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EXHIBIT 1

~ - Labette Community College IR
Board of Trustees Meeting A enda
Thursday, March 9, 2017, 3 ‘

Conference Room #1, Student Support Serv1ces Building

 Adoption of Agenda........coovceincrnicrnn (Exhibit 1)

1I1.

VIL

Approval of February 9, 2017, Regular Meeting Minutes.....(Exhibit 2)

Reports and/or Board Discussion

A. Student Housing/Bluffstone Update
B. Faculty Senate Report
C. Student Government Association Report
D. Administrative Report
i. Budget Process and Basic Assumptions for 2017-2018 Budget
ii. Comparison of Expenditures to Budget
E. President’s Report
PTK
PBL

Old Business (Action, Report, or Discussion)

A. Tuition and Fees Approval for 2017-2018........ccoeiin {Agenda Item VLA.)
(Exhibit 3)

New Business (Action, Report, or Discussion)

A. Board of Trustees Meeting Date Change................... (Agenda Item VILA.)

B. Social Science Program Review ........ccocnieeiiiaenns (Agenda Item VILB.)
(Exhibit 4)

C. Policy REVIEW ..cvvvverecir s (Agenda Item VIL.C.)
(Exhibit 5)

D. Approval of Bills....cccrinvriinininnisnene .....{Agenda Item VIL.D.)
' (Exhibit 6)

Public Comment

The Roard of Trustees agenda shall contain one opportunity for public comment. This
structure has been designed to provide the public with an opportunity to comment on any
topic. The Chair of the Board explains the Board’s approach to the public comment with the
following statement: “At this time we invite anyone in the audience to speak to the Board

-about any item or concern that pertains to the college. By policy, at this time the Board

will not take any action on any item or concern, but we will be happy to take it under



EXHIBIT 1

advisement for possible future action.” The Board also retains the right to set time limits
on public comment.

In the event that a large number of citizens are present and wish to speak in favor or in
opposition to an issue before the Board, the Board reserves the right to poll the number of
citizens in favor of and in opposition to the issue at hand as well as to limit the number of
spokespersons representing opposing viewpoints. The Board also retains the right to set time
limits as deemed appropriate.

II.  Executive Session for the purpose of discussing employer-employee negotiations.
I move we recess into executive session at (time)for

minutes for the purpose of discussing employer-
employee negotiations.

The Board will return to open meeting at in this
room.

The executive session is required to protect the public interest in negotiating a fair and
equitable contract.

VII. Next Regular Board Meeting: Thursday, April 13, 2017, 5:30 p.m., Conference Room, and
Tentative Agenda ltems

IX.  Adjournment



'EXHIBIT 2

LABETTE COMMUNITY COLLEGE
Board of Trustees Minutes
" February 9, 2017

The Board of Trustees met at 5:30 p.m. on Thursday, February 9, 2017 in the Conference Room, Student Success
Center Building.

Members Present
Mr. Montie Taylor
Mrs. Sophia Zetmeir
Mr. Carl Hoskins
Mr, Pat McReynolds
Mr. Mike Howerter
Mr, David Winchell

Others Present _ A
Dr. George Knox - : i) g@%“
Leanna Doherty - K

Janice Every
Lindi Forbes &
Bethany Kendrick ' '
Tammy Fuentez
Sue Brouk

April Walker
Jack Burke . © Yim Zaiesk %
Kathy Jehnston .. DBrielle Ware
Mark Watkins o

Megan Fugate recorded the min

Adoption of Avenda (ACTION IT

‘ to the revised agenda. President Knox had no changes. Mrs. Zetmeir
moved to approve the agenda as,pr sMr. McReynolds seconded and motion carried 6-0.

Chair Hoskins asked for corrections. '\ddmons s fﬁ%ﬁ"fi*'uary 12, 2017 regular meeting minutes, Mr. Winchell moved
to approve the minutes as presented. Mt Faylor seconded and motion carried 6-0.

Chair Hoskins asked for corrections or addmgns to the January 31, 2017 special meeting mmutcs Mr. Winchell moved
to approve the minutes as presented. Mrs, Zetmeir seconded and motion carried 6-0.

Approval of Special Meeting Minutes (ACTION ITEM)
Chair Hoskins asked for corrections or additions to the February 3, 2017 special meeting minutes, Mrs. Zetmeir moved
to approve the minutes as presented. Mr. Winchell seconded and motion cartied 6-0.

Reports and/or Board Discussion
Cardingl Villas Student Housing Update
Kelly Young introduced Michelle Goss and she gave a brief update.

Faculty Senate Report
David Beach bad no report

SGA Report
Brielle Ware, SGA Treasurer, gave a brief update of upcoming events.



EXHIBIT 2

Administrative Report

Comparison of expenditures to the budget — Leanna Doherty had placed the January financial report at the table. At the
end of January we were 58% through the year. The general fund was 53% expended and the technical
education/vocational fund was 57% expended. She invited questions from the Trustees and welcomed phone calls at a
later date.

Vice-President Doherty gave a brief update on the library renovation. She reported an increase from CDL on the quote
of the fire alarms. The Board directed Vice-President Doherty to look for other options around the $2,000 price range.

President’s Report
Dr. Knox gave a short report.

Presidential Hire

Chair Hoskins reported that the Board would go into executive session to finali n the presidential hire.

Executive Session \
Executive session for the purpose of discussing non-elected personnel to protect the interests
discussed.

¢ individual(s) to be

Mrs. Zetmeir moved to recess into executive session at 5:50pm for 10 minutes for the purpose of dzsc Sing personnel

matters of nonelected personnel, inviting in L.eanna Doherty and Janice Every.

Mr. McReynolds seconded and motion cairied 6-0.
Returned to open session at 6:00pm.

Me. Winchell moved to approve a presidential contract for Dr. ¥ar¥ Watkins, beginning June 1, 2017, Mr. McReynolds
seconded and motion carried 6-0. :

Mr. Taylor moved to approe the resolution and the extension of the current terms of Board Chair and Vice-Chair per
HB 2104. Mrs. Zetmeir seconded and motion carried 6-0.

City of Parsons Neighborhood Revitalization

Mr. Taylor recused himself at 6:07pm and left the meeting, prior to any discussion, due to potential conflict of interest.
Jim Zaleski was present to answer any questions. Mr. Winchell moved to approve the City of Parsons Neighborhood
Revitalization. Mrs. Zetmeir seconded, after a short discussion, motion carried 4-1. Mr. Howerter voted no.




- EXHIBIT 2
Mr. Taylor returned to the meeting at 6:34pm.

Program and Course Approval
Mrs. Zetmeir moved to approve the following:

¢ Graphic Design Certificate
s Intro to Graphic Design, 3 credit hours
»  Digital Logic Circuits Lab, 3 credit hours

Mr. McReynolds seconded and motion carried 6-0.

Policy Review
Mr. McReynolds moved to approve the following policies:

s Policy 3.03 Catalog s
*  Policy 3.05 Credit for Prior Learning

Mr. Taylor seconded and motion carried 6-0. S

Approval of Bills

Public Comment
Joe Burke announced the Art is Ageless exhibit is in Hendershot Gallery.

gtion of Neil Simon’s “Barefoot in the Park” provided by the LCC Foundation and

Lindi Forbes announced the presentati
Alumni Association and Jack apdiRi ibbin Endowment Fund. It is free to the public.

replilagmeetisg of the Board of Trustees scheduled for March 10, 2017 at
5:30 p.m., Conference Room, Student S; Building.

e

Adjournment

Mrs. Zetmeir moved to adjourn the meeting at b pm. Mr. McReynolds seconded and motion carried 6_-{).

Megan Fugate, Clerk of the Board






LABETTE COMMUNITY COLLEGE
" Board of Trustees '
- March 9, 2017

Budget Assumptions

The budget timetable for 2017-2018 calls for a review and discussion of basic budget
assumptions by the Board of Trustees at the March Board meeting. The following
assumptions are presented to the Board for review, discussion and general support:

Revenue Issues: Revenue sources for Labette Community College can be broadly
categorized into the areas of local revenues, state revenues, student tuition and other
general or miscellaneous sources.

1.) The budget will be built on the assumption that our state revenue will decrease.
Specific assumptions relative to the funding formula issues are as follows:

a.) We are anticipating a reduction in the State operating grant due to
the state budget crisis, but are unsure what the cut might be. At the
beginning of the current year our operating grant was cut 4% and we
are now facing another 3% reversion before the end of the fiscal
year.

b.) The SB155 Post-Secondary Training for Secondary Students will
continue as the Governor’s initiative to promote technical education;
however some of the courses have been cut from the program and
there is concern that no new funds will be added to the pool. Credit
hours are growing in the SB155 area which means with no increase
in funding each credit hour will be worth less as current funds are
prorated. ' ' '

¢.) After a few years of declining enrollment we are pleased to see an
increase in enrollment this year. Although with the current state
budget situation we will not be receiving additional funding for the
enrollment increase.

2.) Student tuition and incidental fee increases to partially offset increasing
expenses will be considered. Currently Labette’s rate is below the average
of the Kansas communify colleges.

3.) In the past the Board of Trustees has been reluctant to increase property
taxes. o

- a. ) Total assessed valuation for Labette County 1s antlclpated to be at
o apprommately the same level. :



b.) There will be no provisions passed that will require reversal of any
property tax considerations from prior years.

4.) Grants and outside funding will be utilized to the extent possible.

a.) We anticipate the Carl Perkins funding to be level for next year. Last
year we had a decrease of 26.4% $23,550.

Expenditure Issues: Expenditures are budgeted and carried out in a manner to ensure
that total expenditures for any given fiscal year do not exceed the projected revenue for
that period.

1.) Health Insurance will be increasing 6.7%, $81,673. Last year our health
increase was $69,000.

2.) We anticipate athletic insurance will increase, but do not have an estimate at
this time.

3.) Payments on the bridge loan for the Zetmeir building will continue through
FY18 with the final payment being in October 2018.

4.) Numerous cuts have already been made to personnel and other expenditures in
previous years making it difficult to find places to cut without impacting
student learning.

5.) A general price increases in paper, supplies and other miscellaneous
items is anticipated as well as utilities.

Closing: Budget recommendations will be developed by the application of the budget
process including all work groups, administration, and the Board of Trustees budget
workshop in June or July.



. Agenda Item: VLA.
Date: March 10, 2016

- SUBJECT
Tuition and Fees for 2017-2018

" REASON FOR CONSIDERATION BY THE BOARD

o _Kansas Statutes state that the Board of Trustees approval is requlred for adoptwn of

_ student tuition and fees.

- BACKGROUND

- . Last month the Board reviewed the tuition and fees for Labette Community College and

~- -the comparison to other schools. Currently the college charges $92 per credit hour for in-
. state tuition and fees. The charge for out-of-state tuition and fees is $117 per credit hour.
- A border state rate of $113 per credit hour is charged for residents of Arkansas, MlSSOUIl o

-and Oklahoma. The international students’ rate is $176 per credit hour.

. The college is committed to affordable educational costs and strives to keep costs for
- students as low as feasible. In developing a recommendation for the total rate per credit
. hour for tuition and fees for 2017-2018, the following factors have been considered:

- - LCC’s total in-state student cost per credit hour is below the state average and
. ‘competitive with the SEK average. Refer to the exhibit on the next page for a
. comparison of the colleges.
= Although most colleges have not acted on tuition and fees for 2017-201 8
+ conversations with other colleges suggests increases will occur.
© - Last year tuition and fees were increase a total of $2.
- .- Many institutions charge an additional amount to students based on the location at
- which the course it taught. Currently we are charging an additional fee of $10 per
. credit hour at the Cherokee Center.
.- Enrollment was down the last couple of years but is coming back up this year.

p _"_Each year the college should address in the next budget the effects of inflationary

- .increases in the cost of goods and services as well as the changing mix of revenue sources
“available to the college balancing this with what the students can afford and the cost of

- attendance at other institutions. For next year a §3 increase in tuition and a $3 increase in
o "fees fora total of a $6 increase is recommended in all remdency categorles

- PRESIDENT’S RECOMMENDATION

_ . That the Board of Trustees review and approve the recommendation for a $3 increase in
 tuition and $3 increase in fees, for a total of a $6 increase in all re51dency categorles for

- _the 2017- 2018 school year
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' '_ Agenda Item #: VILA.
Date: - March 9, 2017

. SUBJECT

'Change one meeting date for the Board of Trustees

| 'REASON FOR CONSIDERATION BY THE BOARD

BACKGROUND
i - We need to move the July regularly scheduled meetings of the Board of Trustees. .

