,168
179,117,180
3
3
4
3
1
1
3
Y
Y
N
Y
N
N
Y
Y
Y
N
Y
N
N
N
3,3 cont.
3,3,then 1-5
Annual,
3,3,then 1-5
1-5
Quarterly
1-5
renewable
renewable
renewable
or annual,
only 3x
Both
Both
Both
Both
Both
< 50%
Both
FT
50%
50%
50%
50% x 6mo
50%
any
any
100%
Both
12 mo only 12 mo only
12 mo only
Both
3,6,9,12 3,6,9,12
Both
Y, mandatory Y, mandatory Y, mandatory
Y
Y, mandatory
N
N
Y
Professorial
101,102,116
3
Y
Y
3,3 cont.

x
x
x
Y
Y (50%)
Y

x
x
x
N
Y (50%)
Y

x

x

x

x

N
N
N

N
N
N

N
Y
limited

x
x
N
Y (50%)
limited
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N
N
N

N
Y (50%)
limited
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Annual or multi-year competitively hired (D,E)
Right/Priv/Responsibility
Full Time > 50% Part Time < 50% Part Time 50% Lecture + 50% Admin
Rank: Lecturer
Y
Y
Rank: Senior Lecturer
Y
Y
Rank: Principal Lecturer
Y
Y
Eligible for promotion to next rank
Y
Y (timing)
Can be transitioned from part-time to full-time N/A
Tier Eligible
Y
Y
Annual Appointments
Y required Y required
Multi Year Appointments
Y possible Y possible
Frequencey of Peer Review of Teaching
Code
Same as FT
Frequencey of Student Evaluations Required
Y
Same as FT
Frequencey of Collegial Review
Code
Same as FT
"Chair" planning conference
Y
Same as FT
Yearly Activity Report
Y
Same as FT
Reappointment by committee (24-44B)
Revisit
Same as FT
Time of notification of renewal before end of term Code
Same as FT
Tenure
N
N
Vote in Shared Governance
Y
Y
Vote for hiring of colleagues
Y
Y
Vote on department issues
Y
Y
Vote on department ciriculum issues
Y
Y
Terminal Degree Required?
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Quarter-to-Quarter Non-Competivitely Hired

