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For Academic Staff Committee (IAS report) 

Presented March 2, 2015 

 

 

 

EXECUTIVE SUMMARY 
 
This report focuses on providing data and recommendations regarding instructional academic staff 
appointments and employment conditions at UWM and will serve as the basis for decision-making 
regarding a large share of academic staff employees on campus. This report stems from the findings set 
forth within Academic Staff Document No. 54. It elucidates specific problem areas regarding the 
practices of appointment types and terms at UWM, and provides recommendations for rectifying the 
problems.  
 
In 2010, UWM’s Academic Staff Senate assembled an Ad Hoc Working Group on Appointments to 
identify and address the common misperceptions regarding academic staff appointment types and to 
gain insight into UWM appointment practices. The overall result was Academic Staff Document 541 (AS 
Doc 54), a summary of staff appointment data provided by UWM Human Resources and data on 
appointment practices, provided by the UW System Council of Academic Staff Representatives.  
 
The key finding from the AS Doc 54 analysis was troubling. It stated that:  

 UWM does not fully utilize the range of appointment types that can provide a greater perception 
of job security among more than half of the academic staff that are employed on fixed-term 
contracts, and that this has negative repercussions.    

 
Based on data from 2010, it was found that over 50% of all UWM academic staff are on fixed-term non-
renewable contracts, primarily 1 year or semester long contracts, and some for many years. It was found 
that common practice includes language specifying that the university does not intend to renew the 
appointment beyond the terms of the contract; this is worrisome given that many of these fixed-term 
non-renewable contracts are provided to staff who receive consecutive appointments, often year after 
year, and noted that in some cases, up to 20 years. Such contracts provide no future job security beyond 
the current semester to UWMs academic staff, go against the policies and guidelines set forth by the 
State, UW System, and UWM, yet are common practice. 
 
When looking more closely at the numbers, it was determined that of the 3 major groups of academic 
staff (Instructional, Non-Instructional, and Research Academic Staff), the Instructional Academic Staff 
(IAS) bore the brunt of these fixed-terminal, nonrenewable contracts (see Table 1). Based on this, the 
Academic Staff Senate authorized additional research to find out more about the employment and 
hiring practices impacting IAS and if such practices go against policies. 

                                                           
1 Academic Staff Senate Ad Hoc Working Group on Appointments “Data Analysis of UWM Academic Staff 
Appointments”, February 2011. Available online at 
http://www4.uwm.edu/secu/docs/acad_staff/AS_Doc_54_Data_Analysis.pdf  

http://www4.uwm.edu/secu/docs/acad_staff/AS_Doc_54_Data_Analysis.pdf
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Table 1: UWM Academic Staff by Appointment – February 2014 

     

Employee Category Appointment Type Greater than or 

Equal to 50% FTE 

Less than 50% 

FTE 

Total 

Instructional 

Academic Staff 

Fixed Term Renewable 33 3 36 

Fixed Term Terminal 384 353 737 

Indefinite 84 1 85 

Probationary 42 0 42 

Rolling Horizon 1 0 1 

Multiple Year 0 0 0 

All Instructional AS 544 357 901 

Non-Instructional 

Academic Staff 

Fixed Renewable 257 4 261 

Fixed Terminal 194 42 236 

Indefinite 230 0 230 

Interim 4 0 4 

Multiple Year 2 0 2 

Probationary 107 0 107 

Rolling Horizon 13 0 13 

All Non-Instructional AS 807 46 853 

Research Academic 

Staff 

Fixed Renewable 15 0 15 

Fixed Terminal 27 5 32 

Indefinite 17 1 18 

Probationary 9 0 9 

All Research AS 68 6 74 

Totals: 1,419 409 1,828 

Source: UWM Human Resources 
 
Critical to this report was a review of the 4 summary recommendations set forth in AS Doc 54, which are 
briefly summarized here:  

 Establishing and implement internal schedules to review fixed-term academic staff for 
increasing job security via the use of probationary, fixed-term/renewable, multi-year, and 
rolling horizon appointments. 
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 Re-institute the practice of conducting annual reviews of fixed-term academic staff 
appointments in conjunction with budget submissions.  

