
 
 

Tennessee Board of Regents 
Committee on Personnel and Compensation 

May 29, 2024 
 

AGENDA 
 

1. Policy Revisions 
 

a. TBR Policy 5.01.01.11, Days of Administrative Closing 
 
The Committee will review for approval proposed revisions to the Days of 
Administrative Closing Policy, 5.01.01.11. 

 
b. TBR Policy 5.01.01.08, Parental Leave    

      
The Committee will review for approval proposed revisions to the Parental 
Leave policy, 5.01.01.08. 

 
c. TBR Policy 5.01.01.06, Leave Transfer Between The State Universities & 

The College System of Tennessee & State and Local Education Agencies 
 
The Committee will review for approval proposed revisions to the Leave 
Transfer Between The State Universities & The College System of Tennessee & 
State and Local Education Agencies policy, 5.01.01.06. 
 

d. TBR Policy 5.01.00.02, Employee Discipline 
 
The committee will review for approval proposed revisions to the Employee 
Discipline policy, 5.01.00.02. 

 
2. Review and Approval of President Emeriti contracts (General Counsel Brian Lapps) 

 
The community colleges request the review and approval of six (6) individuals to be 
appointed President Emeritus for the fiscal year 24-25. 

 
3. Review and Approval of Faculty Emeriti  (Vice Chancellor Jothany Reed) 

 
Eight (8) faculty emeritus candidates are being recommended to the Board for 
consideration and approval. 

 
4. Review and Approval of System-Wide Compensation Strategies (Vice Chancellor 

Alisha Fox) 
 
System-wide compensation strategies for the state salary pool of 3% is proposed, as well 
as future college funded increases. 

 
 
 



 
5. Institutional Amendments or New Compensation Plans  (Vice Chancellor Alisha Fox) 

 
In accordance with legislative amendment and TBR Guideline P-043 Compensation, 
three community colleges submitted new or revised compensation plans. 

 
6. Executive Incentive Payments (Vice Chancellor Alisha Fox) 

 
The Executive Performance Incentive Plan was approved at the Board’s June 2013 
Meeting. The maximum incentive able to be earned is 10% of the market salary for the 
position.  The incentive does not add to the base salary for the position and is recalculated 
each year.   
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

• This meeting will include members of the Tennessee Board of Regents who are participating by 
electronic means of communication and will be live-streamed and archived on the TBR website 
at https://www.tbr.edu/board/may-29-2024-committee-chairs-personnel-compensation-finance-
business-operations-and-audit.  

 
• Persons who want to request to address the Board may follow the process authorized by TBR 

Policy 1.02.12.00 – Requests to Address the Board. 
 
 

https://www.tbr.edu/board/may-29-2024-committee-chairs-personnel-compensation-finance-business-operations-and-audit
https://www.tbr.edu/board/may-29-2024-committee-chairs-personnel-compensation-finance-business-operations-and-audit
https://policies.tbr.edu/policies/requests-address-board
https://policies.tbr.edu/policies/requests-address-board


 

 
 
 

BOARD TRANSMITTAL 
 
 
MEETING:    Committee on Personnel and Compensation 
 
SUBJECT:    Days of Administrative Closing: 5.01.01.11 
 
DATE:     May 29, 2024 
 
PRESENTER: Alisha Fox, Vice Chancellor 
 
PRESENTATION  
REQUIREMENTS:   2 Minutes    
 
ACTION REQUIRED: Roll Call Vote  
 
STAFF  
RECOMMENDATION:  Recommend Approval 
 

 
The revision is to provide clarity only and does not change the intent of the longstanding policy. 
 
 
 
 



Days of Administrative Closing : 5.01.01.11 

Policy/Guideline Area 

Personnel Policies 

Applicable Divisions 

TCATs, Community Colleges, System Office 

Purpose 

The purpose of this policy is to establish the criteria and process regarding days of administrative closing 
at the System and institutions governed by the Tennessee Board of Regents. 

Policy/Guideline 

I. Administrative Closing Days Declared in Advance

A. Administrative Closing Days with Pay

1. In addition to the eight holidays granted in TBR Policy 5.01.01.10, six
administrative closing days shall be designated as time off from work with pay
for regular full-time and regular part-time employees.

2. Certain days, such as the Friday after Thanksgiving Day and those during the
week of Christmas when classes are not in session, may be designated as days of
administrative closing each year by the Presidents, with the approval of the
Chancellor.

II. Emergency Closing

A. At times it may be necessary for the President to declare specific hours as emergency
closing as the result of inclement weather or other emergency situations.

1. In such cases, regular full-time and regular part-time employees on the active
payroll who are scheduled to work during the declared times of closing will be
granted time off from work with pay.

2. Employees who are not scheduled to work will not be paid for the emergency
closing.

3. Employees who were previously approved for leave for the duration of the
emergency closing will be considered not scheduled to work and will be charged
the appropriate leave.

4. Employees who were previously approved for leave for a portion of the
emergency closing will be considered not scheduled to work for the portion of
the time that was approved as leave. The employee will be considered
scheduled to work for the remainder of the closing.



B. If an emergency closing has not been declared due to inclement weather and an
employee is prevented from reporting to work for normally scheduled working hours,
annual leave or leave without pay will be charged; or, the employee may be allowed
with institutional approval to make up the time lost.

C. Regular part-time employees will be affected on a pro rata basis in each of the
provisions listed above.

Sources 

Authority 

T.C.A. § 49-8-203

History 

TBR Meeting September 18, 1992; December 7, 2001 (Approved by Finance and Administration 
February 4, 2002); December 3, 2004 (Approved by Finance and Administration December 21, 2004; 
September 25, 2008; Board Meeting June 20, 2014; July 1, 2023 (ministerial changes). 

Related Policies 

• Holidays

https://policies.tbr.edu/policies/holidays


Days of Administrative Closing : 5.01.01.11 

Policy/Guideline Area 

Personnel Policies 

Applicable Divisions 

TCATs, Community Colleges, System Office 

Purpose 

The purpose of this policy is to establish the criteria and process regarding days of administrative closing 
at the System and institutions governed by the Tennessee Board of Regents. 

Policy/Guideline 

I. Administrative Closing Days Declared in Advance

A. Administrative Closing Days with Pay

1. In addition to the eight holidays granted in TBR Policy 5.01.01.10, six
administrative closing days shall be designated as time off from work with pay
for regular full-time and regular part-time employees.

2. Certain days, such as the Friday after Thanksgiving Day and those during the
week of Christmas when classes are not in session, may be designated as days of
administrative closing each year by the Presidents, with the approval of the
Chancellor.

II. Emergency Closing

A. At times it may be necessary for the President to declare specific hours as emergency
closing as the result of inclement weather or other emergency situations.

1. In such cases, regular full-time and regular part-time employees on the active
payroll who are scheduled to work during the declared times of closing will be
granted time off from work with pay.

2. Employees who are not scheduled to work will not be paid for the emergency
closing.

3. Employees who were previously approved for leave for the duration of the
emergency closing will be considered not scheduled to work and will be charged
the appropriate leave.

4. Employees who were previously approved for leave for a portion of the
emergency closing will be considered not scheduled to work for the portion of
the time that was approved as leave. The employee will be considered
scheduled to work for the remainder of the closing.



B. If an emergency closing has not been declared due to inclement weather and an
employee is prevented from reporting to work for normally scheduled working hours,
annual leave or leave without pay will be charged; or, the employee may be allowed
with institutional approval to make up the time lost.