" PRESIDENT’S RECOMMENDATION

- B Re_:comm_en_d changing the July 13‘“_B_0a_rd of Trustees meeting to Thursday, July 20, L

_ {O:Board2006-07/agnBOTmeetDates) L






| .._Agenda Item #:VIL.B.
©Date: March 9,2017

_ SUBJECT
. ..Program Review: Social Science

- REASON FOR CONSIDERATION BY THE BOARD

. Part of the Board’s responsibility is to maintain oversight on the quality of the academic and
- administrative programs and serwces Th.lS has been an on-going feature of our regular Board

"~ meetings.

BACKGROUND

- The purpose of program review is to assess the quality of our academic offerings as well as to
- ‘assess program sirengths and weaknesses. The program review report format will more

- accurately reflect the mission of the college, to “provide quality leaming opportumnes ina

- supporuve environment,” at a reduced cost, thus i 1ncreasmg our efﬁc1ency

| 'PRESIDENT’S RECOMMENDATION

- '_ _'That the Board of Trustees approve the Program Review: Social Science as presented.

- {O/Word/Board2006-07.agnProgReview)






EXHIBI 4

Revised 4/14/2015

Academic Program/Discipline: Social Science

by: Prggram/Dlsmpllne Commitiee

......... a.)...-..............--;...-.........‘--..-...........---.......

S ciology

........................................................................

Signature Date Completed

Based on the information presented in this program review, the committee
recommends this approved Program Review report to President’s Council.

Committee Members . Signatures Date

Vice President of Student Affairs or Designate

- 3 / cl
Sara Comér

Vice President of Finance and Operations or Designate

......................................................................................

egan Hentzen

Director of Public Relations or Designate

v@@m% ...........

Bethany Ken

Director of Information Technology or Designate
‘.é 5{ i \

Jody 8urzm

of instruction



Educational Support Staff

Robert Bartell

Facuity

%a&% SN EDINCLE e

E th’ Stoneberger

Faculty

Dr. Tim Miller

Vice Bresident of Acadefmic Affairs
e (' ...... e TP

oe Burke

Based on the information presented in this program review, the President’s Council
recommends this approved program to the President.

ent's Couyricil Designate Date

Presig

, /

Based on the information presented in this program review, the President
recommends this approved program to the Board of Trustees.

Presiden.t&"- Q ﬂ ¢ . Date
.................... Voo S 2T
,{{George %ﬁ(



Executive Summary

The purpose of the five year Program Review is to evaluate the viability and quality of
the Social Science program and to implement a process to improve services to our
students and supporting stakeholders. The Social Science Program Review Committee
approved the Social Science program report wh:ch lncludes the Psychology, Sociology,
and Social Work emphases.

The Social Science Program Review Committee members included lead faculty as well
as additional faculty, staff, administrative personnel, and the Dean of Instruction.
Program data were collected and analyzed for program relevance, quality and
effectiveness.

The commitiee reviewed progress from the 2011 Program Review. Several action plan
items have been completed including designating a seminar style classroom, hiring
qualified adjunct faculty, and having program faculty advise Social Science majors.
Other items, such as monitoring and managing course offerings, referring peer tutors to
the Student Success Center, and addressing textbook cost concerns, are ongoing.

The committee identified a number of program strengths. The faculty members are well
qualified and provide a strong Social Science curriculum. Social Science students learn
about and participate in the community at large, gaining both social and self-awareness.
The program supports other LCC programs, e.g. Health Sciences, with course offerings.

Additionally, a majority of program course offerings transfer seamlessly within the
Kansas system.

Woeaknesses and challenges relating to the program include recruitment, enroliment
fluctuations, and changes in the requirements of other programs. The action plan
examines opportunities to bolster recruitment with the assistance of program faculty.
Exploring the implementation of Open Educational Resources may aid in recruitment by
reducing student expenses. Monitoring of schedules and keeping faculty abreast of
schedule changes is ongomg in order to manage course enrollment
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ACADEMIC PROGRAM/DISCIPLINE REVIEW
o Labette Community College

Introduction to Program

A. Program Relation to College Mission, Core Values, and Strategic Plan

The Social Science Program at Labette Community College is designated for students who are
planning to continue their education at a four-year university in the Social Sciences. Students can
choose an emphasis in one of the following areas: Psychology, Sociology or Social Work. The
program also serves students who intend to become certified to teach at the secondary level in
the Social Sciences. The Social Science Program supports the Health Science Programs, as weil
as provides social science elective courses for many other degree programs.

B. Program Recognition/Accreditation
N/A o e A

C. Program/Discipline Demand/Need

Psychologists: Employment for psychologists is expected to grow 19 percent from 2014 to 2024,
much faster than the average for all occupations with an expected growth of 7 percent.
Employment of clinical, counseling, and school psychologists is projected to grow 20 percent
from 2014 to 2024, much faster than the average for all occupations. A greater demand for
psychological services in schools, hospitals, mental health centers, and social services agencies
should drive employment growth. Graduates with a bachelor’s degree could pursue jobs in other
fields including: business administration, sales, education, rehabilitation, substance abuse,
gerontology, social and community service programs, as probation officers, correctional
treatment specialists and working with veterans suffering from war trauma or they may be able
to find work in the field of psychology as assistants to psychologists. Graduates with a doctoral
or education specialist degree and post-doctoral work experience will have the best job
opportunities in clinical, counseling, or school psychology positions. Candidates with a master’s
degree will face competition for most positions, and many of them will find jobs with alternative
titles, as nearly all states restrict the use of the title “psychologist” to Ph.D. or Psy.D. degree
holders. : ' '

Median Salary Range for Professionals: $39, 980 per year to $94,590.00 per year
Bureau of Labor Statistics (2017). U.S. Department of Labor, Occupational Outlook Handbook

2016-17 Edition. Retrieved from htips: //www bis. gov/oohfhfe phvs;cal and—somal-
science/psychologists.htmiftab-6

Bureau of Labor Statistics. (2017). U.S. Department of Labor, Occupational Outlook Handbook,
2016-17 Edition. Retrieved from https://www.bls. gov/ooh/commumty and‘somal service/social-
and-human-service-assistants.htmd#tab-§

Bureau of Labor Statistics. U.S. Department of Labor, Occupational Outlook Handbook, 2016-

17 Edition. Retrieved from https://www.bls. gov/ooh/commumtyand socaal selvme/substance-
abuse and behavmiai dlsmder counse]ors htm - :




Bureau of Labor Statistics. U.S. Department of Labor, Occupational Outlook Handbook, 2016~
17 Edition. Retrieved from https://www.bls.gov/ooh/life-physical-and-social-

science/psychologists. htmifab-5

Sociologists: Employment growth for social scientists is projected to grow 12 percent from 2014
to 2024. Job growth for professional sociologists (Master’s and Ph.D. levels) is expected to show
little to no change. Most sociologists work in research organizations, colleges and universities,
and state and local government and are largely dependent on federal funding and grants, which
are increasingly difficult to obtain. Nonetheless, with their well-honed knowledge of society and
social behavior, those with sociological backgrounds also find employment in a wide array of
related fields including social services (projected 11 percent growth), administrative support
(projected 8 percent growth), management (projected 8 percent growth), services, criminal
justice (projected 4 to 7 percent growth), social science research (projected 12 percent growth),
education (projected 6 percent growth), healthcare (projected 15 percent growth), public policy,
sales, and marketing (projected 19 percent growth). While these fields require the skills and
concepts that sociologists learn as part of their education, workers will face less competition for
positions not specifically labeled as “sociologist.”

Approximate Salary for Professionals: $73,760 per year, $35.46 per hour
Bureau of Labor Statistics. (2017). U.S. Department of Labor, Occupational Outlook Handbook,

2016-17 Edition Retrieved from https://www bls.gov/ooh/life-physical-and-social-
science/soctologisis. htmi#ftab-6

Roberta Spalter-Roth, R. & Van Vooren, N. (2008, January). What are they doing with a
bachelor’s degree in Sociology? American Sociological Association Retrieved from
hitp://www.asanet.org/sites/default/files/savvy/research/BachelorsinSociology.pdf

Social Workers: Overall employment of social workers is projected to grow 12 percent from
2014 to 2024. Employment growth will be driven by increased demand for healthcare and social
services. Social workers help people solve and cope with problems in their everyday lives.
Employment of child, family, and school social workers is projected to grow 6 percent from
2014 to 2024, about as fast as the average for all occupations. Employment for healthcare,
mental health, and substance abuse social workers is projected to grow 19 percent, much faster
than the average for all occupations. Healthcare social workers will continue to be needed to help
aging populations and their families adjust to new treatments, medications, and lifestyles.
Employment in the areas of mental health and substance abuse wiil grow as more people seek
treatment, including those referred by the courts to treatment programs in lieu of incarceration or
as conditions of probation/parole.

Approximate Salary for Professionals: $45,900 per year, $22.07 per hour

Bureau of Labor Statistics. (2017). U.S. Department of Labor, Occupational Outlook Handbook,
2016-17 Edition Retrieved from https://www.bls.gov/ooh/community-and-social-service/social-
workers.htm




A number of program courses are covered under the Kansas Board of Regents Transfer and
Articulation Agreement and will transfer to both two and four year state institutions. Courses
covered include Sociology, Social Problems, Intro to Social Work Cultural Anthropology,
General Psychology, and Developmental Psychology.

htip:/fwww. kansasre;_,ents org/resources/PDF/HANDOUT KansasBoardotRegents Transfcr 00
t2016.pdf ' _ _

D. Summary Statement of Faculty Qualifications

Instructors in the Social Sciences are required to have a Master’s Degree with at least 18 hours of
graduate work in the subject or related field. The two fulltime facuity members in the emphasis

areas meet or exceed that requirement. Instruction has been supported by 27 ad_;unct facuity
members. See Appendix B for faculty list.

E. Faculty Recognition

Kalynn Amundson earned her Ph.D. in July 2015. Dr. Amundson currently has three
publications {see below), and one manuscript under review with Sociological Inquiry. Dr.
Amundson was also awarded the William Miller Distinguished Dissertation honor from the
University of Arkansas.

Amundson, Kalynn, Anna M Zajicek, and Brinck Kerr. 2015. “A Social Metamorphosis:
Constructing Drug Addicts from the Poor.” Sociological Spectrum: Mid-South Sociological
Association, DOL: 10.1080/02732173.2015.1064799. Available at:
http://www.tandfonline.com/doi/ful}/10.1080/02732173.2015.1064799

Amundson, Kalynn, Anna M. Zajicek, and Valerie H. Hunt. 2014, “Pathologies of the Poor:
What do the War on Drugs and Welfare Reform Have in Common?” Journal of Sociology and
Social Welfare XL1(1):5-28. Available at:

http://scholarworks. wmich.edu/cgi/viewcontent.cgi?article=383 1 &context=issw

Review of Addicted. Pregnant. Poor by Kelly Ray Knight for Journal of Chzldren and Poverty
DOI 10.1080/10796126.2015.1132197
http://www.tandfonline.com/eprint/ 1quqv73 z6EVTZevEZIS/full

JoLene Klumpp, PhD

Community Affiliatiens:

Upper Peninsula Human Resources Association: Board Member, Training - 2016
Lake Superior Community Partnership, After the Academy Group, Founder - 2016
Lake Superior Community Partnership Leadership Graduate - 2015

Awards:

Excellence in Teaching — Laramie County Community College - 2014

Excellence on Campus — Laramie County Community College - 2013

Golden Apple Award — Laramie County Community College - 2012



F. How Does the Discipline Use Professional Development?

Dr. Amundson is a member of the American Sociological Association, with Teaching and
Learning section membership since 2005. She subscribes to journals Teaching Sociology and
Contexts: Understanding People in their Social Worlds.

Dr. Amundson attended the American Socioclogical Association Annual Meetings in 2012 and
2013. At the 2012 meeting she attended the Section on Teaching and Learning’s Pre-Conference
seminar, “The Art at the Heart of Learner Centered Teaching,” in addition to presenting her
original research, “Pathologies of the Poor: What do the War on Drugs and Welfare Reform
Have in common?”

Dr. Amundson was invited to present her research “A Social Metamorphosis: Constructing Drug
Addicts from the Poor “at the Research and Professional Development Meeting at the University
of Arkansas Public Policy Program (November 2014).