 The Office of Legal Affairs shall establish recommended appointment language for fixed-term 
renewable contracts that balances the university’s need to effectively respond to budget events 
and the employee’s right to job security. 

 Academic staff governance shall continue efforts to clarify to both appointing authorities and 
Academic Staff the rights and responsibilities associated with various appointment types. 

 
As to date, none of the recommendations from AS Doc 54 have been implemented. The findings from 
this report confirm and support the need to reiterate each of these recommendations. It provides 
additional support as to why, based on the policies and data, these recommendations need to be 
implemented.  
 
Presented are the key findings and recommendations set forth in the report. CED Staff and ASC strongly 
urge that the recommendations set forth be implemented and that the Academic Staff Committee work 
with (administration, Deans, and HR) in order to develop the framework that will ensure that the 
policies in place are followed.    
 
KEY FINDINGS 
 
The policies at the State, UW System, and UWM levels clearly provide a spectrum of job security for 
academic staff, from indefinite and probationary, to a multitude of fixed-term types, including rolling 
horizon, renewable, and multi-year contracts.  
 
CED staff confirmed the key finding from AS Doc 54, that there is a standard practice of issuing fixed-
term terminal or nonrenewable contracts, usually 1-year or less in length, often beyond either the 3- or 
7-year thresholds set forth under the policies that would demand more secure contracts. CED Staff 
found that  1) the hiring practices are generally not consistent with the policies; 2) the policies meant to 
provide flexibility in hiring (namely practices for short term, unbudgeted hires) have been adopted for 
use in most IAS hires; and 3) the survey results were troubling, indicating a need to provide IAS with 
information regarding more secure contract types, especially rolling horizon and multi-year contracts.  
 
Practices are Often Inconsistent with the Policies 
After reviewing State, UW System, and UWM policies, it is clear that given the number of IAS with 
consecutive fixed-term contracts, hiring practices do not align with stated policies. Of note are UW 
System’s Unclassified Personnel Guidelines, UWM’s Academic Staff Personnel Policies and Procedures 
(ASPPP), and UWM’s Academic Staff Document 24R: IAS Workload Policy. 
 
The UPGs are set forth by UW System and provide clarification regarding the employment for all 
academic staff, including all IAS. For example, UPG #2 Unclassified Appointments provides the guidelines 
for the terms and conditions of employment for all unclassified appointments throughout the UW 
System, including IAS. Under this, it clearly states that it is not the intent to permit or encourage the 
excessive dependence upon academic staff, that the need for instructional services is expected to be 
short-term, that the management of long-range tenure track positions precludes the possibility of 
creating additional probationary appointments, and, most importantly, that the funds supporting the 
position are not expected to be available beyond a given time period (fixed-term or grant funds in the 
institutions base budget).   Discussions with UBRs revealed that there has been extensive use of 1-year 
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or shorter fixed-term nonrenewable contracts due to reliance on fixed-term or State GPR funding for 
such positions. 
 
UPG #3: Unclassified Job Security addresses job security provisions and due process by appointment 
type and is an extension of UWS Chapter 10. UPG #3.05 applies specifically to academic staff, and under 
#3.05(3) states: 
 
3.05  (3) Each institution shall review annually the type of contract and terms of any academic staff member who has served 

more than 7 years in consecutive appointments of 50% or more to determine the feasibility of moving such individuals 

to indefinite or multi-year appointments with increased job security. In making such a determination, the institution 

shall consider the continuing need for the position, funding source, and quality of employee’s performance. Academic 

staff with seven years in consecutive appointments of 50% or more service whose appointments do not provide at least 

two year terms shall be given the reasons upon request. Academic staff with ten years or more in consecutive 

appointments of 50% or more service whose appointments do not provide at least three year terms shall be given the 

reasons upon request.  