C. Regular part-time employees will be affected on a pro rata basis in each of the
provisions listed above.

Sources 

Authority 

T.C.A. § 49-8-203

History 

TBR Meeting September 18, 1992; December 7, 2001 (Approved by Finance and Administration 
February 4, 2002); December 3, 2004 (Approved by Finance and Administration December 21, 2004; 
September 25, 2008; Board Meeting June 20, 2014; July 1, 2023 (ministerial changes). 

Related Policies 

• Holidays

https://policies.tbr.edu/policies/holidays


 

 
 
 

BOARD TRANSMITTAL 
 
 
MEETING:    Committee on Personnel and Compensation 
 
SUBJECT:    Parental Leave: 5.01.01.08 
 
DATE:     May 29, 2024 
 
PRESENTER: Alisha Fox, Vice Chancellor 
 
PRESENTATION  
REQUIREMENTS:   2 Minutes    
 
ACTION REQUIRED: Roll Call Vote  
 
STAFF  
RECOMMENDATION:  Recommend Approval 
 

 
The revision is to provide clarification that the paid leave is to provide bonding with the newborn 
or newly adopted child. 
 
 
 
 



Parental Leave : 5.01.01.08 

Policy/Guideline Area 

Personnel Policies 

Applicable Divisions 

TCATs, Community Colleges, System Office 

Purpose 

It is the policy of the Tennessee Board of Regents to provide a period of up to four (4) months 
of  parental leave to eligible employees for adoption, pregnancy, childbirth and nursing the infant, 
where applicable, in accordance with T.C.A. § 4-21-408. With regard to adoption, the four (4) month 
period shall begin at the time the employee receives custody of the child.  For eligible employees, six (6) 
weeks of parental leave will be paid, beginning with the birth of the child or placement of a child for 
adoption. 

Policy/Guideline 

I. Eligibility

A. Employees who have been employed by the State for at least twelve (12) consecutive
months as full-time employees, as determined by the employer at the job site or
location, are eligible for this leave.

B. Subsequent references within this policy to an employee shall assume eligibility of that
individual.

II. Relevant Policies

A. Upon receipt of a written request for parental leave, the President/Chancellor or
designee will process the request in accordance with the provisions of this policy and
the employee’s eligibility for leave under TBR Policy 5.01.01.14 Family and Medical
Leave. Reference may also need to be made to TBR Policies 5.01.01.07 Sick Leave,
5.01.01.03 Leave of Absence and 5.01.01.01 Annual Leave.

III. Notice; Employment Rights and Benefits; Reinstatement

A. Employees who give at least three (3) months advance notice to their employer of their
anticipated date of departure for such leave, their length of leave, and their intention to
return to full-time employment after leave, shall be restored to their previous or similar
positions with the same status, pay, length of service credit and seniority, wherever
applicable, as of the date of their leave.

B. Employees who are prevented from giving three (3) months advance notice because of a
medical emergency which necessitates that leave begins earlier than originally
anticipated shall not forfeit their rights and benefits under this policy solely because of
their failure to give three (3) months advance notice.



C. Employees who are prevented from giving three (3) months advance notice because the
notice of adoption was received less than three (3) months in advance shall not forfeit
their rights and benefits under this policy solely because of their failure to give three (3)
months advance notice.

D. Leave will be granted as paid or unpaid pursuant to the policies of the Tennessee Board
of Regents.

1. Such leave shall not affect the employees’ right to receive annual leave, sick
leave, bonuses, advancement, seniority, length of service credit, benefits, plans
or programs for which the employees were eligible at the date of their leave,
and any other benefits or rights of their employment incident to the employees’
employment position.

2. However, the employer need not provide for the cost of any benefits, plans or
programs during the period of leave unless such employer so provides for all
employees on leaves of absence.

E. If an employee’s job position is so unique that the employer cannot, after reasonable
efforts, fill that position temporarily, then the employer shall not be liable for failure to
reinstate the employee at the end of the parental leave period.

F. The purpose of this policy is to provide leave time to employees for adoption,
pregnancy, childbirth and nursing the infant, where applicable.

1. Therefore, if the employer finds that the employee has utilized the period of
leave to actively pursue other employment opportunities or if the employer
finds that the employee has worked part time or full time for another employer
during the period of leave, the employer shall not be liable for failure to
reinstate the employee at the end of such leave.

G. Whenever the employer shall determine that the employee will not be reinstated at the
end of such leave because the employee’s position cannot be filled temporarily or
because the employee has used such leave to pursue employment opportunities or to
work for another employer, the employer shall so notify the employee.

IV. Paid Parental Leave

A. An employee eligible for parental leave under this policy shall be granted six (6)
workweeks of paid parental leave at full pay following the live birth or the placement of
a child for adoption. The institution shall not charge paid parental leave to sick, annual,
or other leave the employee may have accumulated. The institution shall consider such
leave to be full-time employment for purposes of calculating service anniversary dates.

B. Paid parental leave must be used within twelve (12) months of the birth or placement of
a child for adoption.



C. Paid parental leave shall be continuous, i.e., in a single block of time, unless the
institution, in its discretion, permits the employee to use paid parental leave
intermittently.

D. Paid parental leave is part of, and not in addition to, the four (4) months of parental
leave provided under this policy. Paid parental leave runs concurrently with FMLA and
parental leave.

E. Paid parental leave is not applicable to placement of foster care children.

F. In order to receive paid parental leave, the eligible employee must provide thirty (30)
days advance notice, unless the employee learns of the birth or adoption less than thirty
(30) days in advance, in which case notice must be given as soon as reasonably possible.

G. An employee is not eligible for more than six (6) weeks of paid leave during a twelve
(12) month period, even if there is more than one birth or adoption.

V. Use of Accrued Sick and Annual  Leave and Compensatory Time

A. In addition to receiving six (6) weeks of paid parental leave, an eligible employee may
use up to thirty (30) days of accrued sick leave  following the birth of a child or
placement for adoption,  unless medical complications arise that fit ordinary rules
regarding the use of sick leave.

B. In the event both parents are state employees, the aggregate amount of sick leave that
may be used for adoption is limited to sixty (60) working days total for both parents
following the placement for adoption. In the event of childbirth, each parent may take
up to sixty (60) working days when both parents are state employees.

C. In order to be eligible to use sick leave as parental leave, a statement from the attending
physician indicating the expected date of delivery must accompany the request for
leave.

1. Additional information from the attending physician may be required if there
are complications and the period of absence must begin sooner than agreed,
extend further than agreed, or require the use of sick leave beyond the period
beginning with the period of hospitalization and extending for sixty (60) work
days following the birth of a child or placement for adoption.

D. After the sixty (60) working days following the birth of a child or placement for adoption
or, if extended, after employee’s physician determines that the employee should be
released, thus ending the period of sick leave, the employee may use accrued annual
leave or leave without pay for the remainder of the four-month parental leave.

E. Accrued annual leave and compensatory time may be used for the entire leave period
following the six (6) weeks of paid leave.

VI. Leave of Absence



A. When accrued annual and sick leave balances are depleted prior to the end of the four
(4) month parental leave period, the employee will be placed in a leave of absence
status.  Refer to TBR Policy 5.01.01.03 Leave of Absence regarding continuation of
insurance coverage for employees on unpaid leave of absence.