Dr. Amundson completed America’s Poverty Course — Stanford University, Fall 2016

Dr. Amundson is engaged in ongoing research with a manuseript currently under review with
Sociological Inquiry.

Dr. Klumpp is a member of the National Organization for Human Services, pending membership
and past member of the American Psychological Association and Association for Psychological
Science. She subscribes to the Monitor on Psychology, the American Psychologist Journal, and
the Journal of Human Services.

Dr. Klumpp is a Licensed Professional Counselor

Dr. Klumpp in her previous position held board membership for the Upper Peninsula Human
Resources Association where she was responsible for vetting trainers and booking training for
quarterly meetings and annual conferences.

Dr. Klumpp completes an average of 15 hours of educational webinars each yeai to keep updated
in field of teaching and psychology.

Leadership in the Online Classroom 081772015
Generation Z Goes to College 11142016 | | Troubleshooting Student Technical Issues 08/17/2015
Grading Rubrics 1/01/2016 | | Time Management: Getting Organized 06/30/2015
Make if Stick FY17 _110/20/2016 | | Online Scholarship & Research 03/05/2014
Oniine Collaboration 110/20/2016 | | New Classroom Tips & Strategies 01/08/2015
Online Topics and Trends in Education Part 1 1041712016 | i Handling Bumout & Addressing Stress Management | 12/09/2014
Online Topics and Trends in Education Part 2 10/17/2016 | 1 Generations in the Classroom 1210312014
Online Copyright 10/15/2015 | | Stereotypes and Myths in the Online Classroom 111182014
Tapping into Multiple Intelfigences 11/23/2015 | | Staying Driven as a Faculty Member 11122014
Time Management: Setting & Achieving Goals 11/23/2015 | | Applying the Theory of Transformative Learning 1112/2014
How Adulls Learn 11112/2015 | | How to Publish 11/06/2014
Oniine Mesting Efiquette 10/27/2015 | | Associates Degree Faculty Facilitafing 01/04/2014
Onfine Collaboration 10/20/2015 | | Positive Psychology 03/222012
Onfine Copyright 10115/2015




G. Student Enroliment

1a) Number of students admitted o the program/declared majors

Sociology 0 1 3 2 2 1 9
Social Work 5 5 13 6 5 3 32
Sociology/Social Work 13 7 4 2 0 0 13
Psychology 16 20 10 9 3 0 47
Total 34 33 30 19 15 4 101
* Number of students admitted to the program/declared majors, represents figures for the Spring Semester
only. ' S - S S - _

1b) Number of Program Completers

Sociology 0 1 0 1 2 - 4
Social Work 0 0 2 7 3 - 12
Sociology/Social Work 5 6 2 0 0 - 8
Psychology 4 7 1 5 3 - 17
Total 9 14 5 14 8 - 41

* Number of Program Completers, is in progress. Data will not be available until May.

In 2012, the program made changes to the Sociology/Social Work degree in order to be more
consistent with these two distinct social science disciplines. The program now offers degrees in
both Sociology and Social Work, rather than a single “hybrid” degree. This has brought about
some shifts in numbers of majors and completers in these two areas. In 2012, there were no
Sociology or Social Work degrees or majors, as these separate emphases did not yet exist. In
2013 and 2014, there were students in Sociology, Social Work, and Sociology/Social Work
emphases. At this point, most Sociology/Social Work majors have either completed their degree
or changed majors to either Sociology or Social Work. There has also been a dramatic shift in the
declared majors of concurrent students away from Social Sciences and into Liberal Studies,
resulting in a decline of Social Science majors in 2016 and 2017.

2) What recruiting and retention strategies are used by the program/discipline?

Recruiting and retention strategies

While the department largely relies on LCC recruiters, Drs. Amundson and Klumpp meet with
prospective students and provide program and career information to guide interested students.
There has been recent collaboration with the Parsons State Hospital and Training Center in order
to assist their staff in furthering their education for which endowment funding is available. Drs.
Amundson and Klumpp work closely with majors throughout their LCC careers and provide
guidance and information for transfer. Program faculty are investigating ideas and opportunities
for greater participation in recruiting events on campus and in the area high schools, as well as
greater participation in Public Relations advertising campaigns. Dr. Amundsen is teaching
courses via Interactive Distance Learning (IDL) to expand offerings at the Cherokee Center.



3a. Total number of students by course per year.

742

S0 101 Sociology 155 205 145 125 112
SOC1 112 Introduction to Social Work 5 5 17 5 11 43
50C1 122 Basic Helping Skills 4 7 9 3 3 26
SOCH123 Basic Helping Skills Experience 4 7 9 4 3 27
SOCI 201 Marriage and Family 26 20 20 15 18 99
SOCI 203 Social Problems 26 15 11 14 i5 81
SOCI 207 Anthropology 6 0 6 8 0 20
PSYC 101 General Psychology 488 432 359 448 477 2204
PSYC 201 Developmental Psychology 286 284 259 278 243 1350
PSYC 202 Psychology of Adjustment 12 10 i1 9 0 42
Total Annual Enroliment 1012 985 846 509 882 4634

3b. Mean class size of courses per year.

S0C1 101 Sociology 16 16 15 10 14
50C1 112 introduction to Social Work 5 5 9 5 6
50Ci 122 Basic Helping Skills 4 7 9 3 3
SOCI 123 Basic Helping Skills Experience 4 7 9 4 3
SOCI 201 Marriage and Family 13 10 10 7 9
S0CI 203 Social Problems 13 8 6 7 8
SOCt 207 Anthropology 6 0 6 5 0
PSYC 101 General Psychology 18 18 16 18 20
PSYC 201 Developmental Psychology 17 17 14 15 14
PSYC 202 Psychology of Adjustment 12 10 11 9 0

*2017 figures are incomplete and reflect only Spring enrollment.

4) Total number of program students sorted by main campus, concurrent, online,
and Cherokee per year.

Main

469 362 349 257 326 1763 38%
Ondine 220 242 182 289 296 1229 | 26.5%
Cherokee 152 167 151 177 135 782 16.9%
Concurrent 171 214 164 186 125 860 18.6%
Total 1012 985 846 909 882 4634
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5) Number of courses and percentage of courses taught by full-time and part time
instructors in the discipline

Full Time 29| 32 28| 26| 20| 135
Part Time 34| 31| 321 45| 37| 179
Total 63| 63| 60| 71| 57| 314

Number and Percent of Full-Time and Part Time Instructors, 2013-2017

" Part Time,
179, 57%

Full Time,
135, 43%
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H. Program Assessment
What are the Program Outcomes Results?

Program Outcomes

1. Evaluate the different theories in the field of sociology by applying basic theoretical
concepts and other sociological concepts to understand society better.

2. Evaluate and critique markets, economic systems and contemporary social issues by
utilizing economic concepts, theories and terms.

3. Evaluate the major perspectives in the field of psychology, as well as understanding the
biological bases of behavior and the psychology of consciousness and cognition.

4. Demonstrate critical thinking skills and apply the scientific method to problems and
theories related to the social science disciplines.

* Note: Program outcomes will be adjusted in the future to reflect the Kansas Board of Regents (KBOR) and the
Kansas Core Qutcomes Group (KCOG) guidelines.

Psychology Program Qutcomes' %, 2013-2017

¥ 90% e B P SN ”'—Q - "'&" s o e
- L M T P L3 "’-...
$ 0% - -~ .ﬂ& -ﬂ--wu—mm-nqh“‘m o S
E 70% - - T
8 6o0% e -
= 50%
Cé 40%
& 30%
S 20%
o  10% _
0% e e e ot i o -
2013 2014 2015 2016
75% 84% 84% 90%
85% 83% 80% 81%
84% a7% 91% 94%
81% 86% 85% 93%

The percentages above reflect the demonstrated level of student competence upon completion of
Social Science courses for the last five years. Social Science program outcome data indicate high
levels of student success for the last five years. In addition, students appear to demonstrate
competence at an upward trending rate with a small decline in 2017. Economic course data will
not be a part of future Social Science program reviews as it will migrate to the Business Program
Review.
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I. Learning Resources

- Are the learning resources adequate for the programldlsc:plme teaching
needs? Please provide comments.

Because concurrent faculty have budget restrictions, the Psychology textbooks used are outdated
and in fact, some are out of print. This is concerning given the rapid change in technology and
information. Additionally, since a great many students are transfer students it is critical that
Labette Community College keeps step with the four year institutions to assure students are
learning the information necessary to continue their education elsewhere. Given this issue the

adjunct and fuil-tlme faculty have agreed to seek out Open Educatlon Resources for the fall of
2017.

The Information Technology Department provides good support and systematically rotates new
hardware and software throughout the campus to keep the campus up-to-date with the latest
technology. They have been particularly supportive with the 1mpiementanon of Interactive
Distance Learning (IDL.) courses and equipment.

The library provides exceptional support by offering textbooks on reserve for students, links to
Open Educational Sources for faculty, library tours for classes, and assistance to students
conducting research along with free prmtlng serVICes for students

J. Partnerships
To what extent has the program/discipline developed external partnerships?

The Social Science Program, Psychology has a Memorandum of Understanding that is ongoing
and continuous with Kansas State University and the University of Kansas. Dr. Amundson is
exploring articulation agreements with Pittsburg State University and Mlssoun Southem State
University for students in the Social Work emphasis.

Dr. Amundson has developed numerous contacts with the community agencies throughout SE
Kansas, including the Youth Crisis Center, Safe Haven Mission, Wesley House, Presbyterian
Manor, Parsons State Hospital and Training Center, Labette Center for Mental Health, SEK CAP
— Child Services, Safehouse Crisis Center, and Kindred Hospice (formerly Gentiva), among
others, for service learning opportunities and field experience for students in sociology and social
work classes. Dr. Amundson has also developed a partnership with Independent Television
Services (ITVS) to bring the Indie Lens Pop-Up film screening series to LCC. This program has
led to partnerships and collaborations with numerous individuals and orgamza’uons throughout
Kansas, as well as in Oklahoma, Missouri, and Colorado. .

Dr. Klumpp has made contact with Community Mental Health and is in the process of
developing learning opportunities for students with Community Mental Health. Additionally,
students have participated in class projects that “Give Back to the Community” that involved the
VFW, Presbyterian Manor, Proud Animal Lovers Shelter (PALS) and the local radio station.
Finally, it is the goal of the Psychology program to develop service learmng opportumnes for .
students in each of the individual Psychology courses. _

- 13



Review of Previous Action Plan

Review of Previous Action Plan

e Course sizes are not big enough for some courses in the social science program.

o (Ongoing) Course rotations and course offerings have been adjusted to better
meet the demand.

Need a seminar style classroom for discussion based classes.

o (Completed) A classroom has been designated and organized for seminar style
courses.

The internet in the classroom can be difficult to use because of slow connection speed.

o (Ongoing) The IT department continues to upgrade connections and systems fo
improve connectivity and speed.

Trained student tutors are needed in the Student Success Center.

o (Ongoing) Strong social science students are being referred to the Student
Success Center to provide tutoring for students in need.

Textbook publishers are updating textbook editions so rapidly that it has increased the
cost of textbooks for the students.

o (Ongoing) The Intro to Sociology textbook was switched to a rental 1o reduce
costs for students. Other textbooks have not been updated to new editions.

Finding qualified adjunct instructors

o (Completed) The number of adjunct instructors is currently sufficient to meet the
needs of students.

Social Science majors should be advised by Social Science instructors.

o (Completed) Dr. Amundson advises Sociology and Social Work majors. Dr.
Klumpp advises Psychology majors. Advising by general advisers is typically
limited to summer when fulltime faculty are off campus.

The Health Science Programs may help the growth of enrollment for Social Sciences.

o (Completed)

o The Dental Assistant Program requires General Psychology and Developmental
Psychology.

o The AAS Nursing Program requires General Psychology and Developmental
Psychology. Sociology was dropped as a requirement.

o The Pre BSN Program requires Sociology, General Psychology, and
Developmental Psychology.

o The Physical Therapy Assistant Program requires General and Developmental
Psychology Courses.

o The Radiography Program requires General or Developmental Psychology.

o The Respiratory Therapy Program requires General or Developmental
Psychology.

o The Health Science programs are more supportive of psychology courses than
other social sciences.

