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STANDARD FOUR 

FACULTY

Introduction 

Dedicated, well qualified faculty are at the center of student success. The College consistently 

works to meet or exceed the standard for full and part-time faculty through the hiring process, 

thus laying the crucial groundwork for solid educational experiences. The college utilizes 

exhaustive recruiting, screening, and interviewing procedures to select the most qualified 

applicants with relevant education and experience. The evaluation of both full-and part-time 

faculty is in compliance with NASC Policy 4.A.  

Full and part- time faculty at the College engage in high- quality, effective teaching as shown by 

the demonstrated success of graduates who complete their work at the College and move on to 

other institutions of higher education or the world of employment.  

In addition to their teaching duties, many faculty members engage in scholarship, research, and 

community service activities. An active Professional Development Committee provides funding 

for faculty members to attend conferences and workshops. Currently, the College is experiencing 

a relatively high number of new faculty hires, which has resulted in new ideas, expanded course 

offerings, and innovative teaching techniques. Salaries have improved for both full-time and part-

time instructors, and the process of collective bargaining has become more collegial and interest-

based during the past several years.  
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Faculty, Selection, Evaluation, Roles, Welfare and Development 

The selection, retention, and development of competent faculty are an ongoing process 

consistent with the institution’s mission and goals.  

Full-time faculty members have a contractual obligation to teach, advise, hold office hours, serve 

on up to two college-wide committees, participate in college department, and division activities 

and meetings; develop curriculum and program content, provide input to course scheduling, and 

departmental hiring of part time faculty. They perform other professional duties as needed or 

required by their respective teaching disciplines. 

Many faculty members go above and beyond the contractual obligations of the institution as 

evidenced by the summary of professional, community and volunteer activities noted in Exhibit 

1.7.F. Many instructors reach beyond institutional contract demands by serving on advisory 

boards for other schools and industry. They volunteer time within K-12 and higher institutions 

by serving on committees or acting as consultants. Some professional technical faculty hold part-

time jobs outside the educational environment in the area of their teaching expertise.  This helps 

them stay current with industry standards and changes. This high level of community 

involvement contributes to teaching effectiveness and demonstrates their desire for quality 

education, which is relevant to the learning outcomes of students and their future successes. 

The College employs approximately 180 part-time faculty on a quarter-by-quarter basis. That 

number represents 55 percent of the teaching load in any given instructional quarter. Part-time 

instructors are expected to teach and be available to assist students outside of class. They may 

also receive special- assignment pay for additional duties. 

Faculty members are represented as a bargaining unit by The Everett Community College 

Federation of Teachers, Local 1873 (hereafter "the Federation"). The Federation has been active 

in negotiating better pay, benefits and working conditions for full-time and part-time faculty 

within allowable parameters and financial resources. Interest-based bargaining is the model used 

by the College, and participants in the bargaining process have characterized this approach as a 

positive system to resolving College problems that are related to the collective bargaining 

agreement.  

One of these problems has been the disparity between part time and full time pay. A specific 

example of the College addressing this disparity was demonstrated during academic school year 

1997-1998 when all faculty salary increases were put on hold until an increase in the part-time 

pay scale was successfully negotiated. Another example is the use of division/department 

budgets for creating full-time temporary positions within individual departments. This past 

academic school year (1998-1999) there were a total of 13 full- time temporary positions offered 

at the College. These positions are generally renewed on a yearly basis until a tenure track 

position can be funded. 

A possible solution to the full-time / part-time disparity issue is to create more full- time tenure track 

positions in the areas where departments/ programs have demonstrated a consistent need for a 

funded tenure track position. This in turn would decrease the burden on full-time faculty to take an 

overload in their teaching assignments, thus decreasing the risk of burnout and faculty turnover. It 

would also decrease the burden of filling part-time positions with quality part-time faculty. Although 

the disparity issue between part-time/full-time faculty salaries has been disputed throughout the state 

of Washington, the level of funding of these two groups is primarily a result of state statute, legislative 

appropriation, and the allocation models of the State Board for Community and Technical Colleges. 

4



Faculty Profile 

Under the College guidelines, including the negotiated agreement between the College and the 

Federation (Part II. Personnel Matters 4.1- 4.31), the College seeks applications from and selects 

faculty who have advanced training or experience relevant to their assigned duties. Each 

instructor possesses scholarship and/or technical expertise that represents appropriate study, 

training, and skills in the area of their assignment. Faculty members are expected to have a clear 

understanding of the college's mission, goals and strategic planning and are able to perform the 

assigned duties in a manner consistent with these statements. All but two professional/ technical 

programs have full-time faculty. The physical education department and their course offerings 

were previously staffed exclusively by part- time faculty members. This raised concerns among 

faculty about the lack of support and funding directed toward the PE department and their lack 

of faculty representation. In response to this, the College hired a full-time, tenure track instructor 

in the Physical Education department beginning in Fall 1999. A full-time faculty member in 

Nutrition will be hired in Spring 200. 

The breakdown of terminal degrees for full-time faculty as of July 1999 is as follows: 

13 full-time faculty have doctorates, 89 have master's degrees, and 13 have baccalaureate 

degrees. 

(See Exhibit 4.1 for characteristics of faculty and administration and Exhibit 4.2 for Table 1, 

Institutional Faculty Profile, and Table 2, Number and Source of Terminal Degrees of Faculty)  

Participation in Planning, Curriculum Development, Advising, and 

Governance 

Academic Planning 

Faculty members participate in academic planning as members of the Instructional Council. This 

committee oversees the approval of all college courses that are offered. Faculty also participate 

as members of the Academic Appeals and Regulations Committee, which makes 

recommendations regarding academic procedures in the following areas: grading, all-college 

credential requirements, academic waivers, and other subjects directly affecting the academic 

standards of the College. Instructors are also involved in academic planning during the annual 

program review process. Each department reviews current programs and makes changes in 

response to students' academic needs as well as advisory board recommendations from industry. 

The faculty provides input to the budgetary process through annual budget requests for positions 

and equipment, and as part of the Program Review Process. They also participate in developing 

the schedule of courses for upcoming academic years. 

Curriculum Development and Review 

The faculty develops curriculum continuously at the department level. New course proposals are 

reviewed by the department first and then approved by the division prior to going to the 

Instructional Council, which sends its recommendations to the Vice President for Educational 

Services. (See Exhibit 2.7). The full-time faculty in each division elects a representative to the 

Instructional Council for a two-year term. The Federation also elects a faculty representative to 

the Instructional Council. The formal process to update course syllabi occurs every two years 

when the new catalog is updated to reflect additions, deletions and changes that have occurred. 

However, department faculty update their syllabi as needed. Additionally, all course information 

forms were changed in 1999-200 in order to make explicit the links between the course objectives 

/ outcomes and the institution's mission and individual program goals (see Exhibit 2.6.B). The 

student learning objectives were revised as well during this process in order to make them clear 

and measurable. Faculty members were encouraged to make these outcomes easily available to 

the students. 
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Academic Advising 

Student advising services are coordinated by the Enrollment Services Office. Cooperation and 

collaboration among the many parts of the campus community are exemplified in most of the 

advising activities. 

Advisor training sessions are offered for faculty during Opening Week in September, aimed at 

both new and experienced faculty, as well as appropriate staff. Follow-up advisor training 

sessions are then offered periodically throughout the year. The "Advising Update" is distributed 

quarterly. Two Curriculum Advisors (staff positions) located in Enrollment Services were added 

in 1998, These positions were changed to administrative exempt positions with the title 

Coordinator of Advising and Outreach in December 1999. These two coordinators are 

responsible for collaborating with faculty to learn program requirements as well as inform faculty 

of new developments. A specific example of this is the development of an Advising Handbook, 

which was published in Spring 1999 (see Exhibit 2.14.A). New advising opportunities such as a 

help booth (the "Lucy Booth") set up in the student union, and an Advising Week with an Advising 

Fair also provide collaborative opportunities. 

As a result of training opportunities, faculty involvement in advising is growing. Faculty are 

increasingly volunteering to participate in the help booth and during Advising Week. Although 

some paid advising arrangements still exist, voluntary participation has been evident in the large 

advising events prior to the start of the quarters. Along with the implementation of specific 

advising activities, the College practice is to encourage rather than require students to connect 

with a faculty advisor. 

The contract for full-time faculty states that faculty members are to assist with advising. 