VII. Family and Medical Leave

A. To be eligible for Family and Medical Leave (FML) which provides for up to twelve (12)
work weeks of leave, an employee must have:

1. Worked for the State at least 12 months; and,

2. Worked a minimum of 1250 hours during the year preceding the start of the
leave.

B. Employees who are eligible for FML will have parental leave processed in conjunction
with the provisions of TBR Policy 5.01.01.14 Family and Medical Leave regarding
election of paid/unpaid leave, continuation of insurance coverage, etc. Parental leave
and FML periods shall run concurrently.

C. At the end of the FML period, an employee is also entitled to receive the difference
between the four months granted under this policy and the 12 workweeks granted
under FML. Accrued annual leave or leave of absence may be used for the remainder of
the parental leave period.

D. During work weeks that an employee takes leave designated as FML, the employer is
responsible for paying the employer’s portion of the employee’s insurance premium,
whether the leave is paid or unpaid.

E. Employees who choose to take any unpaid leave over the amount to which they are
entitled under FML should be made aware that they will be responsible for paying the
employer’s portion of the insurance premium for the remainder of the leave period if
they wish to ensure continued coverage.

F. The above Policy 5.01.01.08 Paternal Leave supersedes 5.01.01.02 Adoptive Parents
Leave, 5.01.01.08 Maternity Leave, and 5.01.01.16 Paternity Leave.

Sources 

Authority 

T.C.A. § 49-8-203; T.C.A. § 8-50-809
T.C.A. § 4-21-408

History 

TBR Board Mtg. December 2, 2005; June 24, 2010; Revised at TBR Board Mtg September 19 & 20, 2019: 
Revised at TBR Board Mtg June 16, 2023 (effective July 1, 2023). 

Related Policies 



• Family, Medical, and Service Member Leave

• Sick Leave

• Leave of Absence

• Annual Leave

https://policies.tbr.edu/policies/family-medical-and-servicemember-leave
https://policies.tbr.edu/policies/sick-leave
https://policies.tbr.edu/policies/leave-absence
https://policies.tbr.edu/policies/annual-leave


Parental Leave : 5.01.01.08 

Policy/Guideline Area 

Personnel Policies 

Applicable Divisions 

TCATs, Community Colleges, System Office 

Purpose 

It is the policy of the Tennessee Board of Regents to provide a period of up to four (4) months 
of  parental leave to eligible employees for adoption, pregnancy, childbirth and nursing the infant, 
where applicable, in accordance with T.C.A. § 4-21-408. With regard to adoption, the four (4) month 
period shall begin at the time the employee receives custody of the child.  For eligible employees, six (6) 
weeks of parental leave will be paid, beginning with the birth of the child or placement of a child for 
adoption. 

Policy/Guideline 

I. Eligibility

A. Employees who have been employed by the State for at least twelve (12) consecutive
months as full-time employees, as determined by the employer at the job site or
location, are eligible for this leave.

B. Subsequent references within this policy to an employee shall assume eligibility of that
individual.

II. Relevant Policies

A. Upon receipt of a written request for parental leave, the President/Chancellor or
designee will process the request in accordance with the provisions of this policy and
the employee’s eligibility for leave under TBR Policy 5.01.01.14 Family and Medical
Leave. Reference may also need to be made to TBR Policies 5.01.01.07 Sick Leave,
5.01.01.03 Leave of Absence and 5.01.01.01 Annual Leave.

III. Notice; Employment Rights and Benefits; Reinstatement

A. Employees who give at least three (3) months advance notice to their employer of their
anticipated date of departure for such leave, their length of leave, and their intention to
return to full-time employment after leave, shall be restored to their previous or similar
positions with the same status, pay, length of service credit and seniority, wherever
applicable, as of the date of their leave.

B. Employees who are prevented from giving three (3) months advance notice because of a
medical emergency which necessitates that leave begins earlier than originally
anticipated shall not forfeit their rights and benefits under this policy solely because of
their failure to give three (3) months advance notice.



C. Employees who are prevented from giving three (3) months advance notice because the
notice of adoption was received less than three (3) months in advance shall not forfeit
their rights and benefits under this policy solely because of their failure to give three (3)
months advance notice.

D. Leave will be granted as paid or unpaid pursuant to the policies of the Tennessee Board
of Regents.

1. Such leave shall not affect the employees’ right to receive annual leave, sick
leave, bonuses, advancement, seniority, length of service credit, benefits, plans
or programs for which the employees were eligible at the date of their leave,
and any other benefits or rights of their employment incident to the employees’
employment position.

2. However, the employer need not provide for the cost of any benefits, plans or
programs during the period of leave unless such employer so provides for all
employees on leaves of absence.

E. If an employee’s job position is so unique that the employer cannot, after reasonable
efforts, fill that position temporarily, then the employer shall not be liable for failure to
reinstate the employee at the end of the parental leave period.

F. The purpose of this policy is to provide leave time to employees for adoption,
pregnancy, childbirth and nursing the infant, where applicable.

1. Therefore, if the employer finds that the employee has utilized the period of
leave to actively pursue other employment opportunities or if the employer
finds that the employee has worked part time or full time for another employer
during the period of leave, the employer shall not be liable for failure to
reinstate the employee at the end of such leave.

G. Whenever the employer shall determine that the employee will not be reinstated at the
end of such leave because the employee’s position cannot be filled temporarily or
because the employee has used such leave to pursue employment opportunities or to
work for another employer, the employer shall so notify the employee.

IV. Paid Parental Leave

A. An employee eligible for parental leave under this policy shall be granted six (6)
workweeks of paid parental leave at full pay following the live birth or the placement of
a child for adoption. The institution shall not charge paid parental leave to sick, annual,
or other leave the employee may have accumulated. The institution shall consider such
leave to be full-time employment for purposes of calculating service anniversary dates.

B. Paid parental leave must be used within twelve (12) months of the birth or placement of
a child for adoption.



C. Paid parental leave shall be continuous, i.e., in a single block of time, unless the
institution, in its discretion, permits the employee to use paid parental leave
intermittently.

D. Paid parental leave is part of, and not in addition to, the four (4) months of parental
leave provided under this policy. Paid parental leave runs concurrently with FMLA and
parental leave.

E. Paid parental leave is not applicable to placement of foster care children.

F. In order to receive paid parental leave, the eligible employee must provide thirty (30)
days advance notice, unless the employee learns of the birth or adoption less than thirty
(30) days in advance, in which case notice must be given as soon as reasonably possible.

G. An employee is not eligible for more than six (6) weeks of paid leave during a twelve
(12) month period, even if there is more than one birth or adoption.

V. Use of Accrued Sick and Annual  Leave and Compensatory Time

A. In addition to receiving six (6) weeks of paid parental leave, an eligible employee may
use up to thirty (30) days of accrued sick leave  following the birth of a child or
placement for adoption,  unless medical complications arise that fit ordinary rules
regarding the use of sick leave.

B. In the event both parents are state employees, the aggregate amount of sick leave that
may be used for adoption is limited to sixty (60) working days total for both parents
following the placement for adoption. In the event of childbirth, each parent may take
up to sixty (60) working days when both parents are state employees.

C. In order to be eligible to use sick leave as parental leave, a statement from the attending
physician indicating the expected date of delivery must accompany the request for
leave.

1. Additional information from the attending physician may be required if there
are complications and the period of absence must begin sooner than agreed,
extend further than agreed, or require the use of sick leave beyond the period
beginning with the period of hospitalization and extending for sixty (60) work
days following the birth of a child or placement for adoption.

D. After the sixty (60) working days following the birth of a child or placement for adoption
or, if extended, after employee’s physician determines that the employee should be
released, thus ending the period of sick leave, the employee may use accrued annual
leave or leave without pay for the remainder of the four-month parental leave.