14



SUMMARY REPORT: Strengths, Weaknesses, Opportumties
Challenges

. The fulltime faculty are both highly qualified with PhDs in their disciplines. Dr.
Amundson is a published author and Dr. Klumpp has over 20 years of practical
experience in the field. The faculty complement each other given the Social Work degree
is a practitioner’s degree and the Psychology and Sociology degrees are academic
degrees. Drs. Amundson and Klumpp advise students working to meet the needs of
individual students whether pursuing work or ongoing education.

. The courses offered through the Social Science program meet the general education
needs of students.

. Students who graduate from any of the three disciplines within this program will have the
option of transferring to four vear institutions to complete higher level degrees.

. While engaged in study at Labette Community College Social Science Program students
are exposed to their community, learning about the needs of the community and areas
where they may make a difference.

. Students gain self-awareness which is the first step in creating a plan for mastering one’s
life, reaching success, and living a healthier and happier life.

. 'The Social Science program supports the Health Science Programs at Labette
Community College

. A high number of students are enrolling in and successfully completing Social Science
courses.

. Area high school students are provided the opportunity to receive college credit in the
Social Sciences.

. The Kansas Core Outcomes Group (KCOG) has approved nearly all of LCC’s Social

Science concentration courses for seamless transfer. Future KCOG meetlngs will include
courses yet to be discussed.

15



SUMMARY REPORT
ACADEMIC PROGRAM REVIEW

Weaknesses:

1.

Recruitment: A more concerted effort in recruitment is necessary.

2. Instructional Materials: Use of outdated textbooks and supplements.

Challenges:

1.

Student Preparedness: According to The National Center for Public Policy and Higher

Education (2010} .. .nearly 60% of first-year college students discover that, despite being

fully eligible to attend college, they are not ready for postsecondary studies™ (para. 1).

Students enrolling at Labette Community College are by no means an exception. “Lack of

readiness for college is a major culprit in low graduation rates, as the majority of students

who begin in remedial courses never complete their college depgrees. As a result, improving

college readiness must be an essential part of national and state efforts to increase college

attainment” (The National Center for Public Policy and Higher Education, 2010, para. 2),

This is a historically ongoing problem at Labette Community College.

Changes in other Programs: The elimination of the AAS in Criminal Justice precipitated a

decline in Social Problems enroliment, as it was a requirement for the degree. The Nursing

program recently dropped Sociology as a requirement which had a significant impact on

enrollment. Recently concurrent students have been routinely placed into Liberal Studies

which decreases the number of majors declaring as a Social Science major.

Enroliment Fluctuations: College enrollment fluctuations are an ongoing issue for the

department and the college in general. According to Vedder (2012) the top five reasons

include:

a. The population of 18-year-olds is in decline, and that is where most freshmen come from.

b. Some admissions officials have been arguing that the turnaround of the economy is
working to lower the numbers.

c. Eligibility for federal financial assistance has been tightened which reduces the
availability funds and thus, reduces access to a post-secondary education.

d. Colleges may in some cases be pricing themselves out of the market. This is not the case
for Labette Community College.

e. The rate of return on college investments has declined. One estimate is that as many as 53
percent of recent college graduates are either unemployed or have relatively low-paying,
low-skilled jobs.

Vedder, R., K. (2012) Five Reasons College Enrollments Might Be Dropping.

Bloomberg. Retrieved from http://origin-www.bloombergview.com/articles/2012-10-
22/five-reasons-college-enrollments-might-be-dropping

Beyond the rhetoric: Improving college readiness through coherent state policy.

(2010) Retrieved from
http://www. highereducation.org/reports/college readiness/gap.shimi
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Opportunities:

1.

Job Placement: Students graduating with an associate’s degree in any of the three
disciplines could obtain entry level positions as Social and Human Services Assistants.
These careers have a national median pay of $14.82 per hour, and these jobs are projected
to grow 11% from 2014 to 2024, faster than the average for all occupations (Bureau of
Labor Statistics, 2017). Working as Social and Humans Services assistants, students may
provide client services, including support for families, in a wide variety of fields, such as
psychology, rehabilitation, and social work.

Enrollment Fluctuations: To address the fluctuations it is necessary to take a close look

at the number of course offerings each semester, in an effort to reduce large numbers of
‘students enrolling in the fall and few in the spring. Furthermore, the two year rotation is
~developed to help students complete their degrees on time. Additionally, continue to

work with advisors to communicate classes which need additional enrollment.

. Instructional Materials: The possibility of incorporating Open Educational Resources

may help address a number of concerns with textbooks including edition updates, student
costs, and cooperation with high schools for concurrent enrollment.

Service Learning: Increase service learning opportunities for students.

PSHTC Endowment: An endowment at Parsons State Hospital and Training Center has
presented an opportunity to recruit students from the PSHTC staff for continued
education that is particularly beneficial to the Social Work emphasis.

Articulation Agreements: Develop articulation agreements w1th Plttsburg State
University and Mlssoun Southern State Umversxty

17



Program Action Plan

An Action Plan addressing weaknesses, opportunities, and challenges found during the Program
Review process was developed by the full-time faculty in the program and the Program Director,
Dean of Instruction. The Action Plans goals will be included in the program Operational Plans
for the upcoming years as a part of the Strategic Planning process. The associated Core Value
and Outcome should be included for Operational Plan reference, such as 1A for Core Value 1
and Outcome A. The person or persons responsible will determine the necessary actions to
complete the suggestions needed in the Weaknesses/Opportunities/ Challenges for the specific
areas that are being reviewed.

Recruitment Full time faculty participate in $0 FY 2018, 1C Faculty and
recruifment efforts to increase Recruiters
enroliment in Social Science
classes and programs through
discussions with concurrent faculty
members

Instructional Utilize Open Educational <$40 FY 2018, 1A Faculty

Materials Resources

Student Communicate college course FY 2018, 1A Faculty

Preparedness expectations to concurrent $0
instructors

Changes in Other | Continue to encourage students to | $0 FY 2018, 1C Faculty/

Programs choose Social Science courses fo Advising
satisfy their general education
requirements. Talk with CTE
Directors for the addition of other
Social Science courses.

Enroliment Monitor course schedules. Inform | $0 FY 2018, 1C, 4A, 4D, DOI, Faculty/

Fluctuations faculty of class schedule changes. 5A Advising

Service Learning Develop service learning $0 FY 2018, 2A, 2C, 2D Faculiy
opportunities with community
agencies in the four state region

Articuation Develop articulation agreements $0 FY 2018, 1A Faculty, DOI

Agreements with PSU and MSSU
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" Appendix A: List of Courses

Developmental Psychology Psychology 3 hours
General Psychology Psychology 3 hours
Psychology of Adjustment Psychology 3 hours
Sociology Sociology 3 hours
Social Problems Sociology 3 hours
Marriage & Family Sociology 3 hours
Anthropology Sociology 3 hours
Intro to Social Work Social Work 3 hours
Basic Helping Skiils Social Work 3 hours
Basic Helping Skills Experience Sacial Work 1 hour
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Appendix B: Faculty in Program Qualifications

The instructors below have taught for L.CC at some point in time since 2013. Many of them
continue to teach for LCC.

Psychology:
I. JoLene Klumpp, Ph.D. Psychology, Full Time
2. Brooke Saathoff, Full Time
3. Michelle Bernd, Adjunct
4. Robert McElwee, Adjunct
5. Margo Moore, Adjunct
6. Virginia McElwee, Adjunct
7. Stacy Smith, Adjunct
8. Lynette Goddard, Adjunct
9. Casey Mayfield, Adjunct
10. Crystal Packard, Adjunct
11. Mark Johnston, Adjunct
12. Cindy Riachi, Adjunct
13. Cecil Crim, Adjunct
14. Christine Haskew, Adjunct
15. Sally Clay, Adjunct
16. DeAnna Garrett, Adjunct
17. Brian Smith, Adjunct
18. Amber Hoffman, Adjunct
19. Tammy Fuentez, Adjunct

SocxologylSoclal Work:

Kalynn Amundson, Ph.D. Sociology, Full Time
Vince Heit, Adjunct

Janet Johnson, Adjunct
Sharon Brown, Adjunct
Rebecca Gray, Adjunct
DeAnna Garrett, Adjunct
Christine Haskew, Adjunct
John Chastain, Adjunct
Richele Babbitt, Adjunct
10 Robert Perez, Adjunct

11. Mark Mikel, Adjunct

0 W NG LW
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e ' - ‘Agenda Item #: VILC.
: - “Date: M_areh9 _20_17

 SUBJECT
. Review of Board Policy

| :_-REASON FOR CONSIDERATION BY THE BOARD

Per Policy 1.13, adopted 12/12/00, the Premdent would conduct a rev1ew and update the pOllClCS _
. of the Board of Trustees. L Do o

BACKGROUND
Updated/created the following policies for review:

- Policy 4.06 Student Directory Information

- Policy 7.01 Administrators and Professional Staff: Conditions of Employment s

' Policy 8.01 Educational Support Staff: Conditions of Employment

- Policy 9.01 Professional Employees: Conditions of Employment_ :

: The attached exhibits show the proposed changes. - .

~ PRESIDENT’S RECOMMENDATION

~ That the Board of Trustees review Policy 4.06 Student Directory Information, Policy 7.01
- Administrators and Professional Staff: Conditions of Employment, Policy 8.01 Educational
- - Support Staff: Conditions of Employment, and Policy 9.01 Professional Employees: Condltmns _

. of Empioyment We will request act1on to be taken at the Aprll Boaxd Mee‘tmg '






POLICY 4.06. - 'STUDENT DIRECTORY INFORMA'

Under section 438 of the General Education Provision Act as amended; part 99, Privacy Rights
of Parents and Students, subsection 99.37, educational institutions may disclose to the public
personally identifiable information about the students, provided it is classified as directory
information.

Each student has the right to refuse, in writing, the release of all or part of the directory
information concerning him or her. The following is defined as student directory information;

L e Name UTTUTTTT
2, Aeee—Address

3. Student ID pumber

4, FEmail Address

5. Current 3——-Telephone number

6. 4—————-—Date and-plaee-of birth
7. Place of birthy
8 8, S Classification-iest-voarseeondrearspeeialCurtent corollment status

9. G Malor-feld-ofstudvConcentration
l(} F——Dates of attendance
11 Dige of graduation,

nm%%ewmaﬁﬁﬁlma%ﬂa%%m

14, HSnors-weightund heightoFathletic team-members Acl vity/Athletic Propram
Information

13, Photograph,

Procedures regarding student directory information, such as records maintajned by the College,
shall be determined by the President. (See Procedure 4.06 Studemt Directory Information)

Revised: 12/12/00
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POLICY 7.01 ADMINISTRATORS AND PROFESSIONAL STAFF:

CONDITIONS OF EMPLOYMENT

Administrators and professional staff provide leadership and management of instruction, student
development, administrative and financial services, and other College functions that support the
mission of the College. The President is the chief executive officer and is responsible for general
administration of the College, as specified in a position description approved by the Board of
Trustees and as approved in Policy 1.04 Membership of Board (F). The chief executive officer
will administer the affairs of the institution and may delegate to any officer, employee, student,
or committee any part of such authority or such duties, unless prohibited by statutes, or policies
of the Board of Trustees.

Whereas "conditions of employment” relate to the acquisition, allocation and/or expenditure of
resources (fiscal, human, and/or physical), and contracts/employment confirmation letter for
administrators and professional staff require approval of the Board of Trustees. These conditions
of employment are considered policy statements which are subject to approval by the Board of
Trustees.

Procedures in support of these policy statements may be approved by the President.

A. General: All sections below constitute the conditions of employment under which
administrators and professional staff are employed. Each notice of appointment (contract
issuance/employment confirmation letter for administrators and professional staff) will
incorporate by reference these conditions of employment. Such notice will provide that
acceptance of the notice of employment is recognition that these conditions of
employment are applicable.

B. Employment procedures
Employment of administrators and professional staff will conform to all applicable
federal, state, and local laws, ordinances and regulations, as well as policies of the Board.
The need for administrators and professional staff will be determined by the President,
and recruitment and selection will be consistent with procedures developed by the Human
Resource Office. Contracts/employment confirmation letter for administrators and
professional staff require approval of the Board of Trustees. An official transcript/proof
of education/appropriate credentials are required upon offer of employment and before
the contract/employment confirmation letter is presented.

C. Terms of appointment
Administrators and professional staff perform duties and responsibilities as assigned by
the President and/or designees.