 
Clearly, UPG 3.05 states that there needs to be consideration or movement into either indefinite or 
multi-year appointments for those academic staff with long term (in this case, seven years is the 
threshold) consecutive appointments of 50% or more.  
 
ASPPP Chapter 1042 provides the formal definitions of academic staff appointments at UWM and details 
the types of appointments, sets forth guidelines and requirements for employment contracts, as well as 
directives for maintaining personnel files and recruitment processes. ASPPP 104.02 addresses the use of 
Fixed Term appointments for academic staff. ASPPP 104.02 explicitly states that academic staff with 
appointments of at least 50% FTE need to be provided at least some modicum of security through the 
use of probationary appointments, multi-year or rolling horizon appointments; 
 

104.02 Fixed Term Appointments 
Fixed-term appointments should not be used for positions that have been probationary. Fixed-term appointments shall 

be for a definite period of time specified in the employment contract, are renewable solely at the option of UWM, and 

carry no expectation of reappointment beyond the stated term. 

 

Academic staff may be appointed without limitation as fixed-term appointments in the following situations: 

(1) when no budgeted position is available, 

(2) for appointments on grant, contract, or short-term funding, 

(3) for teaching appointments for which there is no reasonable expectation of continuing need, 

(4) for coaches in the Department of Athletics, and 

(5) for concurrent appointments for limited title appointees who are in Range 8 or above in the UWS 

Academic Staff Title and Compensation Plan, or positions based on Regent-approved fixed-term contracts, 

provided that no conflict with UWS 15 occurs. 

 
Fixed-term appointments may be made for more than one year as either Multiple Year or Rolling Horizon 

appointments. 

 

If an academic staff member on a fixed-term appointment of at least 50% time, and not falling in any of the categories 

listed in subparagraphs (1) through (5) above, is reappointed for more than three years in the same position in the same 

school, college or division, the appointment shall be made probationary and years of service during the original fixed-

term appointment may be applied to the seven year probationary period pursuant to Section 104.03 below. For fixed-

term academic staff who are not made probationary because they fall into one of the categories listed in subparagraphs 

(1) through (5) above, the reappointing authority shall make substantial efforts to offer multiple-year or rolling horizon 

contracts, where possible. The “same position” is one that is within the same title code/series without regard to prefix.  

 

                                                           
2 ASPPP 104 is available online at 
https://www4.uwm.edu/secu/acad_staff/as_plcy_proc/loader.cfm?csModule=security/getfile&PageID=4018549  

https://www4.uwm.edu/secu/acad_staff/as_plcy_proc/loader.cfm?csModule=security/getfile&PageID=4018549
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Those with service of three or more years at 50% time or greater who are not given at least a two-year appointment 

shall be given written reasons upon request. Those with service of seven or more years at 50% time or greater who are 

not given at least a three-year appointment shall be given written reasons upon request. 

 

An initial fixed-term appointment may include a period of up to two months during which the appointee may be 

dismissed without appeal at the discretion of the appointing authority. If such a period of evaluation is used the 

employment contract must so state. A dismissal during this period is not subject to the provisions of UWS 11. 

 
ASPPP 104.02 is explicit in its approach to providing greater security than what is offered by the 
standard 1-year fixed term nonrenewable contract, stated under two different employment scenarios. 
Under the first scenario, fixed-term staff with at least 50% FTE (specifically those not falling into one of 
the five listed categories) that have served at least three years in the same position shall be converted to 
probationary status, therefore creating the greatest amount of security. The conversion to probationary 
status is more common for non-Instructional Academic Staff but unusual for IAS; currently there are 126 
IAS with probationary or indefinite status, or about 23% of all IAS that are considered full time (at least 
50% FTE).  
 
