To:

Department Chairs, Directors, Business Officers and Senate Faculty

From: Cindy Doherty, Director
Academic Personnel
Re:

Red Binder updates

A number of revisions to the Red Binder (UCSB campus academic personnel policies and
procedures) have been posted at the Academic Personnel web site to be effective December 23,
2019. A summary of all changes is included below for your convenience. These changes are
mainly clarifications of existing language, with the exception of the changes to the use of the
Visiting prefix with academic research titles (Red Binder III-23 and VII-1.)
The complete Red Binder, as well as the annotated changes are available on the Academic
Personnel website at: https://ap.ucsb.edu/policies.and.procedures/red.binder/

Summary of Changes

I-6
I-14
I-20
III-23, VII-1
IV-1, IV-3
IV-10
VIII-1
VIII-11

Merit/promotion action is considered prior to the CER consideration
during a CER review
Clarification of approval authority for Lecturer PSOE appointments
BFB G 13 used for process only, not policy for academic employees
Change in requirements for use of Visiting prefix with research titles.
Addition of Specialist series to Visiting policy
Clarification of processes for ASE appointments
Job code 3284 may be used for all GSR appointments
AVC for Academic Personnel has oversight of Career Development
Awards
Update of authority for establishment of endowed chairs based on
system-wide delegation.

I-6
CAREER EQUITY REVIEW
(Revised 12/19)

A Career Equity Review (CER) may be initiated by or on behalf of tenured ladder faculty, and Lecturers SOE and
Senior Lecturers SOE who are members of the Academic Senate. The CER is designed to examine cases in which
normal personnel actions from the initial hiring onward may have resulted in an inappropriate rank and/or step; i.e.,
a faculty member’s rank and/or step is not commensurate with the candidate’s merit as assessed in the areas of
research, teaching, professional activity, and service and in terms of the standards appropriate to the candidate’s
field, specialization, and cohort. A CER provides the opportunity to pay special attention to equity in relation to the
standards in the discipline and to determine if current placement on the academic ladder is consistent with the
application of those standards as they relate to rank and step. Recommendations and decisions will be based on the
criteria used for normal promotion and merit reviews; but CERs will consider the entire career record of the
individual, as well as recent activity.
A CER is not an alternative to the reconsideration procedures that apply to particular reviews (Red Binder I-10) nor
is it an alternative to cases that should be brought before the Committee on Privilege and Tenure. A CER is not
intended to address salary compression or other salary issues related to market, therefore, requests for adjustment of
off-scale supplement will not be considered. Final decisions of CERs will not be subject to reconsideration or
appeal. Reports generated during the CER process will be subject to the same policies and procedures as reports
generated during the regular review process. A CER is considered an Expanded Review case and will be subject to
review by CAP. CERs may be requested or conducted no more frequently than once every six years. Only faculty
who have held an eligible title (see above) for at least four years can be considered for a CER.
Procedure:
A CER may be initiated by the candidate through his or her department in parallel with an advancement case
submitted for the faculty member through the regular advancement process, or through the appropriate Dean as a
separate personnel action during the same review cycle as an advancement case. A CER may also be recommended
to the Associate Vice Chancellor for Academic Personnel by any reviewing agency in the course of a personnel
review. The reviewing agency will inform the Associate Vice Chancellor that it believes a CER should be
considered and the Associate Vice Chancellor will report this recommendation to the faculty member. The
candidate will then decide whether to initiate a CER and, if so, whether to initiate it in the department or with the
Dean. Once initiated, it will follow one of the paths outlined below.
Possible justification for a CER may include, but is not limited to, the following: 1) the rank/step was
inappropriately low at the time of initial hiring and in consequence the faculty member is currently placed too low
on the ladder; 2) the outcome of one or more prior personnel actions has had a negative effect on subsequent
personnel reviews, and in consequence the faculty member is currently placed too low on the ladder; 3) specific
works and contributions have been overlooked or undervalued by the department or other reviewing agencies and in
consequence the faculty member is currently placed too low on the ladder; 4) the faculty member’s cumulative
record warrants placement higher on the academic ladder.
A CER may be initiated in the following ways:
1.

During consideration of a normal advancement, either the candidate or the department may initiate a CER by
including a letter with the review file that identifies the area of the record that the candidate or department
believes was not previously properly evaluated and/or the area of the record that indicates the candidate was not
hired at the rank/step commensurate with the accomplishments at the time of hire. The department must first
consider, analyze and vote on the proposed merit/promotion action. The department will then consider if based
on the justifications for a CER, further advancement is supported. The candidate’s letter will be included in the
merit/promotion case that is sent forward by the department.

2.

At the time a merit or promotion case is being prepared in the department, a CER may be requested by an
individual faculty member through the Dean. The request in such cases will be treated as confidential. The
Dean will inform the Associate Vice Chancellor for Academic Personnel of the request for review. The Dean

will then form a confidential ad hoc committee to oversee the assembly of materials for a career review. The
Dean will also assure that all appropriate procedures concerning safeguards and access occur as outlined in the
Red Binder. The committee will include members of the School or Division, and at the Dean’s discretion may
contain members of the Department and/or representatives from outside the School or from other UC campuses.
The committee will not evaluate the concurrent merit/promotion action but will have access to the departmental
letter of recommendation for the pending action. The committee may request additional information from the
candidate. The committee will provide an analysis of the CER equivalent in depth to that of a Department
letter. The ad hoc committee’s dossier, and their letter analyzing the case, will be forwarded to the department
for consideration, analysis, and vote. The CER case will then be forwarded along with the merit or promotion
case to the Dean and continue through the normal review process for an Expanded Review case.
3.

During the course of a normal personnel review, a Dean, CAP or the Associate Vice Chancellor for Academic
personnel may recommend a CER. A letter will be sent from the Associate Vice Chancellor to the faculty
member informing the faculty member that a reviewing agency has recommended a CER as part of the
advancement review. If the faculty member wishes to be considered for a CER, the review may be initiated via
either of the two procedures listed above. Reviewing agencies are encouraged to review the files of every
academic appointee for appropriate inclusion in the CER program coincident with the normal review cycle.
Input from the department chair may be requested via the Associate Vice Chancellor for Academic Personnel if
warranted.
Any CER that is initiated by a reviewing agency and that requires review for promotion, merit to Professor VI
or to Professor Above Scale must contain extramural letters. In the event that the original case does not contain
extramural letters, the agency preparing the CER will be responsible for solicitation of such letters.