However, since the College does not require students to make use of an advisor, level of 

participation by faculty in advising varies. In practice, who and to what extent faculty fill an 

advisor role is more dependent on skill, interest, and program area than contractual obligation. 

In some cases the College makes contractual arrangements with part-time faculty to serve as 

advisors. 

Student access to advising has improved since the addition of the two Coordinators of Advising 

and Outreach. A coordinator will be available 40 hours per week, 12 months per year, and 

offer services two evenings per week. In addition, the College has implemented an "on-line 

advisor service" for the convenience of students. The instructional division, recognizing the 

mismatch of the faculty contract periods with student demand for advising, has been supportive 

of increasing staff for advising purposes. 

Some faculty, staff, and administrators have raised questions concerning the quality of advising 

and inequity in advising loads among faculty. As is the case in most community colleges, there 

remains the uneven advising commitment between liberal arts faculty and technical program 

faculty. Many of the technical program faculty, of course, work directly with students in class, 

and spend a great deal of time both presenting pre-enrollment information sessions, and 

performing on-going advising. Many professional technical faculty members are required by 

specialized accreditation standards to keep student records that document those encounters. On 

the other hand, a number of the liberal arts faculty in the more demanding areas, such as business 

and the sciences, meet a very large number of individual student advising needs compared to 

others. 

In addition to the question of equity in advising loads, there remains the question of faculty 

commitment to developing the skills and information needed to advise a broad range of 

students. While advisor training sessions are well attended, less than 50% of the faculty 

participate. 
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Historically, advising has been a difficult contractual issue that the faculty union and College 

administrators have not satisfactorily resolved. In the late 1980's and early 1990's student 

advising was the subject of much discussion. In the mid 90's the College embarked upon 

mandatory placement testing but advising remained optional. At about the same time, large 

group advising sessions prior to the beginning of a quarter were implemented, and faculty were 

paid to participate. Throughout this period, students were encouraged to make contact with a 

faculty member identified with their area of interest, and to use that person as an advisor for 

program requirements and schedule planning. During the same time, faculty and staff of the 

Student Development Center (a.k.a. Counseling) assisted many students on a drop-in or 

appointment basis. The Admissions Office took responsibility for circulating "Advising Updates" 

to faculty, and scheduled the faculty who assisted at the large group events. 

The faults of this system were heavy reliance on faculty who were not necessarily available at 

peak student need times just before the start of the quarter, or in the afternoons, lack of faculty 

training, the spotty interest of faculty in making a commitment to advising, and lack of an exerted 

effort to develop an advising system. 

Student access to advising and counseling has greatly improved in the last two years, but much 

remains to be done. The centralization of advisor services coordination in Enrollment Services, 

the increasing activities to make advising available to students, and advisor training programs 

need fine-tuning. Currently, our many activities are viewed as a "constellation" of services. They 

need to be more integrated, and follow a clearer strategic purpose. Our recent efforts have been 

to take risks, expand accessibility services and quality, try new modes, and seek ways to set an 

expectation that advising is a desirable activity on everyone's part. This has enabled the College 

to learn more about student needs and faculty interests. A survey administered in Winter 1999 

informed planners about student satisfaction with advising. These results are being used to shape 

some of our future endeavors (see Exhibit 2.1.E). An Advising Committee serves as a forum for 

new ideas and assessment of current activities. 

At this time the College not pursuing a requirement for students to interact with an advisor. 

Given current human and fiscal resources, accommodation and scheduling of students who do 

not want or need intervention in addition to those who do, is not cost effective. Instead, the 

College is crafting services to appeal to a wide range of students. Entry material is used to 

promote the idea to students that they have the responsibility to seek advising, while the College 

has the responsibility to make it high quality and accessible. The present and future challenge is 

to find ways to increase faculty interest and participation in advising students in their subject 

areas. 

It is the responsibility of the Associate Dean of Enrollment Services to continue the dialogue on 

campus, to collaborate with faculty about student advising, and to follow the challenges outlined  

above. 

 

 

Institutional Governance 

Faculty members are active in the governance of the College. The input from faculty members 

takes place both formally (through the Federation and existing College committees) and 

informally (through conversations with administrators and staff members). 

 

Divisions serve as administrative units for groups of academic departments, with each academic 

field (or in some cases two or more academic fields) forming a department. A department head 

is elected from full-time faculty to represent their department and carry out the responsibilities of 

course scheduling and recommending part-time faculty for hiring, as well as developing and 

revising curriculum. The department head has many opportunities for decision making at the 
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department and division level regarding program development and evaluation, budgeting, and 

selection of faculty to represent the department on college-wide committees and issues. In some 

departments the entire faculty are involved in these processes. 

In addition to the Instructional Council and Academic Appeals and Regulations committees  

already described, faculty members participate on a number of other committees as a part of 

institutional governance. Exhibit 6.11 contains the lists of committees (and their memberships) 

that play a role in institutional governance. Standard Six contains additional information on the 

faculty's role in institutional governance. 

While faculty members have numerous avenues available to them to participate in institutional 

governance, not all faculty members participate as standing committee members. However, 

many faculty members serve on appointment review committees and other task forces that do 

not show up on the standing College committee lists. The accreditation self-study process and 

the Strategic Planning Committee provided additional avenues for faculty to influence college 

decision-making. The College would benefit from a higher level of faculty participation on 

standing committees. The College President is currently considering additional alternatives for 

integrating more faculty and staff into the decision-making process. 

 

 

Faculty Workload and Support for Professional Growth 

Faculty workloads are intended to support College programs as those programs contribute to 

the goals set forth in the mission statement. The faculty members at the College are working in 

areas that support both community needs and the College mission. Vocational courses are 

offered for workers requiring retraining as well as those seeking their first job. Tech Prep 

encourages a seamless curriculum between the high school, community college, and four-year 

college. Students desiring to transfer to four-year institutions are assured a transfer curriculum 

that maximizes upper-division transfer opportunities for students as a result of ongoing work 

with the Inter-College Relations Commission. 

There are several workload issues that must be addressed by the College. 

Over the last ten years there have been increased focus on mode and load issues. Classes that 

are considered "lecture" are paid at a higher rate than classes traditionally thought of as "lab." 

Lab and lecture no longer clearly define the workload difference between classes and should be 

disregarded in determining how an instructor is paid. Lecture classes such as English are now 

taught in computer labs. Traditional lab classes taught on computers require lecture to bring 

students into the world of technology. 

Currently there is a committee of faculty members meeting to research mode/load discrepancies 

on campus. One proposal is that "hours in the classroom" should determine instructor pay. The 

College has not yet resolved this issue, but work will continue as part of the operation of the 

Contract Administration Committee. Currently faculty union representatives appear more 

willing to open this area of governance. The issue of mode/load on campus is difficult. When 

the faculty committee makes its recommendation, it will be interesting to see what that 

recommendation is and how the College responds to this challenge. 

Sabbatical requirements (see Exhibit 6.9) are perceived by some as narrow -- not allowing for 

sufficient faculty choice of professional growth area. The Professional Leave Committee is 

charged with outlining these requirements each year, and will continue to revise and refine the 

requirements in order to ensure a benefit for both the faculty member and the College.  

 

 

8



Professional growth and renewal is addressed in the college mission statement under Strategic 

Initiative 4: Enhancing Innovation and Communication. The College has had several activities 

that are intended to stimulate personal growth and renewal. 

Request for Proposals (RFPs) was a process used from 1995-97 for allocation of equipment, 

travel and conference opportunities, and other similar activities. Faculty members applied for 

monies made available through this model during these years, and enhancements were made in 

many programs. 

Other opportunities for professional growth and renewal include sabbatical procedures and monies 

made available from the Tech Prep funds, Faculty Development Committee funds, and the Outcomes 

Assessment allocation. Instructors apply to the administration for a sabbatical or to the Outcomes 

Committee and/or Faculty Development Committee for monies. In these application processes, a 

committee determines whether the application will be approved. Tech Prep funds are made 

available to send vocational instructors to conferences and to pay for program and curriculum 

development. The Tech Prep director is responsible for the allocation of these funds. 

 

 

Salaries and Benefits 

Data for salary comparisons of full-time faculty for 1998 made available from the State Board 

for Community and Technical Colleges (SBCTC) show the College’s "Actual FT Faculty Salary" as 

$38,696. The system average in Fall 1998 was $41, 259. The two closest community colleges are 

Skagit Valley ($39,581) and Edmonds CC ($42,557), both with a higher average salary. These 

figures suggest that the College is competitive in attracting and retaining faculty in the area of 

salary and benefits. 