E. Accrued annual leave and compensatory time may be used for the entire leave period
following the six (6) weeks of paid leave.

VI. Leave of Absence



A. When accrued annual and sick leave balances are depleted prior to the end of the four
(4) month parental leave period, the employee will be placed in a leave of absence
status.  Refer to TBR Policy 5.01.01.03 Leave of Absence regarding continuation of
insurance coverage for employees on unpaid leave of absence.

VII. Family and Medical Leave

A. To be eligible for Family and Medical Leave (FML) which provides for up to twelve (12)
work weeks of leave, an employee must have:

1. Worked for the State at least 12 months; and,

2. Worked a minimum of 1250 hours during the year preceding the start of the
leave.

B. Employees who are eligible for FML will have parental leave processed in conjunction
with the provisions of TBR Policy 5.01.01.14 Family and Medical Leave regarding
election of paid/unpaid leave, continuation of insurance coverage, etc. Parental leave
and FML periods shall run concurrently.

C. At the end of the FML period, an employee is also entitled to receive the difference
between the four months granted under this policy and the 12 workweeks granted
under FML. Accrued annual leave or leave of absence may be used for the remainder of
the parental leave period.

D. During work weeks that an employee takes leave designated as FML, the employer is
responsible for paying the employer’s portion of the employee’s insurance premium,
whether the leave is paid or unpaid.

E. Employees who choose to take any unpaid leave over the amount to which they are
entitled under FML should be made aware that they will be responsible for paying the
employer’s portion of the insurance premium for the remainder of the leave period if
they wish to ensure continued coverage.

F. The above Policy 5.01.01.08 Paternal Leave supersedes 5.01.01.02 Adoptive Parents
Leave, 5.01.01.08 Maternity Leave, and 5.01.01.16 Paternity Leave.

Sources 

Authority 

T.C.A. § 49-8-203; T.C.A. § 8-50-809
T.C.A. § 4-21-408

History 

TBR Board Mtg. December 2, 2005; June 24, 2010; Revised at TBR Board Mtg September 19 & 20, 2019: 
Revised at TBR Board Mtg June 16, 2023 (effective July 1, 2023). 

Related Policies 



• Family, Medical, and Service Member Leave

• Sick Leave

• Leave of Absence

• Annual Leave

https://policies.tbr.edu/policies/family-medical-and-servicemember-leave
https://policies.tbr.edu/policies/sick-leave
https://policies.tbr.edu/policies/leave-absence
https://policies.tbr.edu/policies/annual-leave
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The revision is to provide the definition of “teacher” as defined pursuant to TCA 8-34-101 and 
does not change the intent of the longstanding policy. 
 
 
 
 



Leave Transfer Between The State Universitiesy 
& The Community College System of Tennessee 
& State  and Local Education Agencies: 
5.01.01.06 
Policy Area 
Personnel Policies 
Applicable Divisions 
TCATs, Community Colleges, System Office 
Purpose 
The purpose of this policy is to establish the criteria and process regarding leave 
transfer between the State University and Community College System and State 
Agencies. 

Policy 

I. Leave Transfer

A. Any regular employee of any agency, office or department of the State of

Tennessee or of any State college who leaves one of these employers for

employment with another without a break in service shall have all annual and

sick leave transferred.

B. Moreover, if an employee leaves the State University and Community College

System institutions/Board of Regents System Office and is re-employed with a

State agency prior to his/her termination date with the State University and

Community College System, he/she shall have all unused annual leave

transferred/reinstated to the employing agency and shall not be entitled to

payment for annual leave beginning with the date of re-employment.

C. Any payment for annual leave upon the termination which is later found to have

been in violation of this policy shall be repaid to the State University and

Community College System institutions/System Office by the terminating

employee.



D. When a former employee who has at least one (1) full year of State employment 

in good standing returns to full-time service with one of these employers, he/she 

shall be credited immediately with all sick leave to which he/she was entitled at 

the time of termination. The last employer shall be responsible for certifying 

eligibility for this sick leave credit to the re-employing agency, college or 

university. 

If any teacher employed by a local school board in Tennessee leaves the employment 
of that board in good standing and becomes a full-time state employee within six 
months of the date of termination, upon certification of accrued and due sick leave by 
the previous employer, he/she shall be immediately credited with all sick leave to which 
he or she was entitled at the time of the previous termination.  
 

E. Teacher is defined pursuant to TCA 8-34-101 (49) 
 “Teacher”: 
(A) Means any person employed in a public school, as a teacher, librarian, principal, superintendent or 
chief administrative officer of a public school system, administrative officer of a department of 
education, a supervisor of teachers, a reserve officer training corps (ROTC) instructor, or any other 
position whereby the state requires the employee to be certificated as a teacher, or licensed as a 
nurse, physical therapist, or occupational therapist in a public school; provided, that any teacher who 
has taught in the public schools for a period of at least one (1) year who transfers to a position within 
the Tennessee public school system that does not require a teacher's certificate shall continue 
participation in the retirement system as a teacher; 
(B) Does not include a physical therapist or an occupational therapist employed with the Metropolitan 
Nashville Public Schools District; and 
(C) Includes any person who is employed in a public school on or after July 1, 1972, as a guidance 
counselor but who is not retired as of July 1, 2019. 

 

Sources 
Authority 

T.C.A. § 49-8-203 

T.C.A.  § 8-34-101 

History 

 TBR Meetings: August 15, 1975; June 25, 1976; December 2, 1977; June 30, 1978; 
June 29, 1979; June 26, 1981; September 18, 1981; September 24, 1983; September 
30, 1983; June 28, 1985; June 2, 1987; September 16, 1988; September 22, 1989. 
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The provisions of this policy adopted at the August 15, 1975 meeting, became effective 
on January 1, 1976, and changes in eligibility to earn leave or in the amount of leave 
earned for a period of service were prospective only. 



Leave Transfer Between The State Universities 
& The College System of Tennessee & State and 
Local Education Agencies: 5.01.01.06 
Policy Area 
Personnel Policies 
Applicable Divisions 
TCATs, Community Colleges, System Office 
Purpose 
The purpose of this policy is to establish the criteria and process regarding leave 
transfer between the State University and Community College System and State 
Agencies. 

Policy 

I. Leave Transfer

A. Any regular employee of any agency, office or department of the State of

Tennessee or of any State college who leaves one of these employers for

employment with another without a break in service shall have all annual and

sick leave transferred.

B. Moreover, if an employee leaves the State University and Community College

System institutions/Board of Regents System Office and is re-employed with a

State agency prior to his/her termination date with the State University and

Community College System, he/she shall have all unused annual leave

transferred/reinstated to the employing agency and shall not be entitled to

payment for annual leave beginning with the date of re-employment.

C. Any payment for annual leave upon the termination which is later found to have

been in violation of this policy shall be repaid to the State University and

Community College System institutions/System Office by the terminating

employee.

D. When a former employee who has at least one (1) full year of State employment

in good standing returns to full-time service with one of these employers, he/she



shall be credited immediately with all sick leave to which he/she was entitled at 

the time of termination. The last employer shall be responsible for certifying 

eligibility for this sick leave credit to the re-employing agency, college or 

university. 

If any teacher employed by a local school board in Tennessee leaves the employment 
of that board in good standing and becomes a full-time state employee within six 
months of the date of termination, upon certification of accrued and due sick leave by 
the previous employer, he/she shall be immediately credited with all sick leave to which 
he or she was entitled at the time of the previous termination.  
 