Because the CER is processed in conjunction with a merit/promotion case, two decisions will be made at the
conclusion of the review; one based on the request for CER and one based on activity during the current review
cycle. If the CER decision leads to an adjustment of rank and step, the candidate’s salary at the new rank and step
will include the same off-scale supplement as the salary prior to the review. A final decision for an adjustment in
rank and/or step will occur effective the next July 1. No retroactive action will be approved.

I-14
SENATE FACULTY APPOINTMENTS
(Revised 12/19)
Senate faculty appointments may be made in academic departments or in programs. At UCSB, the term "program"
is used not only in reference to those sequences of courses leading to degrees but also to those
academic/administrative units that have not yet attained departmental status but "from which academic appointments
and promotions are recommended to administrative officers" (Bylaw 55 of the Academic Senate). As such, the
provisions of Bylaw 55 shall apply: http://senate.universityofcalifornia.edu/bylaws-regulations/bylaws/blpart1.html
A faculty member's rights are vested in any department or program in which he/she holds a salaried appointment
carrying Senate membership. Non-salaried affiliations in departments or programs do not carry with them voting
privileges or other rights not explicitly made part of such appointment agreements. A brief description of types of
appointments and rights follows.
A faculty member accepting transfer from one department or program to another relinquishes thereby his/her rights
in the original department or program.
I. Types of Appointments
1.

2.

Salaried appointments in a single department or program.
a.

The appointment is in one department or program

b.

The faculty member's voting rights are vested in the department or program.

Joint salaried appointments in departments or programs.
a.

Each appointment carries with it a percent of full time and salary in each department or program.

b.

The faculty member maintains voting rights in each department or program.

c.

When a faculty member is being considered for a merit or promotion, each department or program
must provide a recommendation.

A request for joint appointment, either at the time of initial appointment or related to a temporary or
permanent transfer of FTE at a later date, should be discussed and voted upon by the faculty in both
departments/programs. The request from both Chairs/Directors, should be sent via the Dean, to the
Associate Vice Chancellor for Academic Personnel indicating the vote of the faculty, effective begin date,
end date (if any), and percentage of time in each department. Each department is responsible for assuring
that a partial FTE has been approved for use.
3.

Without salary appointments.
Faculty who take on full time administrative positions or who are released to specific programs (KITP,
Station Q) retain a without salary faculty appointment in their home department. Full voting rights are
maintained in the department.

4.

Affiliated status
A Senate faculty member who participates in instructional activities in a department or program in which
he/she does not hold a salaried appointment may receive affiliated status in the host department or program.
a.

The faculty member has no voting rights in the host department or program.

b.

The host department or program is not required to vote on the affiliated faculty member's
personnel case, but may be asked to provide a statement of departmental activities carried out
under the affiliated status.

c.

An affiliated appointment with an indefinite end date may be terminated on the recommendation
of a majority of the voting members of the department or program.

A request for affiliated appointment should be approved by the voting members of the host

department/program with the endorsement of the home department. The request from both Chairs should
indicate an effective begin date and end date (if any) and should be submitted to the Associate Vice
Chancellor for Academic Personnel, via the Dean.
Senate faculty from another UC campus may be given an affiliated appointment at UCSB. A request from
the host department indicating the begin and end date of the appointment as well as the reason for the
affiliation should be submitted to the Associate Vice Chancellor for Academic Personnel, via the Dean.
Affiliated appointments are not entered into the payroll system.
5.

Other "Professor" titles
For appointments of Adjunct or Visiting Professors refer to Red Binder V-17 and II-28. For Emeriti
appointments refer to Red Binder I-70.

II. Appointment Criteria
All new appointments should be consistent with affirmative action guidelines (see Red Binder Section VII).
Non-tenured appointments are made in the expectation that the appointee will meet standards for a tenure
appointment by the time that a promotion decision is due. Recommendations for non-tenure level faculty
appointments must provide: a) clear evidence of potential excellence in both teaching and research; and b) clear
evidence that the proposed appointment relates in a significant manner to established or projected programmatic
needs of a department or unit.
Recommendations for tenure-level faculty appointments must provide: a) clear evidence of nationally recognized
excellence in published research (or other creative work) as well as evidence of excellence in teaching; b) clear
evidence that the proposed appointment is essential to an academic program of high quality and stature; and c) clear
evidence of continuing scholarly productivity. For the level of excellence required for specific ranks and steps,
consult APM 210-1 d. These criteria are also summarized in Red Binder I-40 through I-43. The difficulties of
recruiting at this level of excellence require a considerable investment of time and energy in the recruitment process.
Departments should be prepared to engage in multiple-year searches in order to make the best possible
appointments. The open provision for the recruitment will normally be available to the department for the duration
of the search process, as long as funding continues to be available.
A recommendation for appointment must fully conform to the highest level of academic excellence and
programmatic need. If, after rigorous review, significant and credible doubts exist about a candidate’s academic
qualifications, the appointment will not be approved.
Furthermore, it is strongly recommended that the Chair discuss the proposed rank, step, salary level, and start-up
expenses of a new appointment with the Dean prior to submitting a recommendation for the appointment.
III. Letter to Prospective Senate Faculty Appointees
After discussion with the Dean as described in the preceding paragraph, the department may communicate to the
candidate its intention to recommend an appointment.
The recommended wording for department letters to prospective ladder appointees is as follows:
I am pleased to recommend you for an appointment as _______in the Department of_____ at the University of
California, Santa Barbara. On behalf of my colleagues, and with the enthusiastic support of Dean_____, I would
like to express our excitement at the prospect of your joining our faculty.
According to the procedures of the University of California, formal review of the recommendation is necessary prior
to the final approval of your appointment by the Chancellor. The department is recommending that you be
appointed as a/an _____ with a 9-month salary of $_____ at 100% time effective, _____. The exact step and annual
salary will be determined by the academic personnel appointment review process. Following the review process,
formal offers of appointment are extended by the Executive Vice Chancellor or Chancellor.