Although a disparity exists between full- and part-time faculty salaries, part-time salaries at the 

College are higher than those at Skagit Valley CC, Shoreline CC, Edmonds CC, and Bellevue CC 

as reported by the State Board in 1998. Only Whatcom Community College showed higher part-

time salaries in 1998 as reported by the State Board for Community and Technical Colleges in a 

comparison of part- time salaries at community and technical colleges in the state. Recent salary 

increases for part-time instruction were implemented in Fall 1999. 

Policies on salary placement and advancement are clearly stated in the faculty contract, section 

5. (See Exhibit 6.9) 

 

Employment benefits are described in Part III of the employee contract. Sections include:  

15. Insurance -- This section refers to regular coverage toward premium costs of Public 

Employee Benefits Board (PEBB). Unemployment compensation is also described. 

16. Retirement -- Employer contributions and payroll deductions for privately selected 

retirement and annuity programs involving tax shelter provisions. 

17. Tuition and Fee Waiver -- This policy is consistent with enabling legislation. 

Leave benefits are described in the following sections:  

18.  Eligibility 

19.  Sick leave: illness, injury, bereavement, and emergency 
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20. Other Leaves 

21. Professional Development 

22. Professional Leave 

A Professional Development Committee consists of four faculty members (and the Board of 

Trustees is generally represented by the Human Resources Director). 

 

Appendixes F.1., F.2., F.3., and F.4. clearly define the leave process. Every year forms are sent 

to faculty as a reminder that leaves are available and appropriate deadlines for application. 

 

When faculty are newly hired, payroll office staff members explain benefits as listed in the contract 

and provide additional materials to clarify specific insurance policy choices, retirement options, 

etc. as part of the new faculty orientation process. 

The employee contract is available to all faculty members. Information and pamphlets pertaining 

to insurance, retirement, annuities, and tax shelter options are available in the Payroll Office.  

 

 

Faculty Evaluation 

Faculty evaluation is carried out in accordance with the negotiated agreement between the College 

and the Faculty Federation, which is the bargaining unit for the full and part-time instructors. Section 

8 of the Negotiated Agreement By and Between the Board of Trustees of Community College 

District V and The Everett Community College Federation of Teachers ("negotiated agreement" 

or "contract" hereafter) outlines the evaluation process in detail (See Exhibit 6.9 and Appendix 

D). This process is referred to as the "Performance Appraisal System" and is in compliance with 

Policy 4.1. 

New full-time faculty members undergo evaluation under the direction of an Appointment 

Review Committee (ARC). This committee coordinates all evaluation activity, which may include 

(but is not limited to) student evaluation, peer evaluation, self-evaluation, administrator 

evaluation. Three meetings per quarter are scheduled in order to address concerns, promote 

successes, and resolve problems. Detailed minutes are kept and forwarded to the Board of 

Trustees each February. This process stays in place until the faculty member is granted tenure, 

typically a period of three years. 

Different appraisal forms exist for instructors, counselors and library / media specialists in 

order to account for the variety of job responsibilities in each of these areas. Student 

evaluations for instructors also differ from those of counselors and from those used to assess 

library / media specialists. 

All tenured faculty undergo a full-scale evaluation once every three years. This consists of 

administrator evaluation and student evaluation (see Appendix D). 

Part-time and temporary academic employees undergo administrative and student evaluations 

during the first quarter they teach and every fourth teaching quarter thereafter (excluding 

Summer Quarter). Evaluation materials are specially developed tools that assess the 

performance of individuals specific to their responsibilities as outlined in the contract. These 

forms have been modified for ease of use several times since 1990. 
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Included in the evaluation process for all faculty is an employee improvement plan, which is 

intended to outline the areas of improvement and the plans for improvement. This provides 

the link between evaluation and remedial action as required in Policy 4.1. 

The entire evaluation process has been updated several times since the 1990 NASC visit. A 1995 

Focus Visit recommended the College consider including professional development plans as part 

of the faculty evaluation process. A 1997 Progress Report lists the activities and College responses 

to that recommendation (see Exhibit 2.10.C). 

Since that progress report, minor progress on this issue has been made. The discussions during 

the meetings of the Contract Administration Committee in 1999 have included some 

conversation about this issue, and it is the intent of both the administration and the Federation 

to continue this dialogue in hopes of developing a meaningful resolution. 

The faculty evaluation process is commendable for its overall design and comprehensive nature. 

While the student evaluation instrument has been shortened, there is still a concern about the 

number of hours needed to conduct these evaluations. Administrative assistants responsible for 

going to the classes, gathering, scoring and transcribing the completed instruments report some 

frustration with the lengthy nature of the process. Various alternatives for improving the logistic 

arrangements of student evaluations of faculty have been proposed and are under consideration 

by College administration. They include: 

 Return evaluation function to Human Resources; 

 Create a position to conduct the evaluation process; 

 Look at the evaluation process to see if adjustments in workload can be 

made to improve efficiency. 

 

 

Recruitment and Appointment of Full-Time and Part-Time Faculty 

The recruitment and appointment of full-time faculty is an established process linked to the 

overall planning efforts of the College. As part of the program profile and program review 

process, departments identify personnel needs and make requests for additional or replacement 

full-time faculty. These recommendations are forwarded to the appropriate division dean and 

discussed and acted on at the administrative level. Hiring practices and procedures are outlined 

in the faculty contract (see Exhibit 6.9, Part II). Additional information on affirmative action 

policies is found in the College Affirmative Action Plan (see Exhibit 1.2.J). These and other 

institutional personnel policies and procedures are published and available to faculty. As part 

of the self-study process, work began on an operations manual that will pull together in one 

document a comprehensive set of college policies and procedures, including those related to 

personnel. 

 

The part-time faculty members meet minimum qualifications for their teaching assignments and 

other prescribed duties and responsibilities of the College. Part-time positions are highly 

competitive in most areas, and well-qualified faculty members are selected to fill positions on 

part-time contracts as outlined in the negotiated agreement. The Office of Human Resources 

screens applicants in order to ensure they meet the minimum qualifications established by the 

department seeking part-time faculty. A faculty committee then rates the applicants using a 

scoring system based on the minimum and preferred qualifications. Interviews conducted to 

select the part-time faculty are attended by a member of the Office of Human Resources in 

order to ensure compliance with local, state, and federal hiring laws and practices. As a result 
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of these processes, the quality of the college's part-time faculty is exceptional. Adjustments to the 

hiring process are under consideration by the administration in order to maintain the integrity 

of the process. 

Upon hire, a part-time faculty member is provided with a packet of information from the division 

office regarding the institution's operating procedures (See Exhibit 4.14), including location of 

copying machines, contracts, parking, keys, etc. in abbreviated form. Reference is made to other 

locations on campus that are able to provide more detail. 

The faculty contract is sent to the part-time faculty member from the Office of Human Resources. 

This contract outlines the work assignment for the quarter, including salary data for the 

instructor. A copy of the negotiated agreement is available for part-time instructors from the 

Federation office or from the Office of 

Human Resources. The contract outlines the rights and responsibilities of faculty, as well as the 

conditions of employment for both full and part-time faculty. 

The Office of Educational Services puts together a packet of information for new full-time 

faculty, but no standardized handbook exists for part-time faculty. Several divisions have 

developed orientation materials, but the College would benefit from a comprehensive, 

standardized document for part-time faculty. Also, orientation sessions scheduled for part-time 

faculty are not well-attended. Consideration should be given to making these paid, mandatory 

sessions in order to improve the communication about college policies and procedures. 

Institutional policies concerning the use of part-time faculty in light of the mission and goals are 

in evidence. The college is committed to hiring quality part-time instructors that can offer 

students current and relevant instruction, and the hiring policies that exist for part-time faculty 

are assessed in light of this institutional goal. (See Exhibit 4.14) 

Opportunities for professional development for the part time faculty are part of the college's 

institutional goal of encouraging innovation and communication. Policies allow for full participation 

by the part-time faculty on college committees, task forces, and councils, yet part-time faculty are 

not paid for those hours. As a result, part-time faculty participation in planning efforts of the college 

is low. Part-time faculty are encouraged to apply for professional development and outcomes 

assessment grants. 

In the instructional program review process, the use of part-time faculty is assessed in order to 

recommend improvements in this area. As part of the full-time faculty hiring process, the use 

of part-time instruction is evaluated in order to assess the need for a full-time faculty member. 