E. Teacher is defined pursuant to TCA 8-34-101 (49) 
 “Teacher”: 
(A) Means any person employed in a public school, as a teacher, librarian, principal, superintendent or 
chief administrative officer of a public school system, administrative officer of a department of 
education, a supervisor of teachers, a reserve officer training corps (ROTC) instructor, or any other 
position whereby the state requires the employee to be certificated as a teacher, or licensed as a 
nurse, physical therapist, or occupational therapist in a public school; provided, that any teacher who 
has taught in the public schools for a period of at least one (1) year who transfers to a position within 
the Tennessee public school system that does not require a teacher's certificate shall continue 
participation in the retirement system as a teacher; 
(B) Does not include a physical therapist or an occupational therapist employed with the Metropolitan 
Nashville Public Schools District; and 
(C) Includes any person who is employed in a public school on or after July 1, 1972, as a guidance 
counselor but who is not retired as of July 1, 2019. 

 

Sources 
Authority 

T.C.A. § 49-8-203 

T.C.A.  § 8-34-101 

History 

 TBR Meetings: August 15, 1975; June 25, 1976; December 2, 1977; June 30, 1978; 
June 29, 1979; June 26, 1981; September 18, 1981; September 24, 1983; September 
30, 1983; June 28, 1985; June 2, 1987; September 16, 1988; September 22, 1989. 

The provisions of this policy adopted at the August 15, 1975 meeting, became effective 
on January 1, 1976, and changes in eligibility to earn leave or in the amount of leave 
earned for a period of service were prospective only. 
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MEETING:    Committee on Personnel and Compensation 

SUBJECT:    Employee Disciplinary Action: 5.01.00.00 

DATE:     May 29, 2024 
 
PRESENTER: Alisha Fox, Vice Chancellor 
 
PRESENTATION  
REQUIREMENTS:   2 Minutes    
 
ACTION REQUIRED: Roll Call Vote  
 
STAFF  
RECOMMENDATION:  Recommend Approval 
 

 
The revision is to provide clarity with respect to gross misconduct and does not change the intent 
of the longstanding policy. 
 
 
 
 



Employee Disciplinary Action: 
5.01.00.02 

Policy/Guideline Area 
Personnel Policies 

Applicable Divisions 
TCATs, Community Colleges, System Office 

Purpose 
To provide a fair and equitable means to address the unsatisfactory work 
performance or work-related behavior, including gross misconduct, of employees 
(other than faculty and other instructional personnel) who have completed any 
required initial probationary period. To provide fair and uniform procedures 
including due process if required by law, to correct, discipline, or terminate 
employees for unsatisfactory work performance or work-related behavior or for 
gross misconduct. 

Policy/Guideline 
I. Unsatisfactory Work Performance or Work-Related Behavior

A. Disciplinary or other action to improve performance is to be

taken with care to assure fairness and equity.  Disciplinary action

includes the following actions: oral warning, written warning, and

performance improvement plan, suspension without pay,

demotion, and termination. As warranted by circumstances, an

employee may be terminated at any point in the disciplinary

process.

B. Supervisors must contact the human resources (HR) officer prior

to taking any disciplinary action other than an oral warning.  HR

will ensure that such action is appropriate and consistent with



college and/or System Office policy. The HR officer may consult 

with the TBR Office of General Counsel, as appropriate. 

C. Unsatisfactory work performance or work-related behavior is the

failure or refusal to carry out job responsibilities, failure to follow

college, department, or unit policies or rules.

D. Reasonable efforts should be made to secure acceptable work

performance and work-related behavior. When disciplining an

employee, supervisors should consider the nature of the

unsatisfactory work performance or work-related behavior, the

past record of the employee, and the appropriate corrective

action and/or level of discipline. Therefore, as a general rule,

corrective and/or disciplinary action taken for unsatisfactory work

performance or work-related behavior should generally begin

with an oral or written warning and may be followed by

additional oral or written warnings. Written warnings and

performance improvement plans should be presented to the

employee and should describe the unsatisfactory work

performance or work-related behavior and the action necessary

to correct the performance or behavior. Should an employee fail

to attain a satisfactory level of work performance or work-related

behavior despite such warning, additional disciplinary action up

to and including termination of employment may be taken. HR

should be provided with and retain copies of all disciplinary

action, including written warnings and performance improvement

plans.

E. Depending upon the nature of the unsatisfactory work

performance or work-related behavior, warnings prior to



disciplinary action, including but not limited to termination of 

employment, may not be required. 

II. Gross Misconduct: Gross misconduct includes, but is not limited to, the

following: theft or dishonesty; gross insubordination; willful destruction of

institution or system office property; falsification of records; acts of moral

turpitude; reporting for duty under the influence of intoxicants; the illegal

use, manufacturing, possessing, distributing, purchasing or dispensing of

controlled substances or alcohol; disorderly conduct; provoking a fight;

certain violations of policies prohibiting discrimination, retaliation, sexual

harassment, and sexual misconduct; and other similar acts involving

intolerable behavior by the employee. In a case of gross misconduct,

immediate disciplinary action up to and including discharge may be taken.

During the investigation of alleged gross misconduct, an employee may be

placed on administrative leave with pay.

A. An employee suspected of theft of institution property may not

resign as an alternative to discharge unless the Vice Chancellor of

Business and Finance approves in advance.

B. An employee terminated for gross misconduct, or who resigns to

avoid dismissal for gross misconduct,  or who commits gross

misconduct while employed in the College System of Tennessee will not

receive payment for accrued unused annual leave.   An employee

terminated for gross misconduct is not eligible for state

Consolidated Omnibus Benefits Rights Act (COBRA) benefits.

State Treasury determines eligibility for state retirement benefits

if an employee is discharged for gross misconduct.

III. Pre-termination/Suspension Meeting. Before suspending without pay or

discharging an employee, the supervisor or other authorized institution

official must:



A. Consult with the HR office,

B. Advise the employee, orally or in writing, of the charge(s) against

the employee; and

C. Provide the employee an opportunity to respond to the HR office.

IV. Appeal Process. Employees wishing to contest disciplinary action may do so

consistent with applicable procedures for filing complaints and grievances.

Sources 
Authority    

TCA § 8-50-807 

History 

New Policy approve at June 2021 Board Meeting. 



Employee Disciplinary Action: 
5.01.00.02 
Policy/Guideline Area 
Personnel Policies 

Applicable Divisions 
TCATs, Community Colleges, System Office 

Purpose 
To provide a fair and equitable means to address the unsatisfactory work 
performance or work-related behavior, including gross misconduct, of employees 
(other than faculty and other instructional personnel) who have completed any 
required initial probationary period. To provide fair and uniform procedures 
including due process if required by law, to correct, discipline, or terminate 
employees for unsatisfactory work performance or work-related behavior or for 
gross misconduct. 

Policy/Guideline 
I. Unsatisfactory Work Performance or Work-Related Behavior

A. Disciplinary or other action to improve performance is to be

taken with care to assure fairness and equity.  Disciplinary action

includes the following actions: oral warning, written warning, and

performance improvement plan, suspension without pay,

demotion, and termination. As warranted by circumstances, an

employee may be terminated at any point in the disciplinary

process.

B. Supervisors must contact the human resources (HR) officer prior

to taking any disciplinary action other than an oral warning.  HR

will ensure that such action is appropriate and consistent with



college and/or System Office policy. The HR officer may consult 

with the TBR Office of General Counsel, as appropriate. 