IV. AAU Deadlines
Department should be mindful of the AAU recruitment deadline of April 30 and the Intercampus deadline of April
1. Please refer to APM 500-16.
V. Offer Deadlines
The department will be contacted by the College or Academic Personnel concerning the response deadline the
department wishes to give to the candidate. It is the department's responsibility to notify the College and the Office
of Academic Personnel when an offer has been either accepted or declined.
VI. Other Deadlines
Departments should also take into consideration other guidelines established by organizations specific to their field
(i.e., Council of Colleges of Arts and Sciences).
When making an offer to a non-resident alien (i.e. not currently a US Citizen or a Permanent Resident), the
department is strongly encouraged to consult with the Office of International Students and Scholars at the time the
offer is being considered to be assured that labor certificate processing deadlines are met.
VII. Approval Authority
Rank/Step
Assistant Professor/Lecturer PSOE II, III,
Including Acting titles
Assistant Professor/Lecturer PSOE IV and V
Associate Professor/Lecturer SOE
Professor, Sr. Lecturer SOE
Affiliated Appointments (0%
or without salary)

Authority
Dean
Associate Vice Chancellor
Chancellor
Chancellor
Associate Vice Chancellor

I-20
REMOVAL EXPENSES
(Revised 04/18)
Removal expenses may be provided for certain new appointees to academic positions (APM 560-14). For those
eligible, removal expenses are paid and taxed in accordance with University and IRS regulations. New appointees
are encouraged to consult with their tax advisor regarding the impact of removal reimbursement. Any exceptions to
policy, including full removal expenses, must be requested at the time of appointment.

UC Policy (one-half of the total cost)
University policy allows for coverage of one-half of the total eligible costs associated with a single move from one
physical location, including the following:
1.

Packing, freight and insurance of normal household goods (see definition below), when properly supported
by invoices and/or receipts, in accord with Section V of UC Policy BFB-G-13: Policy and Regulations
Governing Moving and Relocation.

2.

Air coach transportation for the appointee and members of the household or an equivalent amount for other
travel in accordance with standard airline fare policies and University travel regulation.

3.

Meals en route for the appointee and members of the household in accordance with University travel
regulations. If travel is by automobile, the cost of meals is an allowable expense only to the extent that
might have been necessary if travel had been by air coach.

An appointee may have the total cost of removal of his/her personal library covered, but only if the library is to be
made generally available to students and faculty; otherwise coverage is one-half of the total cost. It will be
necessary for the involved appointee to secure from his/her moving company a breakout of the shipping costs for the
portion of the shipment that is for library-related materials. Without this estimate, only 50% coverage will be
allowed.
Household goods include: personal property such as furniture, clothing, musical instruments, household appliances,
and other items which are usual and necessary for the maintenance of a household.

Full Removal
An exception to allow for full removal coverage may be requested by the Department at the time the start-up
commitment is request. If full removal is provided, all reasonable removal costs will be covered for a single move,
subject to the following conditions.
Appointees receiving 100% removal will have travel for themselves and members of the household made on the
lesser of one-way coach fare, or actual expenses (airfare or mileage reimbursement, lodging, and meals en route) at
UC allowable rates per G-28, Policy & Regulations Governing Travel and G-13, Policy & Regulations Governing
Moving and Relocation. Receipts will be required. If, for personal reasons, an indirect route is traveled or the trip is
extended, coverage shall be based only on such charges as would have been incurred by the usually traveled route.
All appointees must purchase the least expensive air tickets to the Santa Barbara area.
Prospective employees should be aware that costs for the following cannot be covered:
•

transport of trailers, boats, other motorized recreational vehicles, or more than two motor vehicles

•

transport of belongings related to commercial enterprises engaged in by the employee

•

transport of building materials

•

transport of animals other than household pets

•

assembly and disassembly of unusual items such as, but not limited to, satellite dishes, storage sheds or
pool tables.

•

Canned, frozen or bulk foodstuff.

•

Plants

Advance approval will be required for coverage of costs associated with a move from more than one physical
location (a staged move) or any other exception to policy.
Although the reimbursement policy outlined in UC Policy BFB-G-13: Policy and Regulations Governing Moving
and Relocation does not apply to academic employees, the procedures and processes in G-13 are applicable when
managing academic employee removal expenses.

III-23
VISITING (RESEARCHER, PROJECT SCIENTIST, AND SPECIALIST) APPOINTMENTS
(Revised 9/18)

I.

Definition
The Visiting prefix is used to designate one who:
1.

Is appointed temporarily to perform the duties of the title to which the prefix is attached; and

2.

Is on leave from an academic or research position at another educational institution.

See APM 230 for System Wide policy on Visiting titles.
II.

Appointment Criteria
The Visiting prefix may be used with titles in the Professional Research series, Project Scientist, or
Specialist series.
The criteria for evaluation shall be the same as for the corresponding regular title. Because the
appointment is temporary, reasonable flexibility may be employed in the application of these criteria. Care
should be taken to inform the appointee of the provisions of IV below.

III.

Term of Appointment
Each appointment or reappointment with a Visiting prefix shall not exceed one year. The total period of
consecutive service shall not exceed two years.
If the appointee is later considered for transfer to a corresponding appointment in the regular series, the
proposal for such transfer shall be treated as a new appointment subject to full customary review.

IV.

Compensation
Appointments will normally be paid, but may be made on a without salary basis in limited circumstances.
For paid appointments the salary for a visiting position is negotiated. While the salary does not have to be
on-scale on the corresponding regular series scale, the salary may not be below the minimum rate for the
rank. For example, a Visiting Researcher may not be paid below the non-represented Researcher Step I
UCSB minimum rate. Because these salaries are negotiated on an individual basis, they are not subject to
range adjustments. For travel expense reimbursement, see APM 230-20h.
Without salary appointments may be appropriate when an individual is visiting UCSB but is being funded
through either their home institution or some other external agency.

V.

Appointment process
Requests for Visiting appointments should be prepared using the Visiting (Researcher, Project Scientist,
and Specialist) Appointment Form. A UCSB Biography form and a CV must also be submitted.

VI.

Restrictions
Neither tenure nor security of employment is acquired, although eligible service as a Visiting Assistant
Researcher will count towards the University's eight-year limit (APM 133).

VII.

Approval Authority
Action

Authority

All actions

Associate Vice Chancellor for Academic Personnel

IV-1
STUDENT ACADEMIC TITLES
General Information
(Revised 9/18)

I.

Academic Student Employee agreement
Appointees to the titles of Teaching Assistant, Associate in__, Reader, and Remedial Tutor are covered by the
Memorandum of Understanding (MOU) between the University and the UAW. The full contract is available on
the Academic Personnel website at
https://ap.ucsb.edu/policies.and.procedures/collective.bargaining.agreements/ .
Graduate Student Researchers are not covered by the MOU.