Overall, the policies regarding the use of part time instruction are evaluated in order to improve 

the use of part-time faculty at the college. A general discussion of climbing numbers of part-time 

faculty and the disparity in pay between full and part-time faculty would be productive as part 

of the college-wide planning efforts. These questions are usually linked to budget constraints; 

however, a philosophical statement regarding the use of part-time instruction at the college 

would be beneficial. 

 

 

Academic Freedom 

Academic freedom is fostered and protected by the institution. The faculty contract outlines the 

purpose and implementation of academic freedom, and reads as follows: 
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Section 25.10: A major purpose of community college education is to share with students the 

scholarly, imaginative, and scientific efforts that have been made toward understanding 

our human condition and our world. Informed and critical students will be more able 

to act responsibly as citizens to make choices in their own lives and to attempt solutions 

for problems of the future than uninformed, uncritical followers. The purpose of 

Academic freedom is to insure this intellectual development of students. 

Section 25.20: Fully aware of their obligations under the laws of the land and under 

contracts and duly-negotiated Agreements with the Employer, academic employees are 

guaranteed the following freedoms: 

 

A. Academic employees are free to exercise all their constitutional rights without 

institutional censorship, discipline, or other interference. 

B. As scholars and specialists, academic employees are free to conduct research and to 

publish its results. 

C. As professionals in their respective disciplines, academic employees are free to select the 

content and methods through which to discharge their responsibilities as instructors, 

counselors, and librarians/ media specialists. They are free to select textbooks, resource 

persons, and other materials required to carry out their assigned responsibilities, 

consistent with reasonable financial restrictions determined by the Employer. 

D. As student advisors, counselors, and confidants, academic employees may not be 

required to release information about counselees other than those grades and official 

records required by the appropriate District record- keeping office or when otherwise 

required by law. 

 

 

Scholarship, Research, and Artistic Creation 

Consistent with the mission and goals of the College, faculty members are engaged in scholarship 

practices. Instructors attend conferences and workshops related to their specific f ields and give 

presentations in seminars and workshops and national and local conferences. They create and 

modify courses, software and on-line instruction in response to the instructional needs. They 

participate in staff development activities as presenters and learners and take courses at local 

colleges and universities in pursuit of advanced studies and degrees. Faculty are involved in 

professional organizations that not only provide education for the faculty but also allow an 

interchange of ideas that can be passed on to students. They are involved in textbook reviews 

for publishers and some faculty have published papers and/or textbooks in their field or 

disciplines. 

While the institution complies with the development and administration of policies, its focus is 

not research oriented thus not reflected in the institution's mission and goals. The College is 

known for its teaching, not research; however, there are those faculty that are involved in 

research. Many faculty members have conducted demographic studies of students and have 

researched latest trends in the workplace related to their fields. Others have traveled locally and 

abroad to research areas relevant to their courses. Instructors are involved in outcomes 

assessment and have extensive and ongoing research in these areas of educational improvement 

and student success. 
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Faculty members are involved in artistic creation on a daily basis with continual assessment and 

modification of lectures and presentation of other materials. They design web pages, develop on-

line courses and are involved with multi-media and other technology in the classroom. They 

write highlights for course offerings and assist with brochure designs and other advertising (See 

Appendix F, Exhibit 4.6 for a summary of artistic creation, scholarly activity and faculty research). 

The faculty contract outlines the overall College approach to academic freedom, including the 

rights and responsibilities related to scholarship, research, and artistic creation. These are clearly 

communicated to each faculty member upon receipt of the contract. 

 

 

Institutional Support for Scholarship, Research, and Artistic Creation 

Professional development opportunities exist for instructors to pursue their scholarship, research, 

and artistic endeavors. Resources are provided to each division for use by faculty members as 

they engage in professional development activities. Additionally, the Faculty Development 

Committee and Outcomes Assessment Committee promote activities that support faculty. The 

College Foundation has also provided financial support for faculty, and has increased its 

allocation in order to provide higher levels of support for a variety of activities. 

Although the College is a teaching, not a research institution, faculty are encouraged through 

sabbatical and enhancement leaves (Part IV, 22 of contract), reassigned time, grants, professional 

development funds (Part IV, 21 of contract), and special assignments to engage in research, 

artistic creation and renewal.  

Faculty Excellence Awards were put in place in 1999-2000. These are designed to reward faculty 

performance. The program will be implemented by the College in conjunction with the Foundation. 

The College has a handful of programs funded by grants and/or contracts. These are primarily 

in the vocational area (WorkFirst, Tech Prep, Workforce Training and Development, among 

others), with another major program in the area of student support (Student Support Services 

program). All College programs are consistent with the institution's mission and goals. 

Additionally, the College puts no encumbrances on their faculty or their academic freedoms as 

specifically addressed in the academic freedom section of the negotiated agreement. (See Exhibit 

6.9, Part V, 25.20) 

 

 

Major Accomplishments and Future Directions 

The College has made improvements in the part-time hiring process in order to ensure fair 

treatments of all qualified applicants. A rigorous screening process is in place to maintain the high 

quality of instructors who teach part time.  

 

Student evaluation instruments have been modified several times since 1990. The instruments used 

by students to evaluate faculty members and courses are now shorter, take less time to complete, 

and include narrative data for instructors and appointment review committees. The process is still 

labor-intensive, and as more new hires join the College, this workload will increase. The College 

needs to continue to manage the process efficiently. 
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Scholarship, research, artistic creation, and community service activities have increased since 1995. As 

part of self-study, faculty members were asked to list their activities in these areas, and the list 

reveals a commendable amount of work done by College faculty. These activities benefit students 

and community members, and make the College an intellectually stimulating place to work. 

 

The move to interest-based bargaining has had a positive impact on the negotiations between the 

faculty Federation and the Board of Trustees. Recent negotiations on salary took less time, were 

more cordial, and had positive results for all involved. This has a positive effect on employee 

morale, 

 

Faculty compensation has improved for both full-time and part-time instructors, and the disparity 

that exists between full-time and part-time pay has been reduced. 

 

Future directions include more work by the College on making progress on issues such as 

mode/load, advising, and continues progress on salary issues. 
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Standard Four – Materials in the Exhibit Room 

4.1  Statistics available concerning faculty and administration characteristics 

4.2 Completed Table #1  

4.3 Salary data for faculty 

4.4 Policy and procedures on the evaluation of faculty, both full-time and part-time 

4.5 Representative examples of the institutional and public impact of faculty scholarship 

4.6 Summary of the most significant artistic creation, scholarly activity, and research by 

faculty during the past five years 

4.7 Faculty handbook, including personnel policies and procedures 4.8

 Policy on Academic Freedom 

4.9 Faculty committees and memberships 

4.10 Evaluation forms and summary reports of student evaluations of faculty and courses 

4.11       Access to personnel files and current professional vitae 

4.12  Criteria and procedures for employing, evaluating, and compensating faculty in special 

programs such as off-campus, study abroad, travel/study, non-credit, or extension credit 

programs 

4.13 Copies of any doctrinal statements required for employment, promotion, and tenure 

4.14 Policies governing the employment, orientation, and evaluation of part-time faculty and 

teaching fellows, if applicable 

4.15 Summary reports of faculty involvement with public services / community services 

4.16 Institutional policies regarding scholarship and artistic creation by faculty and students 

4.17 Institutional policies regarding research activity, including sponsored research by 

faculty and students 

4.18 Summary of the faculty role in developing and monitoring policies and practices in 

scholarship, artistic creation, and research 

4.19   Statistics on faculty retention and turnover 
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Standard Four 

List of Appendices 

Appendix A -- Exhibit 4.1 Faculty and Administration Characteristics 

Appendix B -- Exhibit 4.2 Institutional Faculty Profile (Table One) and Number and Source of 

Terminal Degrees of Faculty (Table Two) 

Appendix C -- Exhibit 4.3 Salary Data For Faculty 

Appendix D -- Exhibit 4.4 Faculty Evaluation Policy and Procedures 

Appendix E -- Exhibit 4.5 Representative Examples of the Institutional and Public Impact of 

Faculty Scholarship 

Appendix F -- Exhibit 4.6 Summary of the Most Significant Artistic Creation, Scholarly Activity, 

and Research by Faculty 
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Appendix A -- Exhibit 4.1 Faculty and Administration 

Characteristics 

1998-99 Statistics from the following sources:  EvCC Affirmative Action plan, Office of 

Human Resources, EvCC Federation. 