C. Unsatisfactory work performance or work-related behavior is the

failure or refusal to carry out job responsibilities, failure to follow

college, department, or unit policies or rules.

D. Reasonable efforts should be made to secure acceptable work

performance and work-related behavior. When disciplining an

employee, supervisors should consider the nature of the

unsatisfactory work performance or work-related behavior, the

past record of the employee, and the appropriate corrective

action and/or level of discipline. Therefore, as a general rule,

corrective and/or disciplinary action taken for unsatisfactory work

performance or work-related behavior should generally begin

with an oral or written warning and may be followed by

additional oral or written warnings. Written warnings and

performance improvement plans should be presented to the

employee and should describe the unsatisfactory work

performance or work-related behavior and the action necessary

to correct the performance or behavior. Should an employee fail

to attain a satisfactory level of work performance or work-related

behavior despite such warning, additional disciplinary action up

to and including termination of employment may be taken. HR

should be provided with and retain copies of all disciplinary

action, including written warnings and performance improvement

plans.

E. Depending upon the nature of the unsatisfactory work

performance or work-related behavior, warnings prior to



disciplinary action, including but not limited to termination of 

employment, may not be required. 

II. Gross Misconduct: Gross misconduct includes, but is not limited to, the

following: theft or dishonesty; gross insubordination; willful destruction of

institution or system office property; falsification of records; acts of moral

turpitude; reporting for duty under the influence of intoxicants; the illegal

use, manufacturing, possessing, distributing, purchasing or dispensing of

controlled substances or alcohol; disorderly conduct; provoking a fight;

certain violations of policies prohibiting discrimination, retaliation, sexual

harassment, and sexual misconduct; and other similar acts involving

intolerable behavior by the employee. In a case of gross misconduct,

immediate disciplinary action up to and including discharge may be taken.

During the investigation of alleged gross misconduct, an employee may be

placed on administrative leave with pay.

A. An employee suspected of theft of institution property may not

resign as an alternative to discharge unless the Vice Chancellor of

Business and Finance approves in advance.

B. An employee terminated for gross misconduct,  who resigns to

avoid dismissal for gross misconduct,  or who commits gross

misconduct while employed in the College System of Tennessee

will not receive payment for accrued unused annual leave.   An

employee terminated for gross misconduct is not eligible for

state Consolidated Omnibus Benefits Rights Act (COBRA)

benefits. State Treasury determines eligibility for state retirement

benefits if an employee is discharged for gross misconduct.

III. Pre-termination/Suspension Meeting. Before suspending without pay or

discharging an employee, the supervisor or other authorized institution

official must:



A. Consult with the HR office,

B. Advise the employee, orally or in writing, of the charge(s) against

the employee; and

C. Provide the employee an opportunity to respond to the HR office.

IV. Appeal Process. Employees wishing to contest disciplinary action may do so

consistent with applicable procedures for filing complaints and grievances.

Sources 
Authority    

TCA § 8-50-807 

History 

New Policy approve at June 2021 Board Meeting.  



BOARD TRANSMITTAL 

MEETING:  Committee on Personnel and Compensation 

SUBJECT: 2024–2025 Presidents Emeritus Contracts 

DATE:  May 29, 2024 

PRESENTER:  Brian Lapps, General Counsel 

PRESENTATION  
REQUIREMENTS: 5 minutes  

ACTION REQUIRED: Roll Call Vote 

STAFF  
RECOMMENDATION: Recommend Approval 

 BACKGROUND INFORMATION: 

Per requirements to be compensated as President Emeritus (T.C.A. § 8-36-714) and TBR Policy 
5.01.03.00 Retirement, those serving as President Emeritus must file a report for the previous 
year’s work (approved by the sitting President), and a copy of the contract for the next fiscal 
year’s work, for approval by the board. Renewal of contracts is subject to availability of 
institutional funding. Attached are the certification of work forms for 2023-2024 and work 
contracts for 2024-2025 submitted for your review and approval for the following: 

Dr. Karen Bowyer – Dyersburg State Community College 
Dr. Jack Campbell – Walters State Community College 
Dr. Nathan Essex – Southwest Tennessee Community College 
Dr. Frank Glass – Motlow State Community College 
Dr. Rebecca Hawkins – Columbia State Community College 
Dr. William Locke – Northeast State Community College 















































































 

 
BOARD TRANSMITTAL 

 
 
MEETING:    Committee on Personnel and Compensation 
 
SUBJECT: Faculty Emeriti 
 
DATE:     May 29, 2024 
 
PRESENTER:   Vice Chancellor Jothany Reed 
 
PRESENTATION  
REQUIREMENTS:   5 minutes  
 
ACTION REQUIRED: Roll Call Vote  
 
STAFF  
RECOMMENDATION:  Recommend Approval 
 

 
The following faculty emeritus candidates are recommended for consideration and approval: 
 
Candidate  Rank/Discipline    Service Dates  College 
 
Patsy Wurth  Assoc. Prof. of Geographic Info. Systems 2001-2023  Roane State 
Suzanne Wood  Assoc. Prof. of Childhood Education  2000-2021  Cleveland State 
Wanda Grimes  Assoc. Prof. of English    1997-2023  Vol State 
Cathy Garner  Assoc. Prof. of Respiratory Care   1988-2022  Jackson State 
Pete O’Brien  Assoc. Prof. of Medical Laboratory Tech. 1990-2023  Jackson State 
Gary Brummer  Professor of Psychology    1972-2009  Jackson State 
Malinda Wade  Assoc. Prof. of Political Science and History 1995-2023  Southwest TN 
Loretta McBride Professor of English    1993-2023  Southwest TN 

 
 
TBR Faculty Emeritus Policy 5.02.01.10 governs the submission, review, and approval process. 
 

o College presidents nominate candidates based on ‘Distinguished Institutional Service.’ 
o Presidents may confer with other staff on campus, but the nomination is at the sole discretion of the president. 
o Although there are no specific criteria, selection is historically based on length of service, significant 

contribution, outstanding academic achievement, and exceptional embodiment of institutional values. 
o Non-monetary benefits for faculty emeriti can be afforded at the discretion of the president; examples are 

office space, library privileges, free admission to arts/athletic events, ID card with honorary title. 
o Nominations are reviewed by TBR Vice Chancellor for Academic Affairs and require Chancellor and Board 

approval due to the prestige of the title and the continuing status of representing the College and the System. 
 
Presidential nominations are appended. 



























 

 
 
 

BOARD TRANSMITTAL 
 
 
MEETING:    Committee on Personnel and Compensation 
 
SUBJECT:    System Wide Compensation Strategies 
 
DATE:     May 29, 2024 
 
PRESENTER: Alisha Fox, Vice Chancellor 
 
PRESENTATION  
REQUIREMENTS:   20 minutes with discussion    
 
ACTION REQUIRED: Roll Call Vote  
 
STAFF  
RECOMMENDATION:  Recommend Approval 
 

 
BACKGROUND INFORMATION: 
 
The Budget notes that funding is recommended to provide the state portion of a 3.0% salary 
increase pool effective July 1, 2024.  
 
The Board is granted the discretion to determine how this funding pool is distributed.  The 
proposed System Compensation Strategy attempts to provide adequate flexibility and address the 
collective compensation issues identified by the institutions.   
 