Under the second scenario, fixed-term academic staff who are not made probationary because they fall 
into one of five listed categories, shall have substantial efforts made on their behalf by the reappointing 
authority to offer multi-year or rolling horizon contracts, where possible. It is noted that majority of IAS 
fall into categories 1, 2, and 3 as listed under 104.2 and therefore it would be expected that, under 
ASPPP 104, there would be numerous IAS with multiple year or rolling horizon contracts. Table __ shows 
the distribution of appointments for all full time (50% FTE or greater) IAS in 2014; of the 544 full time 
IAS, 384 (71%) of Full Time IAS were on Fixed Term Terminal (1-year or shorter) contracts, only 1 was on 
a rolling horizon contract, and none held multi-year contracts.   
 
Drilling down further, it was determined that many of these full time Fixed Term Terminal appointments 
have been long time hires, 152 having been hired between 2001 and 2010, and at least 37 IAS were 
hired before 2000 (Table 2).  
 
Table 2: Initial Start Year of Current Instructional Academic Staff with Fixed Term 

Appointments - .50FTE or greater: 2013 

Instructional Academic Staff 1991-2000 2001-2010 2011-2013 

Fixed Term Renewable3 3 11 19 

Fixed Term Terminal 37 145 184 

Fixed Term Rolling Horizon 0 1 0 

Multiple Year 0 0 0 

Total Fixed Term IAS 40 152 203 

As a percent of All Fixed Term IAS 10% 38% 51% 

Source: UWM Human Resources 
 

                                                           
3 Fixed Term Renewable is a category provided by UWM’s Human Resources, that…….  
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Based on these numbers, it can be argued that there should be greater use of rolling horizon or multiple 
year contracts for a significant number of Fixed-Term Terminal IAS. 
 
 
 
The Policies Meant to Provide Flexibility in Hiring Have Been Misused 
The ASPPPs must be consistent with the UPGs as well as the other State and UW System Statutes 
(Chapter 36 and Chapter UWS, respectively). Within the ASPPPs, UPGs, Chapter UWS and Chapter 36 are 
directives and guidelines regarding the hiring and employment of IAS, including types of employment 
and details for contracts. Based on the review of hiring and employment policies, it is clear that 
strategies for retention and job security are laid out, particularly for academic staff that are 50% FTE or 
greater and for those that have had multiple consecutive short term contracts. It is also clear that each 
the policies provide flexibility, primarily to provide for unique or short term hiring cases. What is clear is 
that the flexibility within the policies for short-term hiring and/or to fulfill short-term needs has become 
standard practice. This was not the intent of the policies. 
 
There are two advantages for using fixed-term 1-year or semester-long nonrenewable contracts over 
other, more secure appointment types. First, it eases the ability to get rid of unneeded or unwanted 
staff at the completion of the contract, so as to avoid  ‘procedural guarantees’ that are awarded to 
indefinite status employees. Second, it provides even more flexibility over staffing than a multi-year or 
rolling horizon contract.  
 
There is a need for a degree of flexible particularly in times of significant budget constraints. Short term 
1-year Fixed Term Terminal contracts are often needed when “no budgeted position is available” and/or 
the position is dependent on “short term funding”.  UWM has been undergoing an unprecedented 
budgeting crisis over the past few budget cycles. Nevertheless, there are at least 37 full time IAS who 
have been on annual fixed-term terminal contracts since at least the year 2000, and likely many more 
full time IAS hired between 2000 and 2010 that are impacted by this practice. This practice goes against 
the policies stated in ASPPP 104 and UPG#3.05, yet it is clear that this has become a common practice 
regardless of any situation with the budget.  
 
Troubling Survey Results  
The survey results indicated that there is a significant need to educate IAS as well as all academic staff 
about the range of employment types that are available and the different types of protections and 
security they offer so that academic staff can self-advocate. 
 
Findings showed that only 52% of IAS respondents with fixed term appointments were aware of other 
types of appointments. Furthermore, the fixed term appointees were the least knowledgeable about the 
range of appointment types available to IAS. It also showed that 77% had not sought a different type of 
contract (either probationary, rolling horizon, or multi-year contract). Also, 68% of fixed term IAS 
desired a longer contract length.  
 