 

Gender Part Time 

Faculty 

Full-time 

Faculty 

Administrators 

Males 60 49 15 

Females 120 66 12 

 

 

Contract Type Faculty Administrators 

Full-time 115 26 

Part-time 180 1 (11 month contract) 

 

Other Characteristics--Full 

Time Faculty + Admins. 
Faculty Administrators 

Black 1 0 

Hispanic 4 1 

Asian 2 1 

American Indian 3 0 

Disabled 11 0 

Vietnam Veteran 11 0 

Disabled Veteran 1 0 

40 and over 
93 24 

 

Of the 180 part-time faculty, 120 are female, 60 are male 

 

Ratio of Full-time, 

tenured faculty only 

Years of service Total Faculty Male Female 

     

Upper Third 18-34 35 24 11 
     

Middle Third 5-17 33 15 18 
     

Lower Third 0-4 37 14 23 
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Appendix B -- Exhibit 4.2 Institutional Faculty Profile (Table One) and Number and Source of 

Terminal Degrees of Faculty (Table Two) 
 

STANDARD FOUR - FACULTY TABLE #1. . . . INSTITUTIONAL FACULTY PROFILE 

 

 

 

Rank or Class 

 

 

Number 

Full - Time Faculty 

 

Number of Terminal Degrees 

 

Salary, 9 Months 

Years of 

Experience at 

Institution 

Total Years 

of Teaching 

Experience 

Previous Fall 

Term 

Credit Hour Load 

Full 

Time 

Part 

Time 

Dr M B Prof. 

License 

Less 

than 

Bach 

Min Med Max Min Med Max Min Med Max Min Med Max 

Professor                    

Associate 

Professor 

                   

Assistant 

Professor 

                   

Instructor 115 180 15 74 13  2 34105 37500 41730 1 17 34 1 17 34 15 20 30 

Graduate 

Assistant 

                   

Research 

Assistant 

                   

Visiting Lecturer                    

Other:                    

                    

Note: All faculty members are at the rank of instructor 
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STANDARD FOUR - FACULTY TABLE #2. . . . . NUMBER AND SOURCE OF TERMINAL DEGREES OF FULL-TIME FACULTY 

 

 

Institution Granting Terminal Degree 

 
Number of Degrees 

 
  Doctor  

 
  Master  

 
Bachelor 

Antioch University  1  

Bowling Green State University  1  

Brigham Young University  1  

California Polytechnic State University, San Luis Obispo  1  

California State University, Chico  1 1 

California State University, Hayward  1  

Central Washington University  1 5 

City University  2  

Colorado State University   1 

Eastern Washington University  1  

Gonzaga University  2  

Hiroshima Jogakuin College   1 

Montana State University   1 

North Texas State University  1  

Northern Arizona University  1  

Ohio State University  1  

Ohio University  1  

Oregon State University  2  

Rochester Institute of Technology  1  

San Francisco State University  1  

San Jose State University   1 

Seattle University  1  

Texas Woman's University  1  

Université De Nantes  1  

University of British Columbia  1  
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STANDARD FOUR - FACULTY TABLE #2. . . . . NUMBER AND SOURCE OF TERMINAL DEGREES OF FULL-TIME FACULTY 

Institution Granting Terminal Degree 

Number of Degrees 

Doctor Master Bachelor 

University of California, Berkeley 
 1  

University of California, Davis 1   

University of California, Santa Barbara 1   

University of Hawaii  2  

University of Iowa  1  

University of Kentucky  1  

University of London 1   

University of Minnesota  1  

University of Montana  4  

University of New Mexico  1  

University of North Carolina  1  

University of Oregon  4  

University of Pittsburgh  1  

University of Portland  1  

University of Puget Sound  1  

University of San Diego  1  

University of Southern California 1 2  

The University of Toledo 1   

University of Washington 11 15 3 

University of Wisconsin 1   

University of Wisconsin, Milwaukee  1  

University South Carolina  1  

Valparaiso University   1 

Washington State University  2  

Western Michigan University   1 

Western Washington University  14  
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Appendix C -- Exhibit 4.3 Salary Data For Faculty 

 

Full Time Salary 

Schedule 

Annual Salary 

(174 days) 

 July 1999 

New Hire 35,355 

At tenure 37,355 

3 years 41,230 

5 years  

9 years 42,630 

10 years  

15 years 44,430 

20 years 46,430 

25 years 48,430 

 

Source: Agreement by and between the Board of Trustees of Community College District V and the 

Everett Community College Federation of Teachers Local 1873, AFT, WFT, AFL/CIO, July 1, 1996 to 

December 31, 1998. 

 

Note: Advancement to the Senior Steps is accomplished only if increments are funded. 

Note: In addition to the above compensation, academic employees who hold earned doctorate 

degrees shall receive a stipend of $ 1,000 per annual contract year. 
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Appendix C, continued – Other Payment Schedules 

 

PART TIME FACULTY SALARY SCHEDULE 

EFFECTIVE 7/1/99 

QUARTERLY BASE 

SALARY: 

 7810      

         

Percentage of load is figured to three decimal places. Contracts will show salary figured to three decimal points. 

The following schedule is based on contract hours per week for ten weeks. The dollar amounts shown are the quarterly 

salary amounts. 

         

 % OF LOAD AND QUARTERLY SALARY AMOUNTS AT 15, 18, 20 AND 30 MODES 

 % OF 

LOAD 

SALARY % OF 

LOAD 

SALARY % OF 

LOAD 

SALARY % OF 

LOAD 

SALARY 

CONTACT AT 15 

MODE 

AT 15 MODE AT 18 

MODE 

AT 18 

MODE 

AT 20 

MODE 

AT 20 

MODE 

AT 30 

MODE 

AT 30 

MODE 

HRS/ WK 15 (LECTURE) 18 (SCI LAB) 20 (LAB) 30 (COUN/ 

LIBR) 

         

1 6.7% $523.27 5.6% $437.36 5.0% $390.50 3.3% $257.73 

2 13.3% $1,038.73 11.1% $866.91 10.0% $781.00 6.7% $523.27 

3 20.0% $1,562.00 16.7% $1,304.27 15.0% $1,171.50 10.0% $781.00 

4 26.7% $2,085.27 22.2% $1,733.82 20.0% $1,562.00 13.3% $1,038.73 

5 33.3% $2,600.73 27.8% $2,171.18 25.0% $1,952.50 16.7% $1,304.27 

6 40.0% $3,124.00 33.3% $2,600.73 30.0% $2,343.00 20.0% $1,562.00 

7 46.7% $3,647.27 38.9% $3,038.09 35.0% $2,733.50 23.3% $1,819.73 

8 53.3% $4,162.73 44.4% $3,467.64 40.0% $3,124.00 26.7% $2,085.27 

9 60.0% $4,686.00 50.0% $3,905.00 45.0% $3,514.50 $30.0% $2,343.00 

10 66.7% $5,209.27 55.6% $4,342.36 50.0% $3,905.00 33.3% $2,600.73 

11 73.3% $5,724.73 61.1% $4,771.91 55.0% $4,295.50 36.7% $2,866.27 

12 80.0% $6,248.00 66.7% $5,209.27 60.0% $4,686.00 40.0% $3,124.00 

13 86.7% $6,771.27 72.2% $5,638.82 65.0% $5,076.50 43.3% $3,381.73 

14 93.3% $7,286.73 77.8% $6,076.18 70.0% $5,467.00 46.7% $3,647.27 

15 100.0% $7,810.00 83.3% $6,505.73 75.0% $5,857.50 50.0% $3,905.00 

16 106.7% $8,333.27 88.9% $6,943.09 80.0% $6,248.00 53.3% $4,162.73 

17 113.3% $8,848.73 94.4% $7,372.64 85.0% $6,638.50 56.7% $4,428.27 

18 120.0% $9,372.00 100.0% $7,810.00 90.0% $7,029.00 60.0% $4,428.27 

19 126.7% $9,895.27 105.6% $8,247.36 95.0% $7,419.50 63.3% $4,686.00 

20 133.3% $10,410.73 111.1% $8,676.91 100.0% $7,810.00 66.7% $5,209.27 

         

HOURLY RATES:        

        

 LECTURE (15 MODE):   $52.07   

 SCIENCE LAB (18 MODE):   $43.39   

 LAB (20 MODE):   $39.05   

 COUNSELOR/ LIBR/ SPEC 

ASSN (30 MODE): 

  $26.03   

 COMMUNITY SERVICE:   $19.53   
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Appendix C, continued – Other Payment Schedules 

 

SPECIAL PROJECTS 

B.1 

The following compensation shall apply to special student projects: 

A. Each portfolio evaluation for experiential learning shall be compensated on the thirty (30) 

hour mode for a maximum of four (4) hours per evaluator. 