Appointments which are dependent on funding from a specific source(s) other than
College district budgeted funds will so state in the notice of appointment. Appointments,



including compensation or working conditions, dependent on non-College funds may be
changed or terminated when the funding has been changed or no longer available.

. Compensation

Salary ranges for administrators and professional staff are determined by the President,
with contracts and employment confirmation letters for new hires after 8/29/11 subject to
approval of the Board. Salaries for reappointments will depend upon available funding.
Employees hired before 8/29/11 will contmue to receive a contract unless otherwise
notified by date specified in contract. :

. Employment Evaluation
All administrators and professional staff are evaluated by their immediate supervisor at

least two times per fiscal year during their first two full years of employment and at least
annually thereafter. Special evaluations may be conducted any time the immediate
supervisor feels it is appropriate. At every evaluation, the administrators' and professional
staffs' performance is reviewed with the respect to his/her position description and other
performance factors. The evaluation is designed to provide a means of two-way
communication between the employee and supervisor. It also serves as a means of
employee development, by pomtmg out both strong and Weak points in an individual's
performance.

Evaluation will be conducted in compliance with approved policy and procedures.

. Promotion, Reassignment and/or Transfers

The mission of Labette Community College (LCC) and external forces sometimes require
changes to meet or better serve the needs of our students and service area. Accordingly,
the College will from time to time find it necessary to create new positions or modlfy the
duties of existing ones or reassign employees from one position to another.

Recause the College values its staff, LCC attempts fo provide reasonable opportunities
for promotion and transfer to current employees. Announcements of classified,
administrative, faculty and professional staff vacancies will be made available to all
appropriate personnel with instructions for applying. The College also provides
opportunities for employees to improve their employability through opportunities to
obtain addifional educauon and to attend professmnai development workshops and
seminars. :

LCC also attempts to pay its employees as fairly as circumstances allow. However, when
the College finds it necessary to modify an existing position, it is important to remember
that not all job title changes or additions of new responsibilities or job complexzty are
sufﬁment to qualify the employee for a promotion or raise.

Promotion - A promotion is defined as movement from one position to another that
entails a marked increase in: (1) the complexity of duties and/or (2) the addition of
increased responsibilities sufficient to merit the assignment of a new job or position title



~ change that also (3) qualifies for inclusion into a higher salary range and carries a higher
compensation.

Promotions will normally be made using the College’s regular hiring procedure to ensure
that all interested qualified employees receive consideration for the position. The
President may promote administrators and professional staff by direct appointment when,
in his/her best judgment, the best interests of the College will be served by passing
regular procedure and directly making such an appointment.

Promotions should also be based on other appropriate factors as well, including personal
development and performance of current responsibilities.

Salary Adjustment: A salary adjustment is defined as a one-time increase in salary
granted to an employee within his/her salary range given to: (1) recognize that
employee’s outstanding performance of his/her duties, or (2) to address an inequity
between the employee’s pay and similarly situated persons, or (3) to recognize and
increase in the employee’s value to the College due to market forces.

Planned adjustments or promotions based on the restructuring of an existing position
through the addition of new job responsibilities or more complex job duties or creation of
a new position must be made by the Vice President of Finance and Operations in
collaboration with the Director of Human Resources. The Director of Human Resources
(HR) is responsible for ensuring that promotions/salary adjustments are made in a manner
consistent with the College compensation plan and past practice. In the case of
disagreement, the Vice President of Finance and Operations will decide the issue.

Reassignment - A reassignment is defined as an administratively initiated transfer of an
employee from one position to another. Reassignments are not required to be voluntary in
nature, although the administration will consider the concerns of the employee being
reassigned whenever possible.

The President may reassign administrators and professional staff within the College
when, in his/her judgment, the best interests of the College will be served by such a
reassignment. Such action will not negatively affect the salary or benefits of the
employee under contract during the fiscal year(s) in which the action takes place.
However, the employee’s salary may be frozen or lowered in years subsequent to the
expiration of the fiscal year (s) in effect when the reassignment occurs. Such action may
negatively affect the salary or benefits of the employee on an employment letter during
the fiscal year(s) in which the action takes place. The President may alter or amend
assigned duties, change titles or reassign employees at any time.

Transfer - A transfer is defined as a voluntary, employee-initiated movement from one
position to another within the same salary range or to a lower salary range. Any employee
transferring from one position to another within the same salary range should not have an
expectation of receiving an increase in salary. The College may raise a transferring
employee’s salary in cases where an issue of equity exists.



In cases where an employee elects to transfer to a position on a lower salary range, the
employee will be placed at approximately the same position on the lower salary range as
the employee held on the higher salary range. For example, a director level employee
whose salary is at the 25 percentile of the director salary range moving to a coordinator
salary range position would be place approximately at the 25 percentile of the
coordinator salary range and receive a proportional salary reduction as a result.

. Work Schedule

Hours: The normal week for administrators and professional staff is thirty seven and one-
half (37 1/2) hours per week from 8:00 a.m. to 4:30 p.m., Monday through Friday, with
one (1) hour for lunch period. For seasonal requirements or special work demands,
additional hours may be required. S A

Administrators and exempt professional staff are not entitled to overtime pay or
compensatory time off for hours worked in excess of the College’s normal workweek.
Nonexempt professional staff will be offered overtime or compensatory time off under
the terms of the College’s Educational Support Staff Compensatory Time Procedure.

The normal workweek during the summer work schedule will generally be from 7:00
a.m. to 4:30 p.m., Monday through Thursday, with a forty-five (45) minute lunch period.

Specified summer hours shall be determined by the President in the spring of each year.

. Absence and Tardiness

Punctuality and regular attendance are an important factor in consideration for job
retention and promotion. If an administrator or professional staff is going to be late or
absent, the immediate supervisor should be notified. (See notification requirements)

Wage and Salary: Pay Periods

Paychecks for all administrators and professional staff are issued on the 20th of each
month. If the 20th falls on a Saturday, Sunday or other College recognized holiday,
paychecks will be distributed on the preceding working day. Pay checks received are
based on wages earned in accordance with the individual administrator's and professtonal
staff's contract/employment confirmation letter provision. ' '

Paychecks: must be picked up by the employee or there must be a signed authorization
before another person can receive an employee's check. SR

Direct deposit is available for full time employees.
Payroll Deductions

Payroll deductions are made as required for Federal Income Tax, Kansas State Income
Tax, and Kansas Public Employees Retirement System. If authorized by the employee in




writing and approved by the Human Resource Office, other deductions will be made as
desired by the employees.

e pateeped

If there is any change in a dependency status it is the individual's responsibility to advise
the Human Resource Office to this effect.

. Pay Increases
Compensation for each administrator and professional staff shall be reviewed annually by

the administration and the Board of Trustees. Recommended increases based on such
revision take effect at the beginning of the fiscal year, July 1st. Salary adjustments may
be granted at other times of the year to allow for promotions, job reclassifications or
recently hired personnel.

Health Insurance

Health insurance benefits will be provided for full-time and or part time employees
working 20 or more hours a week as per the position description. Except as provided
through an individual employee contract/employment confirmation letter, the Board of
Trustees will pay 95 percent of a single membership. In addition to single membership, if
an employee desires family coverage, employee and spouse, or employee and child,
payroll deductions from the employee's pay will be made for the above options.

Participation in the insurance plan, at least for single membership, is mandatory for all
employees, unless the employee can provide evidence of group coverage by another
insurance carrier.

Employees who work more than 630 hours per year and/or more than 12.5 hours per
week but less than 19 hours a week are eligible for part time health insurance benefits at
the part time rate.

Details concerning this policy and related procedures may be obtained from the Human
Resource Office.

. K.P.ER.S.
Membership in Kansas Public Employees Retirement System is mandatory for all full-
time College employees or employees working more than 630 hours a year and not
considered seasonal or temporary. Information concerning the program is available in the
Human Resource Office.



N. Social Security
Labette Community College participates in the Federal Program of Social Security.
Deductions are made as required by law. o e SRR

0. Workers Compensation
Each employee of the College is covered by workers compensation coveting injuries arising out
of, and in the course of, one's employment with the College. LCC utilizes a preferred physician;
see Policy/Procedure 10.17 Return to Work Program when employees are injured at work. Any
injury received on the job must be reported to the employee’s immediate supervisor within 24
hours per Procedure 10.17 Return to Work Program form, Appendix C. The supervisor in turn
will file a written report of accident, Procedure 10.17 Return to Work Program form, Appendix
D, with the Human Resource Office. ' ' ‘

Employees not eligible for the Return to Work Program may elect to use sick leave time, apply
to the Labette Community College Sick Leave Bank or receive work compensation lost wage
payments currently paid at 67%. However, employees are not allowed to receive sick leave and
lost wage compensation for the same lost days of work. Waiting period for temporary total
disability (TTD) applies to the first seven days claimant is off work. If worker is off for three
consecutive weeks, then employer shall pay worker TTD for waiting period. (See also
Policy/Procedure Return to Work Program, 10.17, Sick Leave & FMLA policy).

P. Holidays
The following holidays will be observed annually:

New Year's Day

Martin Luther King Day
Good Friday

Memorial Day

Week of Independence Day
Labor Day

Veteran's Day

Week of Thanksgiving Day
Christmas Day

W00 N OV R W

Additional holidays may be observed during the holiday recess or at other times as
announced by the President. (See also Policy 7.06) h

Q. Vacation & Personal Days
Vacation leave is accrued at one day a month for Administrators and Professional Staff
hired to work 12 months per year and 20 or more hours per week. For full time in the
fifth year of employment, vacation shall accrue at the rate of 20 days per year based upon
_anniversary date of employment. For three-quarter time, vacation will accrue at 5.62
‘hours and one-half time, 4.00 hours monthly. Initial employment after the 15th of any
month shall not earn a vacation day credit but the first of the following month shall be




used for leave credit purposes. Except for emergency leave and fermination, new
employees are not authorized to take vacation leave until a six (6) month period of
employment has elapsed. (See Policy 7.07 for Recording Vacation Time).

Administrators and professional staff hired to work nine to eleven months per yearona
(V%) one-half time or more basis will not be granted vacation time. Instead of vacation,
they will be granted four personal days per fiscal year that may be used in the same
manner as vacation. These days will not accrue.

Vacation leave and personal days may be accumulated to a maximum of thirty (30) days.
At the termination of employment, the employee will be compensated at their current rate
of pay for earned but unused vacation or personal days. Vacation leave or personal days
shall be taken in increments of no less than one hour and is granted at the convenience of
the institution. Annual vacation requests should be submitted as far in advance as
possible and at least thirty (30) days if at all possible.

. Sick Leave

Each Administrators and Professional Staff hired to work 12 months per year on a 20
hours per week or more basis can accumulate up to 7.5 hours, (one day) of sick leave
credit for each month of employment. For full time, sick leave shall accrue at the rate of
7.5 hours or 12 days per year. For three-quarter time, sick leave will accrue at 5.62 hours
and one-half time, 4.00 hours monthly. Initial employment subsequent to the fifteenth of
any month shall not be considered a month of employment for leave credit.

Administrators and professional staff hired to work nine to eleven months per yearon a
(%) one-half time or more basis will not accrue sick leave. They will be granted 10 days
of sick leave per fiscal year.

Employees who have accrued 30 days of sick leave at the end of any fiscal year, will
have accumulating factors eliminated and will be granted 90 days sick leave. If fewer
than 30 days are accrued, accumulating factors go back into place until 30 days are
accrued. In no case shall an employee be allowed to accrue more than 90 days of sick
leave. If an employee elects to contribute days to the sick leave bank, his/her sick leave
days will be decreased by that number of days up to a maximum of five (5) days per
coniribution period.

Sick leave shall not be payable until an employee is absent from work because of illness
or injury including illness caused or contributed to by pregnancy. The College reserves
the right to require medical confirmation for ilinesses/injuries lasting 3 working days or
more.