For FY 24-25 
    

1. System Wide Salary Adjustments.    

A 3% salary pool would be created of salaries of all unrestricted regular, full and part-time 
benefit eligible employees, on the payroll as of June 30, 2024. From this salary pool, at least 
2.0% would be issued as an across-the-board adjustment effective July 1st for employees that 
were employed on or before June 30, 2024, without further action required by the Board. 
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The remaining 1% may be requested to be distributed as either an additional across-the-
board adjustment, a payment on institutional compensation plans, for faculty promotions, or 
some combination thereof.  The three methods for the remaining 1% are described as 
follows: 

A. Across-the-board adjustment.  A salary pool of up to 1.0% may be created of 
salaries of all unrestricted regular, full and part-time benefit eligible employees, for 
employees that were employed on or before June 30, 2024.         

i. Across-the-board adjustment level: This proposal allows for a percentage or 
flat dollar increase.  

ii. Distribution:  Each eligible employee would receive a percentage increase 
based on their June 30, 2024 salary.  A minimum flat dollar payment could be 
established by the institution. The amount would be pro-rated for unrestricted 
regular, part-time benefit eligible employees.   

iii. Timing:  If the institution elects to use all or a portion of the 1% salary pool 
for additional across-the-board adjustments the increase shall be implemented 
effective July 1, 2024, with no further action required by the Board.   

B. Compensation Plan - A Compensation Plan salary pool of up to 1.0% may be 
created to provide salary adjustments consistent with their Board approved 
compensation plans. 

a. Compensation Plan-Not Fully Funded.  

i. Compensation Plan Level: Institutions would be authorized to use all or a 
portion of the 1% salary pool to fund their compensation plan. 

ii. Distribution:  Funds would be distributed to employees in accordance with 
Board approved compensation plans.  

iii. Timing:  Institutions will submit a proposal that includes, but is not limited to, 
the amount of recurring funds encumbered by the proposed increase, the 
percentage of the compensation plan funded by group, which groups if any are 
excluded from the increase, the type of increase (i.e. living wage, etc.), and 
the percentage of the salary pool used for the compensation plan.  It is 
proposed that these adjustments be acted on by the Board during its June 
meeting and be effective July 1, 2024. 

b. Compensation Plan-Fully Funded.  

i. Market Adjustment Level: Institutions who have fully funded their 
compensation plans may adjust the salary ranges to address changes in market 
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salaries, as prescribed in their compensation plan. Institutions would be 
authorized to use up to the amount of the 1% salary pool to fund their 
compensation plan and provide salary increases. 

ii. Distribution:  Funds would be distributed to employees in accordance with 
Board approved compensation plans.  

iii. Timing:  Institutions will submit a proposal that includes, but is not limited to, 
the amount of recurring funds encumbered by the proposed increase, the 
percentage of the compensation plan funded by group, which groups if any are 
excluded from the increase, the type of increase (i.e. living wage, etc.), and 
the percentage of the salary pool used for the compensation plan increase. It is 
proposed that these adjustments be acted on by the Board during its June 
meeting and be effective July 1, 2024. 

C. Faculty Promotions.  All or a portion of the 1.0% salary pool could be used to 
address funding for faculty promotions, consistent with the institution’s approved 
compensation plan. 

i. Faculty Promotion Level: This proposal envisions a percentage of the salary 
pool to fund faculty promotions. 

ii. Distribution:  Each eligible faculty member would receive the amount due 
under the approved institution compensation plan for the promotion.    

iii. Timing:  Institutions will submit a proposal that includes, but is not limited to, 
the amount of recurring funds encumbered by the proposed increase, the 
percentage of the salary pool used for the faculty promotion.  It is proposed 
that these adjustments be acted on by the Board during its June meeting and 
be effective July 1, 2024. 

2. Institution or Local Funded Increases.  Institutions would be authorized to provide 
salary adjustments using uncommitted local funds.  

A. Consistent with those purposes specified in items 1. A – C above. 

i. Level: Institutions would be authorized to request use of an amount equal to 
the Institution’s ability to fund using uncommitted local funds. 

ii. Distribution:  Funds would be distributed to employees in accordance with 
Board approved compensation plans. 

iii. Timing:  Eligible employees will include unrestricted regular, full-time and 
part-time benefit eligible employees that were employed on or before 
September 30, 2024, and are still employed at the time of payment.  
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Institutions may submit a proposal following their October Budget 
Revision that includes, the amount of recurring funds encumbered by the 
proposed increase, the percentage of the compensation funded by group, and 
which groups if any are excluded from the increase.  It is proposed that these 
adjustments be acted on by the Board during its December 2024 meeting.  
Increases using institutional funds may be effective at a date determined 
by the institution within the fiscal year. No payment may be made 
without Board approval at the December meeting. 

B. One-Time Payment.  Institutions would be authorized to provide one-time 
payments to all unrestricted regular, full-time and part-time benefit eligible 
employees on payroll as of September 30, 2024, and still employed at the time of 
payment. 

  
i. Level:  Institutions would be authorized to pay a one-time payment not to 

exceed $1,500 to all unrestricted regular, full and part-time benefit eligible 
employees. 
 

ii. Distribution:  Each full-time eligible employee would receive the same 
one-time payment amount.  Each regular, part-time benefit eligible 
employee would be pro-rated. 

 
iii. Timing:  Institutions will submit a proposal in October that includes the 

amount of the one-time payment and the requirements used to determine 
eligibility.  The Board authorizes the Chancellor to approve the one-
time payment request if the request meets the requirements outlined 
in this document and the institution can financially afford the 
payment.  The payments will be reported to the Board at the 
December Board meeting as an interim action item. 

 
3. Process.   

A. Each institution shall notify April Preston of their decision to implement all or a portion 
of the 3% salary pool as an across-the-board adjustment effective July 1, 2024, to be 
implemented in the July payroll cycle.  Each institution will inform Ms. Preston what 
percentage increase, if any, they will be giving as across-the-board adjustment by June 3, 
2024. 

B. For those institutions that will be proposing to use a portion of the 1% salary pool for 
something other than an across-the-board adjustment (i.e. compensation plan adjustments 
or faculty promotions), a summary of the planned implementation will be submitted to 
Ms. Preston by no later than June 3, 2024. 
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C. Proposed plans will include: itemized breakdown of how the salary pool was spent, the 
percentage and dollar amount of the salary pool used for each type of increase; the 
amount of recurring funds encumbered by the proposed increase; the percentage of the 
compensation plan funded by group; if applicable, which groups if any are excluded from 
the increase; the type of increase (i.e. living wage, etc.);  as well as justifications for any 
increases to administrators that exceed 10%.   This information will be provided for 
Board approval at the June Board meeting. 

D. Additional information regarding the process for any locally funded increases will be 
provided in October. 

4. Restricted Employees – The above compensation strategies also apply to restricted 
employees subject to funding availability. 
 

Please contact April Preston with any questions. 

 
 
 
 
 



BOARD TRANSMITTAL

MEETING: Committee on Personnel and Compensation

SUBJECT: Institutional Requests for New and Amended 
Compensation Plans

DATE: May 29, 2024

PRESENTER: Alisha Fox, Vice Chancellor for Business & Finance

PRESENTATION 
REQUIREMENTS: 10 minutes with Discussion

ACTION REQUIRED: Roll Call Vote

STAFF 
RECOMMENDATION: Recommend Approval

In accordance with TBR Guideline P-043 Compensation, the following proposed compensation 
plans methodology are submitted for review:

Institution:
Chattanooga State Community College
Cleveland State Community College
Dyersburg State Community College
Roane State Community College
Southwest Tennessee Community College
Volunteer State Community College
Walters State Community College

Summary of Changes:
Dyersburg State Community College is proposing a revision to their existing compensation plan 
to change the degree attainment increase from a flat amount to a percentage of the employee’s 
salary.  Chattanooga, Cleveland, Roane, Southwest, Volunteer, and Walters State Community 
Colleges are proposing new compensation plans to address changes in market.