B. Each course challenge shall be compensated on the thirty (30) hour mode for a maximum of 

three (3) hours per challenge. 

C. Each special projects (99, 199, 299) shall be compensated on the thirty (30) hour mode for a 

maximum of five (5) hours per student project. 

 

PART-TIME SALARY  

B.2 

Part-time salary per quarter shall be $7125 times percent of load, effective July 1, 1997. Note: All 

future funds allocated by the SBCTC for legislative salary increases to part-time salaries shall be 

applied directly to the dollar amount in B.2. 

 

COMMUNITY SERVICE CLASSES  

B.3 

The salary for all community service classes shall be $17.50 per contact hour. 

If the fees collected from student enrollment are inadequate for the class to be self-supported, the 

rate shall be 65% of the actual student fees collected instead of the normal hourly rate. 

Note: This section shall be automatically reopened whenever section B.2 Part-time Salary is reopened 

and community service compensation shall be reviewed at least as often as other part-time 

compensation. 

 

STIPENDS  

B.4 

Stipended activity consists of duties which are extra and separate from an academic employee's normal 

duties and which are exempt from tenure application. 

A. Coaching duties: A head coach is responsible for managing the varsity sport and related 

activities. As assigned by the Athletics Manager, such activities shall include (but not be 

limited to) recruitment, scouting, fiscal accountability, travel and inventory. The annual 

stipend for the following sports shall be 55.6 percent of the quarterly rate for part-time salary: 

Men's Basketball-Head Coach Soccer-Head Coach Volleyball-Head Coach 

Women's Basketball-Head Coach Men's Baseball-Head Coach 

B. Northlight Gallery: The annual stipend (3 quarters) shall be thirty (30%) percent of the quarterly 

rate for part-time  salary. 

C.          Children's Theatre: The stipend for each performance shall be two percent (2%) of the 

quarterly rate for part-time salary. 

D. Senior Citizen Coordination: The annual stipend (4 quarters) shall be 46.6 percent of the 

quarterly rate for part-time salary. 

E. English Evaluation Scoring: The annual stipend (4 quarters) shall be 0.0575 percent of the 

quarterly rate for part-time salary per evaluation. 

F. Math Learning Center and Writing Center: The annual stipend (3 quarters) shall be 29.1 

percent of the quarterly rate for part-time salary. 

The Contract Administration Committee shall set the stipends and guidelines for all other stipended 

activities and shall approve changes to the above listed stipends. Nothing herein shall be construed 

to require the Employer to maintain such activities or assignments. It is understood that the stipends 

paid are full compensation for such activities and that no additional compensation shall be required 

in the event the activity (or any portion thereof) generates student credit. 
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Appendix C, continued – Other Payment Schedules 

 

FOURTH QUARTER 

B.5 

Full-time academic employees who are assigned 100 percent load pursuant to Section 27 and 

additional responsibility as outlined in Section 6 at a level similar to the other three quarters shall be 

paid 19 percent of step placement effective Summer Quarter, 1991. 

Full-time academic employees who are not covered by the paragraph above shall receive the 

amount specified in Appendix B.2 times percent of load. Assigned responsibilities beyond the basic 

teaching load may be contracted for in addition to the above payment. Office hours shall be 

compensated in accordance with Section B.9 of this Appendix. 

Nothing herein shall be construed to require an academic employee to accept such an assignment 

or to require the District to conduct any level of activity. 

 

COMPENSATION FOR PROFESSIONAL LEAVE 

B.6 

Compensation for no more than three one quarter sabbatical leaves per year shall be one-third (1/3) 

of ninety percent (90%) of salary placement. Compensation for all other professional leaves shall be 

one-third (1/3) of eighty-six percent (86%) of salary placement per quarter. 

 

SHIFT DIFFERENTIAL  

B.7 

Full-time academic employees teaching class sections starting at or after 4:45 p.m. and/or assigned 

contact hours under Section 27.20 E. and F. above starting at 5:00 p.m. or later will be paid a shift 

differential of five percent (5%) of part-time quarterly rate in B.2 per quarter prorated according to 

the percent of load attached to the classes starting at or after 4:45 p.m. or the contact hours starting 

at 5:00 p.m. or later. For purposes of this section, weekend assignments are considered to be after 

4:45 p.m. 

 

FAMILY LIFE CLASSES  

B.8 

Family Life classes are paid by multiplying the quarterly salary for the instructor times the percentage 

of load for the class listed below: 

CLASS LOAD FACTOR 

Family Life 46 .100 

Family Life 47 .100 

Family Life 50/150 .200 

Family Life 60/61 .470 

Family Life 80 .133 

Family Life 82 .133 

Family Life 140 .200 

Family Life 142 .133 

Family Life 160 .133 

 

The load factor listed above is based on a ten-week quarter. For those Family Life 50/150 and 60/61 

courses which do not meet on the regular ten-week schedule, the following applies: Fall Quarter is 

generally 13 weeks, Winter Quarter 10 weeks, and Spring Quarter 7 weeks. The load factors for Fall 

Quarter shall be determined by multiplying the load factor for the class times 13/10ths. The load 

factors for Spring Quarter shall be determined by multiplying the load factor for the class times by 

7/10ths. Compensation for any new Family Life classes shall be established by CAC. 
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OFFICE HOUR RATE  

B.9 

If a part-time academic employee is assigned office hours by the Vice President for Educational 

Services, he/she shall be compensated at the part-time rate for the thirty (30) hour mode. 

 

NONSTATE-FUNDED CLASSES  

B.10 

Notwithstanding any other provision of this Section, compensation paid to academic employees 

not otherwise employed by the District in conjunction with agreements where the source of funding 

is not the SBCTC shall be in accordance with the terms of such agreements. Provided, however, 

nothing herein shall be construed to reduce the basis for compensation for any academic employee 

employed at the adoption of this Agreement. 
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Appendix D -- Exhibit 4.4 Faculty Evaluation Policy and 

Procedures 

The following language from the negotiated agreement outlines the faculty evaluation policies and 

procedures for both full-time, part-time, probationary and tenured faculty members. Exhibit 4.4 in the 

exhibit room includes all relevant appendices (evaluation forms, assigned duties, etc.) referred to in this 

section. 

Source: Agreement by and between the Board of Trustees of Community College District V and the 

Everett Community College Federation of Teachers Local 1873, AFT, WFT, AFL/CIO, July 1, 1996 to 

December 31, 1998. 

 

8. EVALUATION 

 

RATIONALE FOR EVALUATION 

8.10 

One measure of the excellence of an academic institution is the strength of its professional staff. In 

striving for continued academic excellence and the further development of its professional staff, the 

Employer will conduct periodic evaluation of its academic employees. 

 

FORM OF THE EVALUATION PERFORMANCE APPRAISAL SYSTEM 

8.20 

The evaluation materials found in Appendix D of this Agreement represent specifically developed 

tools for application in the evaluation of the various aspects of the professional role responsibilities 

which are contractually assigned to academic employees. Modifications to Appendix D may be made 

by the Contract Administration Committee. 

D.1 Appraisal Rating Standards 

D.2 Common Appraisal Items Form 

D.3 Instructor Appraisal Form 

D.4 Course Appraisal Form 

D.5 Counselor Appraisal Form 

D.6 Librarian/Media Specialist Appraisal Form 

D.7 Improvement Plan Form 

D.8 Student Opinion Survey Form 

 

PROCESS CRITERIA 

EVALUATION CYCLES 

8.30 

Evaluation cycles shall be established for all academic employees. 

 

8.31 

Tenured academic employees who are on-cycle shall be evaluated once every three years. 

 

8.32 

Tenured academic employees who are off-cycle shall be evaluated less than three years under the 

following conditions: 

A. More frequent evaluation cycles shall be established when a NEEDS IMPROVEMENT overall 

rating generates an improvement plan which establishes a new off cycle re-evaluation date. 

B. If the academic employee has received a preponderantly negative annual student 

evaluation, the same conditions as in A. above apply. 
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C. When an academic employee in response to fulfillment of the improvement plan achieves an 

ACCEPTABLE rating, a new on-cycle evaluation pattern shall be established. 