II. Employment Eligibility
A. Student appointees must maintain good academic standing. Good academic standing requires a grade-point
average of at least 3.0 in academic work, fewer than 12 units of incomplete or no grades, and status within
time to degree standards.
B. Student appointees must be enrolled in a minimum of 8 units in a recognized program of graduate study,
and must be within the appropriate degree deadlines.
C. The academic home department must verify eligibility when the employment will be in a department other
than the academic home department.
III. Limitations on Service
A. The appointment or reappointment of a student in an academic title must be at half-time (50%) or less for
the period of one year or less. Percent time limitations apply to all appointments or combined appointments
in any employment title. There are no exceptions to the 50% time restriction for non-citizens or appointees
to the Associate title.
B. The total length of service rendered as a Teaching Assistant or Associate in any combination of the two
titles may not exceed four years (i.e., 12 academic year quarters.) Exceptions may be requested for an
additional two years (6 academic year quarters), but in no case for more than 18 quarters.
C. Exceptions to service limitations are subject to the following approval:
a.

Approval from the student’s academic home department prior to the appointment start date:
• Appointments(s) between 51 and 75%
• Appointment as a TA/Associate between 13-15 quarters
• Students on warning status but not on academic probation
• Students with a GPA below 3.0
• Students with 12 or more units of incomplete
• Students with 1-3 quarters beyond time to degree

b.

Approval from the Graduate Division prior to the appointment start date:
• Appointment(s) beyond 75%
• Appointment as a TA/Associate beyond 15 quarters
• Students on academic probation
• Students with 4 or more quarters beyond time to degree

IV. Pay Schedule
A. Student teaching appointments (Teaching Assistant, Associate, Reader) are academic year appointments
and are paid on a 9/9 basis. The service period (working days) is based on the quarter begin and end dates
for each academic term and will vary from the pay begin and end dates. The annual service period chart is
posted annually on the Academic Personnel website.
B. The pay period for Fall quarter for Teaching Assistants and Associates may consist of four months,

September 1 through December 31, allowing students to receive their first check on October 1. The
monthly amount of pay for four months of fall quarter is adjusted accordingly so that the total quarterly
payment remains the same. Winter and Spring quarters remain on a 9/9 pay basis. The four-month pay
period for Fall is optional. The appropriate payroll paperwork must be processed before mid-September if
the four-month Fall schedule is to be used.
C. Graduate Student Researchers are appointed on a fiscal year (11/12) basis. The appointment start and end
dates should coincide with the actual service begin and end dates.
D. Readers and Remedial Tutors are paid on an hourly bi-weekly basis. The appointment start and end dates
must at least cover the period worked, but may also be extended to cover the full academic quarter to avoid
breaks in service in the payroll system.
E. When students are appointed in concurrent jobs, it may be necessary to adjust the pay group and/or FLSA
status. The Concurrent Jobs FLSA Status Determination Matrix may be used to determine the appropriate
coding.
F. Appointees in academic student titles may be placed on Short Work Break in accord with Red Binder VI18.
V. Benefits
A. Academic student employees covered by the MOU are eligible for fee remission in accord with the MOU.
Graduate Student Researchers are eligible for fee remission in accord with Red Binder IV-10.
B. Academic students employees covered by the MOU are eligible for leaves of absence from their
employment as outlined in Article 17 of the contract. Graduate Student Researchers are eligible for leaves
of absence in accord with Red Binder VI-3 and VI-4. Requests for leave should be made in writing,
addressed to the supervisor as soon as the need for the leave is known. Leaves are granted only with
approval of the Departmental Chair.

C. Eligible graduate students with appointments in covered titles may receive reimbursement of allowable
child-care related expenses in accord with Article 4 of the contract. Eligible graduate students in nonrepresented titles may receive reimbursement of allowable child-care expenses in accord with the Graduate
Student Researcher reimbursement program. A child care reimbursement form and appropriate
attachments must be submitted to the hiring department. Forms and additional information are available
on the Academic Personnel web site at https://ap.ucsb.edu/resources.for.academic.employees/forms/

IV-3
ASSOCIATE IN ______
(Revised 12/19)
There is no APM section describing this title. Appointments into this title are governed by the Memorandum of
Understanding between the University and the UAW. At UCSB, the application of this policy is outlined in the
following:
I.

Definition
This title is assigned to registered UC graduate students employed temporarily to give independent
instruction of a course.

II.

Appointment Criteria
An Associate should be competent to conduct independently and without supervision the entire instruction
of a course.

III.

IV.

A.

Appointees to the Associate title are subject to all eligibility requirements listed in Red Binder IV-1

B.

The minimum qualifications for appointment to the Associate title shall be possession of a Master's
degree, or advancement to candidacy, and at least one year of teaching experience.

C.

Appointees must be within the Departmental and Graduate Council approved number of years for
both advancement to candidacy and degree completion as specified in Academic Senate Regulation
350A.

Terms and Conditions of Employment
A.

Normally an Associate will conduct the entire instruction of a course. An Associate may not be
assigned an upper-division undergraduate course without the approval from the Committee on
Courses and General Education (CCGE) and may not teach a graduate course without approval from
the Graduate Council.

B.

Associates may not evaluate fellow graduate student appointees (i.e., Teaching Assistants). For
courses in which Teaching Assistants are appointed, a specific faculty member must be named to be
responsible for evaluation and mentorship of the Teaching Assistants.

C.

This appointment does not imply the responsibility of engaging in research.

D.

Appointments as an Associate are subject to the limitations of service described in Red Binder IV-1.

Personnel Actions
A.

Appointment packets should be submitted to the Dean of the Graduate Division at least
eight weeks in advance of the beginning of the quarter. Packets will be routed for
additional review and endorsement as required:
Dean, Graduate Division: Academic Probation, four or more quarters beyond time to
degree, employment beyond 15 quarters
Academic Senate (CCGE or Graduate Council): Teaching an upper-division or graduatelevel course
College Dean or Academic Personnel: final approval

B.

Appointment packets should include the following:
•

Associate Appointment Form

•
•

•
•
•
•

V.

VI.

UCSB Biography form with initial appointment in department
Teaching Evaluations -ESCIs from the following:
 Appointee’s three most recent quarters as TA
 Appointee’s ESCIs from any offerings as TA of the same course as the proposed
Associate appointment
 All courses taught as an Associate
Graduate transcript
Current CV
Course Syllabus
Request for Exception to Employment Policy Form, if applicable

D.