Up to fifteen (15) days of accumulated sick leave may be used in each calendar year for
an illness or a death in the immediate family (husband, wife, father, mother, son or
daughter or any person who is wholly dependent on the employee). Additionally, within
the 15-day limitation, accumulated sick leave can be taken for the care of, or death of,
brother, sister, grandchildren, brother-in-law, sister-in-law, daughter-in-law, son-in-law,



mother-in-law, father-in-law, grandmother, or grandfather for an illness which is
catastrophic or life threatening. A catastrophic illness is defined as a severe condition or
combination of conditions affecting the mental or physical health of the patient. Such
illness must be severe, continuing and unusual. The President may approve additional
days in unusual circumstances. (See Policy 7.08 for further important information)

Employees may have rights to additional unpaid leave through the Family and Medical
Leave Act see Policy 2.08, Family and Medical Leave Act (FMLA) Compliance for
details. S

Employees who find they are unable to be present for the discharge of their assigned duties
will call their immediate supervisor as far in advance as possible. If the duration of the absence
is unknown, a call will be made to the immediate supervisor. It is the employee's responsibility
to complete and submit for approval the Request for Leave form for each absence.

At the termination of employment, no sick leave benefits will be paid for accumulated
but unused sick leave. IR o S

. Sick Leave Bank

Occasionally, an employee who is eligible for sick leave experiences a catastrophic injury
or illness at a time when the employee has exhausted his/her sick leave days. To
demonstrate compassion and provide charitable assistance to fellow employees, a sick
leave bank will be established to allow full-time employees to donate accrued sick leave
days according to procedures approved by the President, (See Sick Leave Bank
Procedure) o

. Military Leave

The College will comply with all military leave laws.

. Educational Benefits

Labette Community College will scholarship tuition, incidental and material fees for the
employee, spouse, and all dependent children of any employee who works 20 hours or
more per week for courses taken for credit at the College. The enrollee shall pay for
tuition, material and incidental fees for noncredit courses, seminars, and workshops. (See
Policy 7.10 for Book Loans and Policy 7.11 for Taking Classes during Working Hours

. Cafeteria Plan

Professional Employees may elect to participate in an optional Security Flex 125 program
administered through a financial service company. The program includes medical
reimbursement, disability income insurance, group life insurance, and a cancer policy.

. Tax Sheltered Annuity Proposal

Beginning in September 2009, and revised May 9, 2011, LCC will match contributions of
up to $40 per month or $480 per year to a tax sheltered annuity. Employer coniributions
will vest according to the following schedule: o R '



Years of Service Vesting %
(from date of hire)

5 25%

6 40%

7 55%

8 70%

9 85%

10 100%

X. Discipline and Termination
As part of their supervisory responsibilities, Labette Community College supervisors
must provide continuing guidance to employees they supervise and take prompt,
appropriate action for correcting any behaviors which deviate from acceptable standards
or what is considered to be unsatisfactory performance of duties. Supervisors are urged
to deal with infractions of acceptable standards through informal approaches such as
advisement, closer supervision and verbal conferences. If the same unsatisfactory
performance or misconduct persists, more severe measures will be taken, When further
action becomes necessary, the supervisor will comply with appropriate steps as outlined
in Policy 2.16 Performance Improvement and Procedure 2.16 Performance Improvement.

Y. Grievance
Introduction

This procedure is provided to resolve complaints of employees concerning the
application or interpretation of Board policies and procedures of the College or any
Board policy or administrative regulations affecting the terms and conditions of service
by employees not covered by the terms and conditions of a collective bargaining
agreement with the College. For the purpose of this document, an "administrative
regulation” is a procedure that is included in the procedures manual and has been
approved by the President.

Time limits are given herein for prompt action. If the employee presenting the problem
does not appeal from one step to the next within the time limit stated, the case will be
considered closed and no further appeal is permitted. If the employee does not receive a
response within the time limit stated, the employee may appeal to the next level. The
time limits may be extended by mutual written consent of the parties.

Definition
1. The term "employee" shall include full-time administrators and professional staff not

covered by the terms and conditions of a collective bargaining agreement with the
College.



2. The term "working days" shall mean calendar days excluding Saturday, Sunday
and College holidays. Interpretation of working days shall be the responsibility of
the Director of Human Resources. B '

3. The term "policies and procedures” shall include policies approved by the Board
of Trustees or procedures in the procedures manual, which have been approved by
the President. A non-renewal notice by the College is not a grieveable action.

Procedures

Level 1 - The employee shall first submit the grievance in writing to his/her immediate
supervisor, using the appropriate grievance form within five (5) working days of the
incident in question. The supervisor shall respond to the employee’s complaint within
five (5) working days from the date he/she receives the grievance. In the event that a
grievance is initiated as a result of the action taken as a disciplinary procedure and the
employee so wishes, Level 1 may be eliminated and the procedure may begin at
Level 2. ' '

Level 2 — If the grievance is not satisfactorily resolved with the employee’s immediate
supervisor, then such employee may submit the grievance in writing using the
appropriate grievance form to the employee’s next highest-ranking supervisor. This
step must be taken within five (5) working days after receipt of such grievance.

This same process of appeal in Level 2 will continue until a decision of the supervising
vice president has been issued. In the case where no vice president is within the chain
of command, the highest-ranking position, which reports to the president, will be
considered an equivalent.

Level 3 — If the employee’s grievance is not satisfactorily resolved with her/his Vice
President, the employee may submit such grievance in writing on the appropriate
grievance form to the office of the President. This step must be taken within five (5)
working days after the Vice President’s decision to the employee under Level 2. The
President (or designee) will review the employee’s grievance and make a decision in
writing within ten (10) working days, which shall be final and binding.

In the case of a decision to terminate employment, the employee may file a written
request for appeal to the Board of Trustees. Such written appeal will be filed with the
Secretary-Clerk of the Board within fifteen (15) working days after receipt of the
termination notice. The Board of Trustees will respond to the request for appeal within
forty-five (45) working days of the date of receipt of the written request for appeal. The
employee will be entitled to a hearing with the Board.

. Reduction in Force
If the Board decides that the size of non-instructional staff must be reduced, guidelines in
the following rule shall be followed: S IR



The educational goals and needs of the college, individual quatifications, certifications,
training, skills, evaluations, interests and length of service shall be considered.

If afl have similar qualifications, certifications, training, skills, evaluations, and interests,
the non-instructional staff who best meets the needs of the college, considering the
factors outlined above and any other relevant factors will be retained.

Any employee who has not been reemployed as a result of the non-instructional staff
reduction shall be considered for reemployment if a vacancy exists for which the non-
instructional staff would qualify. The president will recommend to the Board
reinstatement of any non-instructional staff he/she seems qualified and able to serve the
best interests of the College. The Board shall not be required to consider reinstatement of
any non-instructional staff after a period of one year from the date of exit.

Assistance for those affected by reduction in force:

e FExtension of the tuition and fee fringe benefit policy for a period of one academic
year for employee/end of same semester for dependents

e Use of the LCC Student Success Center/Library or computer labs for resume
preparation and or job searches up to one year
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POLICY 8.01  EDUCATIONAL SUPPORT STAFF: CONDITIONS OF

EMPLOYMENT

Educational Support Staff provides a variety of services in support of instructional, student
development, and administrative services activities to achieve the mission and purposes of the
College. Whereas "conditions of employment” relate to the acquisition, allocation and/or
expenditure of resources (fiscal, human, and/or physical), these conditions of employment are
considered policy statements, which are subject to approval, by the Board of Trustees.

Procedures in support of these policy statements shall be approved by the President.

A. Employment Procedures
Employment of Educational Support Staff will conform to all applicable federal, state,
and local laws, ordinances and regulations, as well as policies of the Board. A
transcript/proof of education/appropriate credentials are required upon offer of
employment. A : e

B. Compensation
Salaries for Educational Support Staff are determined through the Educational Support
Staff Salary Schedule and approved by the President. (See Policy 8 12 for Shift
Differential pay) S '

C. Definition of Educational Support Staff
"Educational Support Staff" includes all full-time Labette Community College personnel
except part-time faculty, administrators, professional staff, and those covered by a
collective bargaining agreement. Educational Support Staff personnel shall not be
employed for any specified term.

Full-time hours per week employees are those persons who work 39 consecutive weeks
or more with a minimum of 20. All full-time employees are entitled to receive all fringe
benefits provided by the College. B '

Part-time employees are those persons who work as the need arises or on a schedule of
fewer than twenty (20) hours per week and are not entitled to any fringe benefits.

Part-time employees may work a maximum of 40 hours per week for a limited period of
time. o ' .

D. Employment Evaluation
All Educational Support Staff are evaluated by their immediate supervisor at least two
times a school year for the first two full years of employment and at least annuaily
thereafter, but may be evaluated more often at the discretion of the supervisor. At this
time the employee's performance is reviewed with respect to his or her position
~ description and other performance factors. The evaluation is designed to provide a means
~of two-way communication between employee and supervisor. It also serves as a means




of employee development, by pointing out both strong and weak points in an individuals’
performance. Evaluation is also used to determine if an employee should be retained or
dismissed from employment.

. Promotion, Reassignment and/or Transfers

The mission of Labette Community College (LCC) and external forces sometimes require
changes to meet or better serve the needs of our students and service area. Accordingly,
the College will from time to time find it necessary to create new positions or modify the
duties of existing ones or reassign employees from one position to another.

Because the College values its staff, LCC attempts to provide reasonable opportunities
for promotion and transfer to current employees. Announcements of classified,
administrator, faculty and professional staff vacancies will be made available to all
appropriate personnel with instructions for applying. The College also provides
opportunities for employees to improve their employability through opportunities to
obtain additional education and to attend professional development workshops and
seminars.

L.CC also attempts to pay its employees as fairly as circumstances allow. However, when the
College finds it necessary to modify an existing position, it is important to remember that not
all job title changes or additions of new responsibilities or job complexity are sufficient to
qualify the employee for a promotion or salary adjustment.

Promotion- A promotion is defined as movement from one position to another that
entails a marked increase in: (1) the complexity of duties and/or (2) the addition of
increased responsibilities sufficient to merit the assignment of a new job or position title
change that also (3) qualifies for inclusion into a higher salary range and carries a higher
compensation.

Promotions will normally be made using the College’s regular hiring procedure to ensure that
all interested qualified employees receive consideration for the position. The President may
promote Educational Support Staff by direct appointment when, in her/his judgment, the best
interests of the College will be served by bypassing regular procedure and directly making such
an appointment. Promotions should also be based on other appropriate factors as well, including
personal development and performance of current responsibilities.

Salary Adjustment - A salary adjustment is defined as a one time increase in salary
granted to an employee within her/his salary range given to: (1) recognize that
employee’s outstanding performance of his/her duties, or (2) to address an inequity
between the employee’s pay and similarly situated persons, or (3) to recognize an
increase in the employee’s value to the College due to market forces.

Planned salary adjustments or promotions based on the restructuring of an existing
position through the addition of new job responsibilities or more complex job duties or
creation of a new position must be made in collaboration with the Director of Human
Resources (HR). The Director of HR is responsible for ensuring that promotions/salary



adjustments are made in a manner consistent with the College compensation plan and
past practice. In the case of disagreement, the Vice President of F inance and Operations
will decide the issue. B

Reassignment - A reassignment is defined as an administratively initiated transfer of an
employee from one position to another. Reassignments are not required to be voluntary in
nature, although the administration will consider the concerns of the employee being
reassigned whenever possible. ' ' R ' SR

The President may reassign Educational Support Staff within the College when, in her/his
judgment, the best interests of the College will be served by such a reassignment. Such
action may include freezing or lowering the effected employee’s salary to place the
employee appropriately in the salary range of the new position. The President may alter
or amend assigned duties, change titles or reassign employees at any time.

Transfer - A transfer is defined as a voluntary, employee-initiated movement from one
position to another within the same salary range or to a lower salary range. Any employee
transferring from one position to another within the same salary range should not have an
expectation of receiving an increase in salary. Although the College may raise a
transferring employee’s salary in cases where an issue of equity exists.

In cases where an employee elects to transfer to a position on a lower salary range, the
employee will be placed at approximately the same position on the lower salary range as
the employee held on the higher salary range. For example, an OPSS I level employee
whose salary is at the 25% percentile of the that salary range moving to an OPSS 1l salary
range position would be placed approximately at the 25% percentile of the OPSS II salary
range and receive a proportional salary reduction as a result. R '

. Work Schedule

Hours - The normal week for Educational Support Staff personnel is thirty seven and
one-half (37 1/2) hours per week from 8:00 a.m. to 4:30 p.m., Monday through Friday,
with one (1) hour for lunch period. For seasonal requirements or special work demands,
a Dean of Instruction may alter the official workweek. '

The workweek of the summer work schedule will generally be from 7:00 a.m. to 4:30
p.m. Monday through Thursday with a forty-five (45) minute lunch period.