 

8.33 

Part-Time and temporary academic employees with teaching assignments shall, at a minimum, have 

student evaluations conducted during the first quarter they teach and every fourth teaching quarter 

(excluding Summer Quarter) thereafter. Student evaluations may be conducted more frequently as 

determined by the appropriate administrator or designee. 

 

8.34 

Part-time and temporary academic employees with non-teaching assignments shall be evaluated by 

the appropriate administrator during the first quarter of assignment and during quarters of 

assignment thereafter to be determined by the appropriate administrator or designee.  

 

8.35 

Probationary academic employees shall be evaluated according to the schedule set forth in Section 

10 of this Agreement. 

 

RESTRICTIONS  

8.40 

Evaluation of all academic employees shall be done with instruments in Appendix D. 

 

8.41 

A supervisor shall conduct an annual student evaluation of the tenured academic employee in all classes 

in one quarter, except occupational/vocational faculty whereby student evaluations will be conducted 

in two (2) different preparations being taught that quarter. Classified staff supervised by an academic 

employee may evaluate the academic employee but are free to not participate in this phase of the 

evaluation process. 

 

8.42 

No peer review of tenured academic employees shall be used. 

 

8.43 

Evaluation shall deal with the employee's performance of the applicable institutional and 

professional responsibilities as set forth in Section 6 of this Agreement. 

 

8.44 

The evaluation shall be conducted in a quarter in which the full-time academic employee does not 

have additional assignments above a normal load, unless the academic employee is willing to waive 

this load restriction. If an academic employee is unwilling to waive this restriction, the full-time 

academic employee shall not have additional assignments above a normal load so that evaluation 

can proceed. 

 

8.45 

On-site evaluation may be conducted as part of the evaluation process. The supervisor who visits 

and the academic employee shall mutually agree on an appropriate time for the visitation. During 

the normal evaluation cycle, only one class shall be visited. If the academic employee has received 

a NEEDS IMPROVEMENT rating, mutually agreed-on visitations may be conducted more frequently. 
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TIMELINES 

8.50 

The final evaluation shall be submitted in writing to the full time academic employee by May 25 of the 

applicable year and shall be based on evaluation activities conducted by the supervisor in concert with 

the full-time academic employee. Full-time employees who choose to have their student evaluations 

conducted in Spring Quarter of the year in which a full evaluation is to be conducted waive their right to 

receive the final evaluation by May 25. 

 

8.51 

Student evaluations shall be completed and submitted to probationary academic faculty, faculty with 

first time evaluations and faculty with noted deficiencies within ten 

(10) working days after the completion of the quarter in which the evaluation was completed. 

 

APPOINTMENT REVIEW COMMITTEE PROCEDURES 

I. COMMITTEE RESPONSIBILITIES 

The general duty and responsibility of the appointment review committees shall be to evaluate the 

probationers, advise them of their strengths and weaknesses, and develop with them programs to 

overcome their deficiencies. The evaluation process shall place primary importance upon the 

probationer's effectiveness in the appointment. 

2) The appointment review committee shall be responsible for making recommendations, in 

accordance with the procedures in 10.60-64, as to whether the probationer should be granted tenure, 

be given an additional probationary year, or be terminated by the non-renewal of his/her 

probationary status. 

 

II. OPERATING PROCEDURES 

The District President or designee will call the first meeting of an Appointment Review Committee within 

the first thirty (30) working days of hire. A chairperson shall be elected by the committee at its first 

meeting. 

Meetings: at least two per quarter with the probationer and one without the probationer called by the 

chairperson and to continue until the Board of Trustees officially acts to grant or deny tenure. The 

committee shall schedule all meetings for the quarter at its first quarterly meeting and include that schedule 

in its minutes. 

 

C.  Duties: 

Review with the probationer his/her rights under 10.90 to 10.99 of Section 10 (Negotiated Agreement). 

Establish, in consultation with the probationer and with the probationer's immediate administrative  

supervisor, the procedures to be used in evaluating the performance and professional competence of 

the probationer. 

Provide the probationer with a list of the academic employee responsibilities from Section 6 which 

has been assigned by the probationer's immediate supervisor (use E.6.a. and 6.b.1. or .3). 

Schedule classroom/worksite visitations by committee members. The schedule for visitations shall be 

developed with the consent of the probationer. The committee shall review the classroom visitation 

instrument to be used, if other than a narrative report, with the probationer prior to use. The 

frequency of classroom/worksite visitations will be determined by the committee. 

Arrange for student evaluations to be conducted using the appropriate form in Appendix D. The 

frequency of student evaluations will be determined by the committee. Request an evaluation of the 

probationer from the probationer's immediate administrator. The frequency of administrative 

evaluations will be determined by the committee, but will be no less than one per year. 

 

 

 

 

 

 

 29



Request discipline peer evaluations if there are tenured faculty in the same academic discipline as 

the probationer. Discipline peer evaluators will be provided with a copy of E.6. The frequency of 

discipline peer evaluations will be determined by the committee. 

8. Submit reports as required by Section 10.64 (See Section IV below). 

 

III. PROCEDURE FOR DEALING WITH PERFORMANCE DEFICIENCIES 

Commit areas of deficiency to writing using Appendix E.4 and discuss with probationer at a 

conference. 

Develop, with the probationer, a written program to improve deficient areas (use Appendix E.4). 

C) Follow-up as necessary with evaluative conferences with probationer (use Appendix E.4). 

 

IV. REPORTING REQUIREMENTS 

Within twenty (20) working days after the probationer's first quarter, the committee will provide the 

probationer with a written progress report outlining strengths and weaknesses (use Appendix E.3) plus 

identification of deficiencies and a plan to overcome them, if appropriate (use Appendix E.4). The 

probationer will sign the report(s) to indicate receipt. Submit to the probationer with a copy to the 

Office of Human Resources. 

Within twenty (20) working days after the probationer's first quarter and at the end of each quarter 

thereafter, the committee: 

1. Will provide a written progress report to the probationer outlining progress during the probationer 

period using Appendix E.3 and, if appropriate, E.4. 

2. Will submit a quarterly checklist to the Office of Human Resources (use Appendix E.5) with, at a 

minimum, minutes (use Appendix E.2) of all meetings and a copy of the signed quarterly progress 

report (use Appendix E.3), plus any other material or correspondence required by the appointment 

review process. 

On or before February 15, the committee will submit a written evaluation of the probationer's 

performance and progress (E.3), including the degree to which any deficiencies have been overcome 

(E.4), signed by the probationer. This evaluation should be in narrative form and should be as 

candid and specific as possible. Submit to the Office of Human Resources with a copy to the 

probationer. 

On or before February 15, the committee will submit a written recommendation regarding renewal 

or non-renewal of the probationer's contract for the ensuing college year and a written 

recommendation for tenure or continued probationary status. Submit to the Office of Human 

Resources with a copy to the probationer. 

The committee will submit any reports requested by the President within fifteen days of his/her written 

request. Such reports will utilize the appropriate forms in Appendix E. A copy of any such reports 

submitted to the President will be provided to the probationer. 

 

V. COMMITTEE RECORDS 

At the completion of probationary period, all committee records should be gathered by the 

chairperson and submitted to the Office of Human Resources for storage. 
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Appendix E -- Representative Examples of the Institutional 

and Public Impact of Faculty Scholarship 

As part of the faculty responsibilities outlined in the faculty contract, each instructor engages in 

scholarly activity as outlined in Standard 4.B. Some examples of faculty scholarship at Everett 

Community College that has had impact on the institution and/or other publics include: 

 Work toward advanced degrees impacts students and fellow faculty members at the college. In 

addition, the involvement of College employees 

in higher education programs enhances the reputation of the College. 

 Involvement in Junior Achievement programs both in the classroom and at the administrative 

level impacts the local elementary and secondary schools in the community. 

 Participation in advisory committees ensures the programs at the college remain current and 

relevant. 

 Creating partnerships with local industry to provide training programs on-site keeps instructors 

up-to-date in the various fields as well as enhances the ability of the college to create alliances 

that will garner more resources and widen the influence of the College. 

 Authoring journal articles, textbooks, reviews, and courseware keeps the faculty involved in 

furthering the disciplines in which this activity takes place. Those who read and utilize these 

scholarly materials benefit as well. 

 Large-scale curriculum revision has large-scale institutional and public impact. 

Such revision is typically done with the goal of keeping current with community needs. 