Notably, 48% of survey respondent have had more than 6 consecutive appointments at UWM, indicating 
that, based on UPG#3, these staff should be moved to multi-year or rolling horizon appointments if 
there is an expectation of ongoing employment. It was also found that most of the respondents, 
regardless of contract type, were teaching upper classmen as well as core classes. Core classes typically 
have consistent enrollment and are not subject to significant variations in terms of scheduling form year 
to year. Because of this consistency, UW System recommends that instructors of such courses should be 
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in multi-year, rolling horizon or probationary contracts. Based on this, UWM should review this situation 
and ensure that instructors of core courses are moved into probationary, multi-year, or rolling horizon 
contracts. 
 
 

RECOMMENDATIONS 

The first four recommendations set forth are the same four recommendations set forth in 

Document 54 and are italicized. CED Staff reviewed and provided additional support and 

directives based on the findings from the new report.   

1) Appointing offices shall seek to comply with UWM and UW System policies by establishing and 

implementing internal schedules to review fixed-term academic staff for increasing job 

security via the use of probationary, fixed-term/renewable, multi-year, and rolling horizon 

appointments.  

a. It is further recommended that each department or unit follow UPG #3.05(3) by moving 

IAS that have served 7 or more years of consecutive appointments into indefinite status 

or provide multi-year or rolling horizon contracts. The guideline is clear, but it is not 

clear whether or not this process actually happens throughout the university. 

2) UWM shall re-institute the practice of conducting annual reviews of fixed-term academic staff 

appointments in conjunction with budget submissions. This will strengthen compliance with 

academic staff policies and improve the consistency of appointment practices across campus.  

a. ASC recommends strengthening the existing ASPPP and UPG guidelines by developing a 

mechanism for reviewing and processing this determination. Any such mechanism 

needs to be consistent across the entire university. 

i. Each unit must conduct annual reviews of fixed-term academic staff 

appointments in conjunction with budget submissions. This will strengthen 

compliance with academic staff policies and improve the consistency of 

appointment practices across campus. 

ii. Incorporate discussions of job security and job morale into annual review 

of job performance.  Ask instructors what would enhance their feelings of 

job security and job morale.  Have a systematic means of sharing this 

information with the department, college, UWM leadership.   Rationale:  

17% of respondents report that their department does not conduct an 

annual review of job performance.  Good communication is cited as a key 

component of positive learning and work environment. 

3) In consultation with the Academic Staff Committee, the Office of Legal Affairs shall establish 

recommended appointment language for fixed-term renewable contracts that balances the 

university’s need to effectively respond to budget events and the employee’s right to job 

security.  

a. Specifically, the development of recommendation(s) based on issues concerning the 

term “excessive use” as stated under UPG #2.06 in relationship of faculty/teaching staff 

ratios. The terminology needs to be clarified. 
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4) Academic staff governance shall continue efforts to clarify to both appointing authorities and 

Academic Staff the rights and responsibilities associated with various appointment types. 

a. ASC recommends that ASPPP 104 be more consistent with UPG #3.05 by stating specific 

criteria for how appointment types are made. 

b. ASC recommends Section 1 of the IAS Workload Policy be updated to reflect changes 

under the new HR System. 

The ASC has developed 7 additional recommendations stemming from the findings of this 

report. It addresses the need to follow existing policies, to gather and disseminate further data 

on the IAS, and to empower the IAS by providing them information including information about 

different types of appointments.  It also calls on Deans and Department heads to address the 

issue of using IAS for upper level and core classes and if this aligns with UW policies and UWM 

objectives.   

5) Each unit must follow UPG #3.05(3) by moving IAS that have served 7 or more years of 

consecutive appointments into indefinite status or provide multi-year contracts. The guideline is 

clear, but it is not clear whether or not this process actually happens throughout the university.  