.'Speciﬁed summer hours shall be determined by the Pr_esi_dent in the spring of each year.

. Absence and Tardiness

Punctuality and regular attendance are an important factor in consideration for job
retention and promotion. If an employee is going to be late or absent, he/she should
notify his/her immediate supervisor. (See additional information on notification and

recording) C




H. Wage and Salary

1. Pay Periods
Paychecks for all Educational Support Staff personnel are issued on the 20th of each
month. If the 20th falls on a Saturday, Sunday or other College recognized holiday,
paychecks will be distributed on the preceding workday. Paychecks received are based on
wages earned from the 16th of the previous month through the 15th of the current month.

Payroll checks must be picked up by the employee or there must be a signed authorization
before another person can receive an employee's check.

Direct deposit is available for full time employees.

2. Payroll Deductions

Payroll deductions are made as required for FICA, Federal Income Tax, Kansas State
Income Tax, and Kansas Public Employee Retirement System. If authorized by the
employee in writing and approved by the Human Resource Office, other deductions
will be made as desired by the employee.

If there are any changes in a dependency status it is the employees’ responsibility to
advise the Human Resource Office of the change.

3. Compensatory Time

Statement of Principle

Labette Community College’s practice is to comply with the requirements of all
federal and state employment laws. To comply with the provisions of the Fair Labor
Standards Act, the following procedure is established to: ensure compliance with the
compensatory time provisions of the FLSA, promote equitable treatment of all non-
exempt staff and provide for adequate record keeping to administer the compensatory
time procedure of Labette Community College.

Procedure

The Director of Human Resources shall be responsible for the implementation and
administration of this procedure including the maintenance of the master



compensatory time file for all non-exempt (hourly) employees. All non-exempt
employees of Labette Community College are eligible for participation in the
Compensatory Pay Procedure with approval of their supervisor. o

For all non-exempt (hourly) staff, all hours worked in excess of the normal workday must
be approved in advance by the appropriate supervisor and recorded on forms provided by
the Human Resource department. It is understood that all hours in excess of 37 2 hours
actually worked during the regular workweek by non-exempt staff will be paid as
overtime or accrued as compensatory time. Employees who work extra hours without the
permission of their supervisor may be subject to disciplinary action. '

In the absence of a written work rule on file in the payroll office, it will be assumed
that all hours in excess of 37 % worked in a regular work week are compensatory
time for payroll and leave purposes. With the approval of the appropriate Dean of
Instruction, each department of the College which employs non-exempt staff may
establish a specific department wide work rule in consultation with its non-exempt
staff concerning whether hours worked in excess of 37 % per week will be treated as
overtime or compensatory time. If there is a departmental work rule on file with
payroll office, it will be considered the effective rule for payroll and leave purposes
until a revised rule is received.

Any time worked over 37 ¥ hours per week, which is to be handled differently than
that department’s usual practice must be agreed to by the appropriate Dean of
Instruction, supervisor and the employee in advance of the work being performed. In
the event that mutual agreement can not be reached and the supervisor requires the
non-exempt employee to work the extra hours, the extra hours will be treated per the
departmental work rule or this procedure if a departmental rule is not in effect.

Compensatory time will be computed at the rate of 1 and %2 hours of compensatory time
for every hour worked over 37 ¥4 hours per workweek. If an hourly employee works more
than 7 ¥ hours in a day, the supervisor may elect to give the employee time off during the
same week on the basis of one extra hour worked to one hour off in lieu of comp time.
(See Policy 8.05 for additional information)

Every eligible employee may accrue up to 75 hours of compensatory time (equivalent
to 50 hours worked). In the event that an eligible employee accrues more than 75
hours of compensatory time, the excess over 75 hours will be paid to the employee no
later than the next regular pay day following posting of the accrued hours. Payment
for compensatory time in excess of 75 hours will be made at the rate currently earned
_ by the employee. S e - ' '

Employees who are transferred to another department or division at the request of the
College administration retain their accrued compensatory time and the new
department will assume the liability. If a non-exempt employee’s status is changed to
being exempt by the College for any reason, the employee will be paid for all accrued
‘compensatory time not later than the next pay day following the status change.



Employees leaving employment for any reason will be paid for all of their remaining
accrued compensatory time on their final paycheck. Payment of compensatory time
to employees leaving employment will be based on the higher of:

a. the average regular rate of pay for the previous three years of employment, or

b. the final regular rate of pay received by the employee prior to termination.

All compensatory time taken by non-exempt employees will be reported to payroll
using College leave forms. (See Policy 8.05)

Under FLSA rules, employers must make compensatory hours readily available for
use by their employees and may set reasonable limitations on use. Employees will
notify their supervisor of their intent to take compensatory time no less than 2 full
working days (a week’s notice is preferred) prior to the start of such leave except in
exceptional circumstances. Supervisors will grant the leave requested unless doing so
will unreasonably disrupt the operations of the department. (Refusal due to simple
inconvenience to the supervisor or department will not be considered an acceptable
reason to deny leave.)

Employees who feel they have unreasonably been denied the opportunity to use
compensatory time by their supervisor may appeal their supervisor’s decision directly
to the Director of Human Resources. The Director of Human Resources will consult
with the appropriate Dean of Instruction or the President, in cases where the
supervisor is also the Dean of Instruction, as soon as it is practical and they will
jointly reach a decision on the matter that will be final.

Employment Letter

Educational Support Staff employees will receive an employment confirmation letter
when hired after 8/29/11. This is an employment-at-will position and your
employment may be terminated at will and no oral statements or statements in the
LCC Policy/Procedure Manual are intended to create a right to continuing
employment.

Pay Increases

Each employees' compensation shall be reviewed annually by the administration and
the Board of Trustees. Recommended increases take effect at the beginning of the
fiscal year, July 1st. Wage adjustments may be granted at other times of the year to
allow for promotions, job reclassification or recently hired personnel. See Also
Procedure 10.03 Classification Appeal/Review and Procedure 10.030 Administrative
Classification Appeal/Review)




1. Health Insurance
Health insurance benefits will be provided for full-time employees and or part time
employees working 20 or more hours a week as per the position description. Except as
provided through an individual employee contract, the Board of Trustees will pay 95
percent of a single membership. In addition to single membership, if an employee desires
family coverage, employee and spouse, or employee and child, payroll deductions from
the employee's pay will be made for the above options.

Participation in the insurance plan, at least for single membership, is mandatory for ail

employees, unless the employee can provide evidence of group coverage by another
insurance carrier.

Employees who work more than 630 hours per year and/or more than 12.5 hours per
week but less than 19 hours a week are eligible for part time health insurance benefits at
the part time rate.

Details concerning this policy and related procedures may be obtained from the Human
Resource Office. :

J. K.P.ER.S.
Membership in Kansas Public Employees Retirement System is mandatory for all full-
time College employees or employees working more than 630 hours a year and not
considered seasonal or temporary. Information concerning this program is available in the
Human Resource Office. I '

K. Social Security
Labette Community College participates in the Federal Program of Social Security. A
required deduction is made from the employees’ paycheck with a matching coniribution
made by the College. - IR R

L.Workers Compensation

Each employee of the College is covered by workers compensation covering injuries arising out
of, and in the course of, one's employment with the College. LCC utilizes a preferred physician;
see Policy/Procedure 10.17 Return to Work Program when employees are injured at work. Any
injury received on the job must be reported to the employee’s immediate supervisor within 24
hours per Procedure 10.17 Return to Work Program form, Appendix C. The supervisor in turn
will file a written report of accident, Procedure 10.17 Return to Work Program form, Appendix
D, with the Human Resource Office. o ' '

Employees not eligible for the Return to Work Program may elect to use sick leave time, apply
to the Labette Community College Sick Leave Bank or receive work compensation lost wage
payments currently paid at 67%. However, employees are not allowed to receive sick leave and
lost wage compensation for the same lost days of work. Waiting period for temporary total
disability (TTD) applies to the first seven days claimant is off work. If worker is off for three
consecutive weeks, then employer shall pay worker TTD for waiting period. (See also '
Policy/Procedure, Return to Work Program, 10.17, Sick Leave & FMLA policy). -




M. Holidays
The following holidays will be observed annually:

New Year's Day

Martin Luther King Day
Good Friday

Memorial Day

Week of Independence Day
Labor Day

Veteran's Day

Week of Thanksgiving Day
Christmas Day

A N R A il

Additional holidays may be observed during the holiday recess or at other times as
announced by the President. (See Policy 8.06 for further information.)

N. Vacation
Vacation leave is accrued at one day a month for Educational Support Staff hired to work
12 months per year and 20 or more hours per week. For full time in the fifth year of
employment, vacation shall accrue at the rate of 20 days per year based upon anniversary
date of employment. For three-quarter time, vacation will accrue at 5.62 hours and one-
half time, 4.00 hours monthly. Initial employment after the 15th of any month shall not
earn a vacation day credit but the first of the following month shall be used for leave
credit purposes. Except for emergency leave and termination, new employees are not
authorized to take vacation leave until a six (6) month period of employment has elapsed.

Educational Support Staff hired to work nine to eleven months per year on a 20 hours per
week or more basis will not be granted vacation time. Instead of vacation, they will be
granted four personal days per fiscal or grant year that may be used in the same manner
as vacation. These days will not accrue.

Vacation leave and personal days may be accumulated to a maximum of thirty (30) days.
At the termination of employment, the employee will be compensated, at their current
rate of pay, for earned but unused vacation and personal days. Vacation leave shall
consist of no less than one hour and is granted at the convenience of the institution.
Annual vacation requests should be submitted as far in advance as possible and at least
thirty (30) days if at all possible. (See Policy 8.07 for further details)

0. Sick Leave
Each Educational Support Staff hired to work 12 months per year on a 20 hours per week
or more basis can accumulate up to 7.5 hours, (one day) of sick leave credit for each
month of employment. For full time, sick leave shall accrue at the rate of 7.5 hours or 12
days per year. For three-quarter time, sick leave will accrue at 5 .62 hours and one-half
time, 4.00 hours monthly. Initial employment subsequent to the fifteenth of any month
shall not be considered a month of employment for leave credit.



Educational Support Staff hired to work nine to eleven months per year on a 20 hours per
week or more basis will not accrue sick leave. They will be granted 10 days of sick Ieave
per fiscal or grant year as appropriate.

At the end of any fiscal year in which 30 days have been accumulated, all accumulating
factors are eliminated and 90 days sick leave will be granted. If fewer than 30 days are
accrued, accumulating factors go back into place until 30 days are accrued. If an
employee elects to contribute days to the sick leave bank, his/her sick leave days will be
decreased by that number of days up to a maximum of five (5) days per contribution
period.

Sick leave shall not be payable until an employee is absent from work because of illness
or injury including illness caused or contributed to by pregnancy. The College reserves
the right to require medical confirmation for illnesses/injuries lasting 3 or more working
days. o o '

Up to fifteen (15) days of accumulated sick leave may be used in each calendar year for
an illness or a death in the immediate family (husband, wife, father, mother, son or
daughter or any person who is wholly dependent on the employee). Additionally, within
the 15-day limitation, accumulated sick leave can be taken for the care of, or death of,
brother, sister, grandchildren, brother-in-law, sister-in-law, daughter-in-law, son-in-law,
mother-in-law, father-in-law, grandmother, or grandfather for an illness which is
catastrophic or life threatening. A catastrophic illness is defined as a severe condition or
combination of conditions affecting the mental or physical health of the patient. Such
illness must be severe, continuing and unusual. The President may approve additional
days in unusual circumstances. See Policy 8,08 for further information)

Employees may have rights to additional unpaid leave through the Family and Medical
Leave Act see Policy 2.08, Family and Medical Leave Act (FMLA) Compliance, for
details. '

Employees who find they are unable to be present for the discharge of their assigned
duties will call their immediate supervisor as far in advance as possible. If the duration
of the absence is unknown, a call will be made to the immediate supervisor. It is the
employee's responsibility {o compiete and submlt for approval the Request for Leave
form for each absence.

At the termination of employment no sick Ieave beneﬁts wﬁl be pazd for accumulated
but unused sick leave. :

. Sick Leave Bank

‘Occasionally, an employee who is eligible for sick leave experiences a catastrophic injury
~or illness at a time when the employee has exhausted her/his sick leave days. To
. demonstrate compassmn and prov1de chantable a331stance to fellow employees a su:k



leave bank will be established to allow full-time employees to donate accrued sick leave
days according to procedures approved by the President. (See Policy 8.09 for details)

. Military Leave
The College will comply with all military leave laws.