Appointees shall be notified in writing of their appointment. The written notice of
appointment shall include all information required by Article 2 of the Memorandum of
Understanding as well as appropriate supplemental documentation. Sample letters are
available on the Academic Personnel web site at:
https://ap.ucsb.edu/resources.for.department.analysts/graduate.student.appointments/

C.

Any changes to the appointment must be communicated to the appointee in writing.

Compensation
A.

Individuals appointed to this title are compensated at an on-scale rate within the published
"Associate" Salary Scales (Table 19) at the 1/9th rate.

B.

Salaries are subject to range adjustment.

C.

A graduate student who is appointed as an Associate for 25% time or more during an
eligible academic quarter will qualify for partial fee remission and payment of student
health insurance.

Approval Authority
Action

Authority

All Actions

Dean, with appropriate approvals of exceptions as noted in IV.A and
Red Binder IV 1, III.c.

IV- 10
GRADUATE STUDENT RESEARCHER
(Revised 12/19)

I. Definition
A Graduate Student Researcher is a registered UC graduate student who performs research
related to the student’s degree program in an academic department or research unit under the
direction of a faculty member or Principal Investigator. Graduate Student Researchers are
selected for high achievement and promise as creative scholars; they may collaborate in the
publication of research results as determined by supervising faculty members. Graduate Student
Researchers may not be assigned teaching, administrative or general assistance duties.
II. Appointment Criteria
Appointment to the Graduate Student Researcher title requires the following:
1.
2.
3.

The appointee is a registered UC graduate student.
The work performed may contribute to the educational objectives of the student; and/or
The student functions as an active collaborator and/or fundamental contributor to the
intellectual content of the research.

The criteria for appointment to each of the steps listed below are provided as guidelines for
departments. Departments may make appointments at higher or lower steps as long as all GSRs
in the department are treated consistently. In the absence of departmental step criteria, the
following serve as guidelines for appointments to the various steps:
Step I

Pre-Masters degree, with no previous GSR experience.

Step II

One year's graduate work completed

Step III

Post-Masters degree, or completion of at least two academic years of full-time
graduate degree work at UCSB

Step IV

Post-Masters degree plus completion of at least one year of experience as a GSR

Step V

Advancement to doctoral candidacy

Step VI-X

Advancement to doctoral candidacy plus at least two years of experience as a GSR

The appointee to this title must hold a BA/BS degree, must be a full-time registered graduate
student, and must have a grade point average of 3.0 or above.
Appointments are made using job code 3284 (Graduate Student Researcher- Full Tuition and
Full Fee Remission). The level of tuition and fee remission will be determined based on the total
percentage and/or hours worked in titles eligible for remission during the applicable academic
term.

III.

Term of Appointment
Employment is limited to a maximum of 50% time, either in graduate student researcher
positions alone, or in combination with any other appointment at the University. (100%
employment is permissible during off-quarter periods and during summer break.)
Department chairs may approve exceptions up to 75% time. Employment beyond 75% must be
approved by the Dean of the Graduate Division.

An appointment to this title may be for a period of one year or less and is self-terminating. The
employee must be informed of the following:
"This appointment is contingent on the appointee being a registered graduate student in good
standing for the duration of the appointment".

IV.

Process for Appointment
Departments are encouraged to provide the GSR with a letter from the Department Chair that
includes, but is not limited to: employment title, begin and end dates, rate of pay, percentage time
of appointment, and self-termination language. A copy of the letter should be placed in the
employee’s personnel file.

V.

Approval Authority
Action

Authority

All normal actions

Department Chair with appropriate approvals of exceptions as
noted in Red Binder IV 1, III.c.

VII-1
POLICIES ON OPEN RECRUITMENT FOR ACADEMIC APPOINTMENTS
(Revised 12/19)

It is the policy of the University of California not to engage in discrimination against any person seeking employment with the
University. In addition, it is the policy of the University to undertake affirmative action, consistent with its obligations as a
Federal contractor. Conducting open searches for employment positions supports the University of California in fulfilling its
requirements under federal and state laws. The University of California Affirmative Action Guidelines for Recruitment and
Retention of Faculty, Office of the President, Academic Advancement, are available at:
http://policy.ucop.edu/doc/4000376/NondiscrimAffirmAct
An open recruitment is required for all academic positions unless the recruitment is exempt under the specific criteria listed in
section II below.

I.

Recruitment types and requirements
As appropriate, a Department will recruit both within and outside the workforce to obtain diverse pools of qualified
applicants. For Senate faculty the level of position advertised is based on the level of search approved by the Executive Vice
Chancellor. Non-Senate searches may be at a specific rank or at open rank.
External Recruitments are open to all applicants and are listed in various off-campus publications and the UC Recruit job
board. Typically, external recruitments generate the largest and most diverse applicant pools consistent with the campus
commitment to equal opportunity and diversity.
In some unique situations, an internal recruitment may be utilized so long as it is consistent with equal employment and
affirmative action objectives and results in a diverse pool of qualified applicants. Internal recruitment requests require
consultation, prior to the beginning of the recruitment, with the Office of Equal Opportunity & Discrimination Prevention
and Academic Personnel.
Recruitments may be conducted in the following ways:
One- time recruitment: The recruitment is advertised for the duration of the recruitment for a specific position or positions.
Most often the one-time recruitment will be for a single hire, however occasionally a single recruitment may yield multiple
hires. This may be either the result of multiple positions being available at the beginning of the search, or may occur
through a special request to make multiple hires. Requests to make multiple hires from a Senate Faculty search originally
designated as a single hire will be initiated by the Department Chair and submitted to the Executive Vice Chancellor via the
Dean. The Dean will be asked to provide additional information concerning the FTE to be used for the additional hire, and
the Executive Vice Chancellor will consult with the Academic Senate as appropriate. Requests to make multiple hires from
a non-senate search originally designated as a single hire are to be addressed to the Associate Vice Chancellor for Academic
Personnel.
Standing pool recruitment: A standing pool recruitment may be used to fill multiple positions at various times for
temporary research or teaching positions. Pooled recruitments may be advertised for no longer than one year. All standing
pool recruitment advertisements must be terminated on October 31, annually. New advertisements may begin after
November 1 of each year. This is to ensure compliance with federal data reporting requirements.