 

6) Each college should collect information on individual Instructional Academic Staff members 

each Fall semester.   

a. The UWM School of Nursing is a model in this information gathering.  Information 

collected should include (but is not limited to):  continuity status, initial start date. Each 

college/school should review the continuity status as well as the initial start date of each 

Instructional Academic Staff member.  Rationale:  Once an IAS person has reached a 

threshold of 7 years in Fixed Term Terminal status, the staff member should be 

informed of procedures to seek Fixed Term Renewable, Rolling Horizon or Probationary 

Status.  Once an IAS has been employed for 3 years in Fixed Terminal Status, s/he should 

be informed of procedures to seek Fixed Term Renewable, Rolling Horizon or 

Probationary Status.  

 

7) Work with HR to develop an automated process to inform IAS of their continuity status and 

initial start date.  Instructional Academic Staff and their direct supervisors should receive 

automated messages from their unit and HR when they have served 7 years in the same 

position.  After serving 7 years, IAS should receive information on the process to seek other 

appointment types.  Rationale:  According to UW Policies, Academic Staff should be moved to 

multi-year or rolling horizon appointments if there is an expectation of ongoing employment.  

48% of respondents have had more than 6 consecutive appointments.  Nearly half of the 

respondents to the survey have been in current position for 5 years or more.   

 

8) Academic Staff Committee should develop a standardized procedure to inform all academic 

staff, including IAS, of all contract types available to Academic Staff.  Instructional Academic 

Staff need to be informed if and how they can move into a different appointment type.  

Rationale:  Fixed Term appointees are least likely to be aware of other appointment types.  

More than 80% of respondents with Multi-Year or Rolling Horizon appointments are aware of 
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other appointment types.  Only 52% of respondents with Fixed Term appointments are aware of 

other appointment types. 

 
9) Gather detailed information on Instructional Academic Staff who have Fixed Term 

Appointments.   

a. Conduct an annual survey of IAS with Fixed Term Appointments.  Drill down further 

into issues specific to these appointees.  Among other things, it would investigate why a 

large segment of Instructional Academic Staff have not sought a different appointment 

type and whether having an appointment at another institution leads to less campus 

involvement and/or commitment at UWM. Rationale:  39% of respondents are unaware 

of other appointment types.  32% of respondents are dissatisfied or very dissatisfied 

with their appointment type and 68% of respondents desire a longer contract length.  It 

seems that most dissatisfaction arises from appointment type rather than appointment 

level, since three-quarters of respondents are satisfied with their appointment level (% 

FTE).  Respondents with Fixed Term Appointments are most likely to have an 

appointment at another educational institution (23%).  Research shows that campus 

involvement of faculty and staff contributes to improved student outcomes and 

retention. 

b. Gather more detailed information from Human Resources, specifically related to IAS on 

Fixed Term Appointments.   

 

10) Ensure that all employment contracts include required information about salary, percentage 

appointment, number of contract hours.  Rationale:  Nearly half of survey respondents report 

that their contracts do not include vital information on contract hours (47%).  

 

11) Call on Deans and Department Heads to address the issue of Instructional Academic Staff 

teaching upper level classes and core classes.  Does this align with UW Policy and UWM 

objectives?  UWM should review this situation and ensure that instructors of core courses are 

moved into longer term employment contracts.  Rationale:  Most respondents, regardless of 

contract type, teach upper classmen.  More than 80% of respondents are teaching core classes.  

These are classes they are normally taught each semester.  This is true for all appointment 

types.  Core classes typically have consistent enrollment and are not subject to significant 

variations in terms of scheduling from year to year.  Because of this consistency, UW System 

recommends that instructors of such courses should be in multi-year, rolling horizon or 

probationary contracts.  

 

It will be the responsibility of the Academic Staff Committee to adopt the recommendations and to 

ensure that the recommendations are enacted. CED Staff further recommends the Academic Staff 

Committee develop a strategy which would include actionable items. (Discuss at March 4th meeting). 
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* * * 