 Participation in "return-to-industry" leaves allows the community to benefit from the expertise of 

the faculty member, and allows the faculty member to have a positive impact upon the institution 

upon return. 

 Presentations at local, regional, and national conferences enhance the professional reputation of the 

faculty members, and the College gains exposure nationwide. 

 Volunteer trainers for state organizations keeps the faculty members aware of the importance 

of blending scholarly activity with community service. The 

impact on the community is positive as well. 

 Memberships in discipline-specific organizations and associations ensures the continuing 

professional development of the faculty members and allows participation at all levels of the 

organizations/associations.  

 Volunteer instructors/advisors to local school districts provide information to a different set of 

community members (students and teachers at the K-12 level) and has a positive impact on the 

education of our youth. 

 Promotion and organization of cultural exchange programs allows for exchange of scholarship 

internationally. 

 Guest lectures for organizations, cruise lines, and local school districts impacts audiences that 

may or may not be familiar with the College. 

 Participation in development of on-line academic programs brings the employee and the 

institution closer to understanding the impact of non- traditional course delivery on the 

community. 
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Appendix F -- Summary of the Most Significant Artistic Creation, 

Scholarly Activity, and Research by Faculty 

 

Artistic creation 

Faculty member Project Notes 

Bethany Reid Article on Puritan poet Anne Bradstreet accepted 

for publication by New England Quarterly, 

December 1998; paper on same presented to SEA 

 

 
Original poetry published in 

Crosscurrents, Calyx, and Sing! Heavenly 

Muse 

 

 
Book review published in Wordscape, Feb. 99 

 

 
Paper presented on Edith Wharton's novella 

Summer to PNWASA 

 

Al Friedman 
Renovation of Earth Sciences classroom including 

murals, maps, and photographs 

 

 
Production of 2000-image collection of digital and 

slide photographs for Earth Science 

 

Giles Shepherd Everett Symphony Orchestra member 
 

Lloyd Weller Digital photography work 
 

Thomas Lee Vocal performance / slide presentation to campus 

(with Sandra Lepper) 

 

 
Bonfire of the Humanities campus performances 

with Bethany Reid, Kathleen Goff, David Rash, and 

Keith 

Aubrey Nov. 1999. 

 

Louise Kolstad Northwest Indian design wood carving 
 

Janice Garlington Stained glass design/production 
 

Sally van Niel Developed photograph collection for Zoology 

courses 

 

Paul Marshall Continuing lessons in Guitar 
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Scholarship 

Curriculum development activities are not included unless major curriculum revisions were done. 

Attendance at conferences is not typically included unless the faculty member was a presenter. 

Faculty Member Project / Activity Notes 

Theresa Markovich Completing M.Ed. at UW Bothell 
 

Member advisory committee for Business Technology 

department 

 

Junior Achievement teacher 
 

Kathy Kneifel Workshops in Business Technology field 
 

Participation in Business Technology advisory 

committee meetings 

 

Al Mack Teaches courses in private sector 
 

Karla Pouillon M.Ed. work at UW-Bothell 
 

Jerry Young Teaches in a co-op for home taught children 
 

Louise Vlasic Administration and facilitation of TANF grant with 

DSHS, VOA, DD. 

 

Conference presenter, Washington State Association 

for the Education of Young Children 

 

Design and development of Web Site for ECE 

department 

 

Volunteer trainer for DSHS 
 

Karen Heys Volunteer work in the field of education and nursing 
 

Bethany Reid PTA member, Mukilteo schools 
 

Poetry reviews for selected journals 
 

Debra Tri Participation in establishing Phlebotomy certificate 

training program 

 

Participation in developing clinical externship sites 
 

Al Friedman Volunteer science advisor to Northshore School 

District 

 

Coordinator of Science Olympiad for junior/senior 

high schools 

 

Peter Schmidt Continuing education in Ph.D. program in 

clinical psychology 

 

Lloyd Weller Conducted workshops in digital photography 
 

Louise Kolstad Continuing education in computer courses 
 

Developing independent learning curriculum for 

Business Technology Center 

Al Setzer Development of distance learning courses in 

Accounting 
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Faculty Member Project / Activity Notes 

Andrew Vanture Presentations to Boeing groups and to Seattle 

Astronomical Society 

 

Participant in Astro-Seattle program at Heatherwood 

Middle School 

 

Janice Garlington 

 

Continuing education in MCSE; and enrolled in ISM 

program at Seattle Pacific University 

 

Fayla Schwartz Chairs Education Committee of the Washington 

Native Plant Society 

 

Session leader for Expanding Your Horizons and 

Science Olympiad programs 

 

Sally van Niel 

 

Chairs Washington State Wildlife Diversity Committee 

for Department of Fish and Wildlife 

 

Joyce Walker Published journal articles and reviews in Seminar, 

Monatshefte, The Journal of English and German 

Philology, Journal of the Kafka Society of America, 

and The German Quarterly 

 

 Christie Nelson  

Cultural exchange program with Lycee Vial in Nantes, 

France 

 

Chad Lewis Author and co-author of journal articles, textbooks, and 

microcomputer simulations 

 

Presentations on on-line instruction to Institute for 

Distance Education, University of Southern Colorado, 

and Baker College 

Lori Wisdom-Whitley 

 

Papers presented at regional and national 

communications conferences 

 

Darleen Fitzpatrick Oral history "Marching On to Victory" 
 

Manuscript "We Are Cowlitz: Native American Ethnicity" 

for University Press of America 

 

Michele Lotzgar 

 

Generational Diversity and Instructional Design paper 

presentation 

 

Paul Marshall Research in developmental psychology, Jung's Shadow 
 

Colleen Shannon Continues nurse practitioner practice at Smokey Point 

Family Medicine and remains an on-call neonatal nurse 

at PGMC in Everett 

 

Continuing Education in Nursing 

Greg Kammer Development of TIMCA Web site, Development of 

TIMCA CD 

 

Jeanie Goodhope Web Design and development workshops 
 

Gina Myers Continuing Education toward Psy.D. in Clinical 

Psychology. 
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Research 

Faculty Member Project / Activity Notes 

Lori Wisdom-Whitley Rhetorical Analysis of Peace Links Metaphors Co-authored 

Part--time faculty in 

Early Childhood 

Education program 

DACUM study for early childhood competencies for 

teachers of young teachers 

 

Al Friedman Research on coral reefs and volcanic islands of the 

South Pacific 

 

Thomas Gaskin Biography of local politician August Mardesich 
 

Andrew Vanture Research papers submitted as author or co-author to 

Publications of the Astronomical Society of the 

Pacific; Astrophysical Journal; Astronomy and 

Astrophysics; and Astronomy and Geophysics 

 

Chad Lewis Refereed articles in The Journal of Leadership 

Studies; articles and chapters in trade books and 

business textbooks 

 

Jorge Conesa Published work: Ecological Outcome Psychological 

Theory (book); Hemispheric Activation and 

preference for the half-left profile (journal article); 

Hemispheric Activation During Adult Second 

Language Acquisition (with D. Stewart and V. Martin 

(poster, Western 

Psychological Association) 

 

Michelle Lotzgar Ethnographic study of nurse-patient relationships in 

cancer setting published in Image: Journal of Nursing 

Scholarship 
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Appendix G  

 

Recommendations and Actions Taken 

 

 

Recommendation Results 

The College would benefit from progress made 

on the mode/ load issues. 

CAC will continue to explore this issue; 

Federation is conducting research to assist in 

this effort 

Full-time and part-time pay disparity exists, 

and efforts should be made at the College 

level to make progress on this issue. 

Increases were seen in 1999-2000 from 

legislature and adopted quickly at local level 

The ratio of full-time to part-time faculty ought 

to move toward more full-time, fewer part-time 

faculty members. 

Hired full-time faculty in Math, PE, and 

English (all growth positions); will hire in 

Nutrition Spring 2000. Future plans are to 

hire more growth positions for 2000-2001 

Advising responsibilities of the faculty are 

often inequitable. Certain faculty members 

advise over 100 students, others advise 

fewer than ten. 

Hired two curriculum advisors; will hire an 

advising coordinator in 2000 

More faculty involvement on campus committees 

and as student club advisors would benefit the 

College. 

College will encourage personal contact by 

students to potential advisors 

A 1995 Focus Visit recommended the College 

consider including professional development 

plans as part of the faculty evaluation process. 

Discussion at CAC on this issue began in Fall 

1999; College would benefit from more 

progress on this issue 
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