II. Exemptions from Open Recruitment Policies
A.

Appointment to temporary academic administrator positions by individuals already holding an academic appointment

B. Recall appointments
C. Visiting appointments in the Professor, Researcher, Specialist, or Project Scientist series. The individual must be a
“true visitor” i.e. on leave from (or for the Professorial series only, retired from) an equivalent position at another
academic institution.

D. Appointees within Unit 18, who have previously undergone open recruitment in the same department for a Unit 18
position without a significant break in service.
E.

Positions requiring student status, e.g. teaching assistant, graduate student researchers or trainee status, e.g.
Postdoctoral Scholars.

F. A modification of the current position from the Professorial series to the Lecturer SOE series or one non-senate research
series to another (e.g. Project Scientist to Researcher) assuming the original appointment had either an open search, an
approved waiver or is exempt from search due to without salary status.
G. Without salary appointments.

Although open recruitment is not required in the above situations, a department may choose to conduct a search. When a
search is conducted, all appropriate policies and procedures must be followed.

III. Search waivers
An open recruitment, available to all qualified applicants, is a preferred hiring mechanism since it provides substantial
assurance of compliance with University policy and the quality of the individual offered a position. However, special
circumstances may on occasion justify a waiver of the search requirement.
A. Non-Senate Titles
1. Emergency Hire: Unexpected circumstances result in insufficient time to recruit: ( e.g., unexpected illness, leave of
absence of faculty, emergency research need.) Waivers will be granted with a specific end date.
2. Spousal or Domestic Partner Hire: the hire of a spouse or domestic partner in order to initially hire or retain a Senate
faculty member. Waivers will be granted for the duration of employment in the job series.
3. PI/Co-PI/Leadership Status: the proposed appointee is the principal investigator, co-principal investigator of a
grant/contract, or has been named in the grant/contract for a specific leadership role. Supporting documentation must be
available in the departmental file and may be requested as necessary. Waivers will be granted for the duration of the
contract or grant.
4. Continuation of Training: the proposed appointee is currently a graduate student researcher or postdoctoral scholar at
UCSB and will remain for a short period to complete a research project begun while in the current status. Waivers may
not be granted for longer than one year.
5. Research Team: the proposed appointee is part of an existing research team of a new faculty member relocating from
another academic institution and will be continuing in the same capacity in the lab. The waiver is valid for the duration
of appointment in the same title within the same team.
Consistency with the criteria above does not guarantee a waiver will be granted.
Search waiver requests are initiated by the department through UC Recruit.
The Director of Equal Opportunity & Discrimination Prevention will provide information regarding the impact of the
proposed hire on affirmative action goals and the Campus Affirmative Action Plan. The request will then be reviewed by
the Dean or Associate Vice Chancellor with approval authority for the requested action. If the request is approved, the
department may then submit an appointment case. If the request is denied, an open search will be required.
An existing waiver with an end date may be extended if the appointment continues to meet the criteria under which the
waiver was originally granted. The request to extend the waiver may be included with the reappointment request and must
specify the new end date.

B. Senate Faculty
1.

Partner Hire: the hire of a partner in order to initially hire or retain a Senate faculty member. In such cases, the partner
should have a record and credentials that provide evidence he or she would likely be among the top candidates if an
open search had been conducted.

2.

Exceptional Opportunity: an unusual opportunity to hire an individual who has qualifications that are so uniquely
outstanding as to justify the waiver. In all these cases the candidate would be on the short list of top candidates if a full
search were conducted, and the individual would be highly sought after by peer institutions. Examples would include an
internationally recognized leader in a particular field (e.g., a Nobel Laureate or a Pulitzer Prize winner), an exceptional
scholar who would make special contributions to diversity in a particular program or field; or a highly sought after
individual who is on the market for a very limited time period. Exceptional Opportunity are normally expected to be at
the Full Professor level, but under exceptional circumstances, justified by compelling reasons, they may be at a lower
level.

3.

President’s Postdoctoral Fellowship Recipients: the proposed hire is a current or former recipient of a UC President’s or
Chancellor’s Postdoctoral Fellowship.

Consistency with the criteria above does not guarantee a waiver will be granted.
Search waiver requests are initiated by the department through UC Recruit. The department memo must address the
following:
• Which category of waiver is being requested.
• The departmental vote on the request for a waiver.
• A report of the departmental discussion of three major issues: 1) the candidate’s qualifications; 2) the
candidate’s programmatic fit within the departmental academic plans; and 3) the source of the FTE and the
impact of the appointment on the departmental FTE plan
• In the case of an Exceptional Opportunity request, an explanation why it is not possible to consider the
candidate as an applicant in an open search (for example, the individual under consideration is available only
for a limited period of time.)
Requests will be routed to the Dean for review. As part of his or her recommendation, the Dean should address the items
outlined in #3 above, as well as the programmatic and budgetary impact within the department and on a divisional or college
wide basis. If the Department has not identified an FTE, the Dean must do so. The Executive Vice Chancellor will consult
with the Director of Equal Opportunity & Discrimination Prevention, the Council on Planning and Budget, and the
Committee on Academic Personnel prior to making a final decision. The Director of Equal Opportunity & Discrimination
Prevention will provide information regarding the request in the context of the Campus Affirmative Action Plan and
placement goals. The Council on Planning and Budget will provide guidance regarding resource allocation for the position.
The Committee on Academic Personnel will provide an initial assessment of the candidate’s qualifications for an academic
senate position. If the request is approved, the department may submit an appointment case. If the request is denied, an
open search will be required.
In recruitments that are limited to either the Assistant or Associate level, if a candidate is promoted to a higher level at their
home institution while the search is in progress, or an appointment at a higher rank is justified by the need to make a
competitive recruitment offer (such as a competing offer at a higher rank) the department may request permission to allow
appointment at the next highest rank. The request will be forwarded from the department, via the Dean, and Associate Vice
Chancellor for Academic Personnel, to the Executive Vice Chancellor. If the request is approved, the department may then
submit the appointment case with a request for the higher rank. Additional external evaluation may be required to support
the higher rank appointment.

VIII-1
CAREER DEVELOPMENT AWARDS
(Revised 12/19)

The Career Development Awards are available to Senate Faculty and include three distinct awards and fellowships:
1.