. Educational Benefits

Labette Community College will scholarship tuition, incidental and material fees for the
employee, spouse, and all dependent children of any employee who works 20 hours or
more per week for courses taken for credit at the College. The enrollee shall pay for
tuition, material and incidental fees for noncredit courses, seminars, and workshops. (See
Policy 8.10 for Book Loans and Policy 8,11 for Taking Classes during Working Hours).

. Cafeteria Plan

Professional Employees may elect to participate in an optional Security Flex 125 program
administered through a financial service company. The program includes medical
reimbursement, disability income insurance, group life insurance, and a cancer policy.

. Tax Sheltered Annuity Proposal

Beginning in September 2009, and revised May 9, 2011, LCC will match contributions of
up to $40 per month or $480 per year to a tax sheltered annuity. Employer contributions
will vest according to the following schedule:

Years of Service Vesting %
(from date of hire)

5 25%

6 40%

7 55%

8 70%

9 85%

10 100%

. Discipline And Termination
As part of their supervisory responsibilities, Labette Community College supervisors

must provide continuing guidance to employees they supervise and take prompt,
appropriate action for correcting any behaviors which deviate from acceptable standards
or what is considered to be unsatisfactory performance of duties. Supervisors are urged
to deal with infractions of acceptable standards through informal approaches such as
advisement, closer supervision and verbal conferences. If the same unsatisfactory
performance or misconduct persists, more severe measures will be taken. When further
action becomes necessary, the supervisor will comply with appropriate steps as outlined
in Policy 2.16 Performance Improvement and Procedure 2.16 Performance Improvement.




V. QGrievance
Introduction

This procedure is provided to resolve complaints of employees concerning the
application or interpretation of Board policies and procedures of the College or any
Board policy or administrative regulations affecting the terms and conditions of service
by employees not covered by the terms and conditions of a collective bargaining
agreement with the College. For the purpose of this document, an "administrative
regulation" is a procedure that is included in the procedures manual and has been
approved by the President.

Time limits are given herein for prompt action. If the employee presenting the problem
does not appeal from one step to the next within the time limit stated, the case will be
considered closed and no further appeal is permitted. If the employee does not receive a
response within the time limit stated, the employee may appeal to the next ievel The
time limits may be extended by mutual wrltten consent of the parties.

Definition

1. The term "employee" shall include full-time administrators and professional staff not
covered by the terms and conditions of a collective bargaining agreement with the
College.

2. The term "working days” shall mean calendar days excluding Saturday, Sunday
and College holidays. Interpretation of working days shall be the responsibility of
the Director of Human Resources.

3. The term "policies and procedures™ shall include policies approved by the Board
of Trustees or procedures in the procedures manual, which have been approved by
the President. A non-renewal notice by the College is not a grieveable action.

Procedures

Level 1 — The employee shall first submit the grievance in writing to his/her immediate
supervisor, using the appropriate grievance form within five (5) working days of the
incident in question. The supervisor shall respond to the employee’s complaint within
five (5) working days from the date he/she receives the grievance. In the event that a
grievance is initiated as a result of the action taken as a disciplinary procedure and the
employee so w1shes Level 1 may be ehmmated and the procedure may begin at
Level 2. :

Level 2 — If the grievance is not satisfactorily resolved with the employee’s immediate
supervisor, then such employee may submit the grievance in writing using the
appropriate grievance form to the employee’s next highest-ranking superv1so1' This
step must be taken w1th1n five (5) workmg days after rece1pt of such gnevance



This same process of appeal in Level 2 will continue until a decision of the
supervising vice president has been issued. In the case where no vice president is
within the chain of command, the highest-ranking position, which reports to the
president, will be considered an equivalent.

Level 3 — If the employee’s grievance is not satisfactorily resolved with het/his Vice
President, the employee may submit such grievance in writing on the appropriate
grievance form to the office of the President. This step must be taken within five (5)
working days after the Vice President’s decision to the employee under Level 2. The
President (or designee) will review the employee’s grievance and make a decision in
writing within ten (10) working days, which shall be final and binding.

In the case of a decision to terminate employment, the employee may file a written
request for appeal to the Board of Trustees. Such written appeal will be filed with the
Secretary-Clerk of the Board within fifteen (15) working days after receipt of the
termination notice. The Board of Trustees will respond to the request for appeal within
forty-five (45) working days of the date of receipt of the written request for appeal. The
employee will be entitled to a hearing with the Board.

W. Reduction in Force
If the Board decides that the size of non instructional staff must be reduced, guidelines in
the following rule shall be folowed:

The educational goals and needs of the college, individual qualifications, certifications,
training, skills, evaluations, interests and length of service shall be considered.

If all have similar qualifications, certifications, training, skills, evaluations, and interests,
the non instructional staff who best meets the needs of the college, considering the factors
outlined above and any other relevant factors will be retained.

Any employee who has not been reemployed as a result of the non instructional staff
reduction shall be considered for reemployment if a vacancy exists for which the non
instructional staff would qualify. The president will recommend to the Board
reinstatement of any non instructional staff he/she seems qualified and able to serve the
best interests of the College. The Board shall not be required to consider reinstatement of
any non instructional staff after a period of one year from the date of exit

Assistance for those affected by reduction in force:
¢ Extension of the tuition and fee fringe benefit policy for a period of one academic
year for employee/end of same semester for dependents
o Use of the LCC Student Success Center/Library or computer labs for resume
preparation and or job searches up to one year

Revised: 10/9/06
Rewvised: 2/11/10
Revised: 12/9/10
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POLICY 9.01  PROFESSIONAL EMPLOYEES' COND!TIONS OF

EMPLOYMENT . -

DRAFT 1/12/17

A. General
Each instructor shall perform the duties and services necessary to the position for which
employed, shall make and file reports required by the Board or President, shall cooperate
with the Administration in the development and execution of the instructional program,
and shall perform such other services as may be mutually agreed upon by the
Administration and the instructor.

B. Due Process Procedures
An act concerning due process procedures upon termination of non-renewal of teachers'
contracts; providing for the disposition of certain costs of hearings thereon,; is stated in
SB 460, amending KSA 1974 Supp. 72-5436 to 72-5440, 75-5442, 72-5443, and 72~
5445.

(Copies of this law may be reviewed in the office of the President or Vice President of
Academic Affairs or obtained from the Faculty Senate.)

C. Professional Compensation

Salary for instructors covered by the Master Agreement shall be in accordance with
current salary schedule.

(See Master Agreement, Article XVI.)
D. Meetings

See Master Agreement.
E. Office Hours

See Master Agreement.

F. Personnel Policies



Written personnel policies are instrumental in guiding the judgment of all persons
concerned with the educational program. Written policies establish definite relationships
among participants by setting standards to whlch all pames accept the respons1bihty of
conforming.
(See Master Agreement)

G. Retirement
(See Master Agreement)

H. Teaching and Evaluation of Instruction

(See Master Agreement, Appendix D)

I. Qualifications

Sehee}s«the reqmrements of its ﬁccredltmg bady, the H1gher Leammg Comm15510n

(HLC} when determlnmg faculty quahﬁcanons —Spee}ﬁea}ly—related{e—fae\ﬂw

&seé—m«th&apﬁe}ﬂtment—pfeeess— E"hese qualif cations are 1equired by a!l full tune

adjunct, concurrent, dual credit, and temporary faculty who teach for the college. All
faculty are mqmred to have appmprlate douumeniahon on file.




Faculty teaching general education (transfer) courses (sueh-as-English, Math; Liberal
Axts;-Seiences)willmeet are required to have the following qualifications:

+ Master's degree or higher in the teaching discipline or subfield taught.related-field: or

£ oaplation-o = Q2 ¢ = a a¥a afa n-thote mk¥m

Master's degree or higher in a discipline or subfield other than that taught with a
minimum of 18 graduate credit hours in the discipline taught,

s Faculty teaching in programs that are accredited or approved by outside agencies shall
have teaching credentials that meet the standards specified by that agency.

o Faculty teaching Career and Technical (CTE) courses are required to have the following
qualifications:

Bachelor’s degree and or valid/current industry-recognized credentials and a minimum of

4,000 hours of work experience in the specific technical field taught.

¢ Faculty teaching non-transfer courses including developmental of college preparation
courses, College Success Skills courses, continuing education workshaps, Personal
Enrichment courses, and workforce education courses must have an appropriate degree
and/or credentials, special training, experience, creative production, or other
accomplishments or distinctions appropriate 1o the discipline as determined by the Vice
President of Academic Affairs.

s Other factors, including but not limited to equivalent experience, may be considered in
determining whether a faculty member is qualified.

*« Any exception due to special circumstances must be approved by the Vice President of
Academic Affairs.

The Dean of Instruction/C'TE Director as appropriate make the determination if a
potential instructor is properly credentialed by reviewing transcripts and other
supporting documentation. If the potential instructor is not properly credentialed, the



Dean of Instruction may approve a Degree/Credentialing plan to ensure full
compliance by September 1, 2022, which meets our HLC approved thensmn to come
into compliance. The approved plan must be updated annually.

In addition to meeting the HL.C required faculty qualifications, faculty teaching

concurrent general education courses must meet the requirements of the Kansas

Board of Regents (KBOR) Concurrent Enrollment Partnership (CEP) agreement
between the high school and Labette Community College.

Leave of Absence Policy

Upon request and subject to approval by the Board of Trustees, a faculty member may be
allowed to take a leave of absence for up to one year in duration. These leave requests
are to be limited to requests for study in an academic area approved by the Board of
Trustees. The pertinent items relating to this Leave of Absence are as follows:

A faculty member shall:

1. Beemployed for at least two (2) years before being eligible for a leave of absence.
Application for leave may be submitted during the second semester of the second
year. _ _ =

2. Receive no remuneration from LCC during this leave period.

3. Be allowed to retain accumulated sick leave credit during the leave_peri_od. No
credits will accrue during the leave period.

4. Be allowed to remain within the LCC medical health insurance group during this
leave period. No portion of the premium will be paid by the Board during this leave
“period and prior arrangements must be made Wlth the admlmstratlon for these
payments 1o be made. : : : SRR '



5. Be reassigned in a comparable position with the one held prior to the leave period
provided a vacancy exists and the request for reassignment to active employment is
made on or before February 15 of the school year previous to reinstatement. If the
date of return from Leave of Absence is other than the beginning of the contract year,
then reinstatement of the faculty member will be subject to a vacancy occurring for
which the instructor is qualified to fill as determined by the administration.

K. Reduction-in-Force

When one or more instructors are to be terminated or demoted because of a change in the
size or nature of the student population, unavoidable budgetary limitations or similar
factors affecting the overall operation of the College, part-time instructors-shall be
terminated first, provided full-time instructors are qualified replacement.

If after the above procedure has been followed it becomes necessary to reduce the
instructional staff, the instructor or instructors to be terminated or transferred shall be
determined on a seniority basis, provided that the affected instructor is qualified to
perform the work of the instructor who is to be terminated.

Seniority is defined as: (Subject to Kansas continuing contract law)

1. For purposes of reduction-in-force, seniority is defined as continuous years of
employment in a full-time instructional position at the College.

2. In the event of equal years of continuous full-time instruction, number of credit hours
taught as an adjunct instructor at the College prior to current full-time instruction will
be used to make a determination.

3. In the event the above two items are equal, educational qualifications will be used.

In the event the above three items are equal, performance evaluations and experience

will be considered.
With respect to the application of the above, termination shall be made in inverse order of
length of service from the most recent date of employment at the College.

Before terminating a faculty member, the College administration shall make a reasonable
effort to place them in another suitable position within the College.

Revised: 6/12/01, 4/25/09, 7/14/11, 5/1/14, 9/12/14, 1/8/15, 1/12/17



. Agendaltem: VILD.
. Date:March 9,2017

SUBJECT

' Appro_val of Bills .~ |

° REASON FOR CONSIDERATION BY THE BOARD

~Kansas statutes require Board of Trustees’ approval of all expenditures.

" BACKGROUND

~ Each month a listing of claims to be paid is presented to the Board for approval. .

. PRESIDENT’S RECOMMENDATION

Approval is recommended.

(O:W/Board07-08agnbills)




























