FACULTY CAREER DEVELOPMENT AWARD (FCDA)

The Faculty Career Development Award (FCDA) program provides Assistant Professors and Lecturers with
Potential Security of Employment the opportunity to strengthen their records in research and other creative
activity by providing funds to enable them to spend uninterrupted time pursuing research interests or
independent study. The FCDA program is specifically geared toward non-tenured faculty who, because of the
nature of their position or their role in campus affairs, have encountered significant obstacles in pursuit of their
research, creative work, teaching, service, or mentoring obligations, or who have made unusually timeconsuming efforts in helping to achieve campus diversity. The FCDA program is also intended to support these
faculty in helping the campus in meeting the goals of academic excellence and faculty diversity by ultimately
contributing to the recruitment and retention of quality faculty.
Eligibility: Eligible faculty include Assistant Professors and Lecturers with PSOE. Applications may be
submitted by faculty who are under review for tenure or security of employment. However, if the applicant is
subsequently awarded tenure or security of employment during the award period, then he/she is no
longer eligible. This policy is consistent with the principal purpose of the program, which is to help eligible
non-tenured faculty develop a substantial record in research and creative work necessary for advancement to
tenure, and should be taken into account in deciding whether to apply. Faculty are eligible to receive two
FCDA awards during their career.

2.

REGENTS’ JUNIOR FACULTY FELLOWSHIP

The principal purpose of the program is to help eligible junior faculty develop a substantial record in research
and creative work necessary for advancement to tenure.
Eligibility: Eligible faculty include Assistant Professors and Lecturers with PSOE. Applications may be
submitted by faculty who are under review for tenure or security of employment. However, if the applicant is
subsequently awarded tenure or security of employment during the award period, he/she is no longer
eligible. Faculty are eligible to receive two Regent’s Junior Faculty Fellowships during their career.

3.

REGENTS’ HUMANITIES FACULTY FELLOWSHIP

The purpose of the Regents’ Humanities Faculty Fellowship program is to encourage and facilitate research,
advanced or independent study, or improvement of teaching effectiveness in the humanities by providing
supplemental summer or sabbatical leave salary.
Eligibility: The Humanities Fellowship Program is open to faculty members in the regular and acting Assistant
and Associate professorial series, Lecturers with PSOE, and Lecturers with SOE regardless of department
affiliation. However, awards are recommended only for those whose projects are clearly humanistic (i.e.,
studies in language, both modern and classical; religion; literature; jurisprudence; philosophy, archaeology, the
history, criticism and theory of the arts; and those aspects of history, linguistics and the social sciences that have
humanistic content and employ humanistic methods) or in the creative arts (painters, sculptors, composers,
writers, poets, stage designers, performers and other artists in creative fields). There is no limitation on the
number of awards a faculty member may receive during their career.

An annual call is issued during fall quarter for submission of applications for the Career Development Awards.
Awards are normally announced by the end of Winter quarter.

Nature of Support: Career Development Award funding is granted for specific research proposals and related
scholarly activities. Two types of awards are available: course release (one course) or summer research funds.
Applications specify which type of award is being sought during the application process.

Evaluation Criteria Applications for each award are carefully evaluated with respect to the following criteria:
a.

Quality of the proposal, particularly with respect to potential for long-term career opportunities and
development.

b.

Timing of the proposed project in terms of critical periods of career advancement (e.g., tenure appraisal or
other impending personnel reviews).

In addition, applications for FCDA award will also be evaluated for with particular consideration given for prior and
current obstacles to the development of a record in research and creative work necessary for achievement of tenure
and further advancement.
Administration: The program is administered by the Office of Academic Personnel in consultation with the Office
of Equal Opportunity & Discrimination Prevention and Deans. The Career Development Award Advisory
Committee will review the proposals and make recommendations in each award category to the Associate Vice
Chancellor for Academic Personnel.
Reporting Requirements: At the conclusion of the award period, a brief narrative report specifying activities
undertaken and the manner in which they contributed to the academic career development of the awardee is
required. This report is due one month after fellowship termination and should be addressed to the Associate Vice
Chancellor for Academic Personnel. Future awards will not be granted if this report is not received.

VIII-11
POLICY ON ENDOWED CHAIRS
(Revised 12/19)
I.

References:
A.

University of California, Policy and Procedures Manual for Gifts and Endowments.

B.

University of California Academic Personnel Manual.

C.

Policy on Endowed Chairs, adopted by The Regents, effective July 1, 1996.

D.

Delegation of authority, President Napolitano, July 11, 2019

II. Policy:
A.

Background:
While General Fund appropriations remain the core support for the academic functions of the campus,
the establishment of endowed chairs, fully funded through the support of private gifts, provides
significant and singular benefit in the development of excellence at UCSB. These gifts permit enriched
support for the teaching, research and service responsibilities of especially gifted faculty and provide a
means of according such faculty public recognition of their distinguished status. They offer attractive
incentives for recruitment and retention purposes. Endowed chairs, endowed professorships and all
similar entities are governed by this policy.

B.

Definition:
An endowed chair is a perquisite, supported by income from an endowed fund established by gifts.

C.

Requirements for Establishing an Endowed Chair:
1. The Chancellor has authority for establishing and naming endowed chairs. No final commitment for
establishing and naming a chair shall be made to a prospective donor prior to Chancellorial
approval. This authority may not be redelegated.
2.

The corpus of a gift consisting of cash, its equivalent, or a legally binding pledge from a donor(s) of
at least $1,000,000 is required to establish an endowed chair.

3.

a.

A pledge to establish an endowed chair shall be in such form as to constitute a legally
binding commitment by the donor. Pledges to The UCSB Foundation shall be supported by
a binding pledge from the latter to transfer the income to The Regents at the beginning of
each fiscal year to fund the chair.

b.

Whenever possible, a pledge to fund an endowed chair shall be accompanied by partial
payment, preferably at least one-third of the total, and the instrument of gift shall include a
proposed payment schedule which shall not exceed a date specified at the time of
Presidential approval, except in cases where there is a binding commitment to complete the
funding by bequest or similar deferred gift for which there can be no predetermined
termination date.

c.

If a chair is to be funded through a campaign, the recommendation for approval of the chair
and the campaign shall be presented simultaneously. Approval of an endowed chair when a
campaign is involved, will be contingent upon the receipt of a specified amount by the
specified closing date of the campaign, with a provision for optional use of the funds raised
should they fall short of the required minimum, or with a commitment from the Chancellor
to make up any deficiency from unrestricted funds available to the campus.

The subject area of the endowed chair must be consistent with the mission of the University of
California and the academic planning statement of the Santa Barbara campus. The designated
field for the endowed chair is a matter of negotiation between the donor and the University.
Income from the endowment will be dedicated to the academic discipline or area specified by the
donor at the time of acceptance of the gift so long as that discipline or specialty remains a program
within the academic plan of the campus.

D.

E.

4.

The gift instrument shall normally permit appropriate alternative distribution of the income by the
Chancellor if the subject area of the endowed chair ceases to be consistent with the University's
mission or the academic planning statement of the campus. Such alternative distribution shall be
as closely related to the donor's original intent as is feasible.

5.

The gift instrument shall normally state that the fund administrator is given authority to add
unexpended income to the original corpus.

6.

Procedure for obtaining approval for the establishment of an Endowed Chair is as follows:
Recommendations shall be reviewed by the appropriate Dean and forwarded to the Executive Vice
Chancellor who will consult with the Academic Senate Committee on Planning and Budget
regarding the appropriateness of the proposed subject area. Based on the comments of the
committee, the Executive Vice Chancellor will make a recommendation to the Chancellor who has
final authority for establishment of the Endowed Chair.

Appointments:
1.

Unless otherwise indicated in the gift agreement, the term of appointment to an endowed chair will
be for an initial period of five years, with subsequent terms of five years each as long as the chair
holder is fulfilling the original mission and expectations of the appointment. Appointment may be
for a shorter period, but may not exceed five years without review as described in D.5 below.
Appointment may also be made to a series of individuals appointed successively for prescribed
periods.

2.

Appointment of an individual to an Endowed Chair shall be made by the Chancellor, in accordance
with the normal academic review procedure for an academic appointment, including consultation
with the department, college, and Committee on Academic Personnel. When a current UCSB
faculty member is recommended for appointment to an Endowed Chair, the process may be
modified as appropriate. For example, a department vote is not mandatory.

3.

In the case of an administrative endowed chair, the administrative officer is automatically designated
as the chair holder.

4.

The level of appointment normally shall be equivalent to the top ranks of the professor series, but
appointment at lower ranks is also possible if so stated in the gift agreement.

5.

Reappointment of an individual to an Endowed Chair may be approved by the Associate Vice
Chancellor for Academic Personnel, upon favorable recommendation by the Department and
endorsement by the Dean. The departmental recommendation will consist of a memo that evaluates
the extent to which the chair holder is fulfilling the original mission and expectations of the
appointment. While a faculty vote is not mandatory, departmental consultation must take place.
Should the Department or Dean recommend termination of the appointment, CAP review will be
required and the Chancellor will have final authority.

6.

Chairs that remain vacant for a consecutive period of five years will be subject to review by the
Chancellor.

Provisions:
1.

Endowment income may be used to support salary, or a portion of the base salary if so stated in the
gift agreement, however in most cases base salary will be provided through state funding of the
faculty position. Income from the endowment may also be used for supplementary salary beyond
the base salary, as determined by the fund administrator, consistent with the terms of the gift and
campus and University policy and procedures.

2.

Endowment income made available to holders of endowed chairs shall be used to support teaching,
research, and service activities of the chair holder, in accordance with the gift terms, University
regulations and according to a budget recommended annually by the chair holder to the fund
administrator. Consistent with the foregoing, and following consultation with the appropriate
campus administrator, a chair holder may exercise the option of designating a portion of the

endowment income from the chair for use towards the academic endeavors of the Department for a
prescribed period, within proper legal constraints.

F.

G.

3.

Endowment income for an administrative chair may be used to support the teaching, research, and
service activities of the department, research unit, school , or college as determined appropriate by
the holder of the chair in accordance with the gift terms as well as University and campus policies
and procedures.

4.

The department chairperson shall act as fund administrator unless this responsibility is designated by
the gift agreement to another individual.

5.

The occupant of the chair, as a member of the faculty, shall be entitled to the normal support funds
and services available to other faculty members within the department. Such support shall not be
charged against the endowed income of the chair.

6.

The occupant of the chair shall be given adequate space for his/her teaching and research program,
considering normal departmental and campus space allocations.

7.

The holder of an appointment to an endowed chair will be expected to carry on an appropriate
teaching responsibility, and normally shall teach both graduate and undergraduate courses. The
appointee shall contribute to the scholarly activity of the department in which he/she resides and,
through seminars and other intellectual contact with students, add to the enrichment of the academic
life of the campus as a whole.

8.

The Endowed Chair will be declared vacant at the time of retirement or resignation from the Senate
faculty positon, termination, or death of the chairholder.

Disestablishment of Chair
1.

The terms of the endowment shall be reviewed from time to time to ensure that chairs and
professorships meet their intended purposes.

2.

The Chancellor, after consultation with General Counsel, is authorized to disestablish an endowed
chair if
a. The subject area ceases to be consistent with the University's mission or campus academic
planning statement.
b. the chair remains vacant for more than 5 years and the Chancellor determines there is no
likelihood of filling the chair.

3.

Upon disestablishment of an endowed chair the endowment income shall be redirected to the
alternative purposes stated in the gift agreement or subsequent agreements between the donor and
the Chancellor. If a donor is deceased and has not specified an alternative purpose, the campus shall
request assistance of General Counsel in obtaining court approval for an alternative use of
endowment income.

Reporting
1.

The Chancellor shall provide the President annual reports on endowed chairs that have been unfilled
in the previous year and those that have been disestablished. The reports should include the
following:
•
•
•
•
•
•
•

Name of chair, fund number, entity that holds the endowment;
Name of donor;
Date established;
Subject area of chair;
Amount of endowment when fully funded; funding to date;
For an unfilled chair- how long the chair has been vacant; what use, if any, has been made of the
income during the period.
For a disestablished chair- date disestablished; alternate use of funds approved by General
Counsel.

III. Dickson Emeriti Professorship:
The Dickson Emeriti Professorship will be awarded to an emeriti faculty member on an annual basis for a term
of one academic year. There is no limit to the number of times an individual may be appointed.
Endowment funds may be used to support recall appointments for teaching, research, or public service of an
emeriti faculty member.
An annual call will be issued during Winter quarter for nominations for the next academic year.
Recommendations are to be forwarded by the Department to the Executive Vice Chancellor, via the Dean.
Authority to make appointments to the Dickson Emeriti Professorship will be held by the Executive Vice
Chancellor. The Executive Vice Chancellor will have the discretion to make multiple appointments for any
given year.
The Departmental recommendation should state the proposed use of the funds and the proposed activity’s
relevance to the department, unit, campus or University as a whole.