The new or revised compensation plans were reviewed within the System Office by a committee 
of five (5) individuals from the following offices: Finance, Academic Affairs, Policy & Strategy 
and two (2) individuals from Human Resources.   The Committee reviewed the proposed plan for 
methodology, market data being used, equity, consistency, completeness, and clarity.  After 



review of the proposed plans, the Committee respectively recommends Board approval of the 
proposed revisions of the compensation plans. 
 
Attachment: Summary 2024 Institutional Compensation Plan Submissions 



REVIEW OF INSTITUTION COMPENSATION PLANS 

Committee on Personnel and Compensation 
June 2024 

Chattanooga State Community College 

Chattanooga State Community College (ChSCC) is proposing a new compensation plan.  The 
methodology in the previous plan was approved in 2015 with amendments to the minimum wage 
paid in 2022.  The ChSCC plan includes the TCAT Chattanooga staff in their plan, but not their 
faculty.  The TCAT Chattanooga faculty are now being included in the 2022 TBR System TCAT 
Faculty plan for the first time.  

The College engaged consulting services of Performance Point to conduct their compensation study. 

CUPA-HR, American Association of University Professors (AAUP), The College System of 
Tennessee sister institutions, Comp Analyst, and Economic Research (ERI) were used as data 
sources. 

The current ChSCC average faculty salaries are at 98% of the market for the same positions.  The 
proposed ChSCC faculty ranges were adjusted to 101% of the market. The target salary for existing 
faculty was determined by the number of years of service and rank. Starting salary for new faculty 
will be determined by their rank, highest degree obtained, and their number of years of experience.  
Approved promotions will be awarded a 3% base salary increase or the minimum of the new rank. 

The clerical and support staff pay structure is built around ChSCC’s minimum starting wage of 
$14/hr. with the salary ranges built at 100% of the market.  The current clerical and support staff 
target salaries were determined by their years of experience at ChSCC.  New hires’ starting wages 
will be determined by the candidate’s experience. The current clerical and support staff salaries were 
92% of the market. 

For administrative and professional positions, the ChSCC employee salaries were at 99% of the 
market, but the College’s existing comp plan for these positions was at 88% of the market, 
necessitating the need for the salary ranges to be adjusted. The salary ranges were built around 99% 
of the market. The current administrative and professional target salaries were determined by their 
years of experience at ChSCC.  New hires’ starting wages will be determined by the candidate’s 
experience. 

Executive positions salaries were on target with market at 100% of the average market.  The 
midpoints in the salary ranges were 6% below market, so the ranges need to be adjusted to 100% of 
market. The current executive target salaries were determined by their years of experience at ChSCC. 
New hires’ starting wages will be determined by the candidate’s experience. 

No one will be hired above the midpoint of the range unless there is an unusual need and exhaustive 
recruiting efforts have been made and the above midpoint starting salary had been appropriately 
approved at the college. 



The ChSCC compensation plan includes a method to index the plan annually to keep up with the 
market changes, using CUPA-HR and WorldatWork and/or increases provided by the state.   
 
 
Cleveland State Community College 
 
Cleveland State Community College (ClSCC) is proposing a new compensation plan.  The 
methodology of their current plan is based on a comprehensive study completed in 2019.  
 
The College engaged consulting services of Performance Point to conduct their compensation study. 
 
CUPA-HR, American Association of University Professors (AAUP), The College System of 
Tennessee sister institutions, Comp Analyst, and Economic Research (ERI) were used as data 
sources. 
 
The current ClSCC average faculty salaries are at 101% of the market for the same positions, but the 
salary ranges were at 94% of the market.  The proposed ClSCC faculty salary ranges were adjusted 
to 106% of the market.  The target salary for existing faculty was determined by the number of years 
they have been in their respective positions and their rank. Starting salary for new faculty will be 
determined by their rank, their number of years of experience and their discipline.  Approved 
promotions will be awarded a 5% base salary increase or the minimum of the new rank. 
 
Clerical and support staff salaries are currently at 90% of the market. The proposed clerical and 
support staff pay structure is built around ClSCC’s minimum starting wage of $30,000 with the 
salary ranges built at 97% of the market.  The current clerical and support staff target salaries were 
determined based on the employee’s experience. Wages for new hires will be based on experience 
when starting the position.  
 
Administrative and professional staff salaries are 95% of the market.  The salary ranges are at about 
7% below the market, necessitating the need for range movement.  ClSCC proposes increasing the 
salary ranges to 101% of the market, using the lowest wage as the current minimum of the FLSA 
threshold for exempt employees at $35,568.  The current administrative and professional staff target 
salaries were determined based on experience.  New hires will have their starting salary determined 
based on their experience when starting the position. 
 
The current ClSCC average executive salaries are at 91% of the market for the same positions, but 
the salary ranges were at 89% of the market.  ClSCC proposes increasing the salary ranges to 97% of 
the market. The current executive staff target salaries were determined based on experience.  New 
hires will have their starting salary determined based on their experience when starting the position. 
 
No one will be hired above the midpoint of the range unless there is an unusual need and exhaustive 
recruiting efforts have been made and the above midpoint starting salary had been appropriately 
approved at the college. 
 
The ClSCC compensation plan includes a method to index the plan annually to keep up with the 
market changes, using CUPA-HR and WorldatWork, and/or increases by the state.  
    
 
 



Dyersburg State Community College 
 
Dyersburg State Community College (DSCC) is proposing a revision to their current compensation 
plan.  The college proposes revising the flat amount they give now for degree attainment to a 
percentage of 3% increase to non-faculty employees.  The amount of salary increases for faculty 
members who attain a higher degree will be based upon the corresponding amount on the current 
faculty salary guide.  
 
Roane State Community College 
 
Roane State Community College (RSCC) is proposing a new compensation plan.  The methodology 
of their current plan is based on a comprehensive study completed in 2019.  
 
The College engaged consulting services of Performance Point to conduct their compensation study. 
 
CUPA-HR, American Association of University Professors (AAUP), The College System of 
Tennessee sister institutions, Comp Analyst, and Economic Research (ERI) were used as data 
sources. 
 
Currently the RSCC professor salary range is the only faculty salary range salary midpoint that falls 
below the market.  RSCC proposes adjusted the professor salary range to 98% of the market. The 
target salary for existing faculty was determined by their number of years of experience. Starting 
salary for new faculty will be determined by their number of years of experience and degree 
attainment.  Nursing faculty will continue to receive a 15% pay differential.  Approved promotions 
will be awarded a 5% base salary increase or the minimum of the new rank.  For attaining a higher 
academic degree, faculty will receive a 3% increase for attaining a bachelor’s and master’s degree.  
For attaining a terminal degree, a 5% salary increase is awarded.   
 
The college will, on as needed basis, apply a multiplier of up to 10% to be added to the salaries for 
faculty members in disciplines with high demand that are especially hard to fill.  
 
Clerical and support staff salaries are currently at 92% of the market. The proposed clerical and 
support staff pay structure is built around RSCC’s minimum starting wage of $31,950 with the salary 
ranges built at 100% of the market.  The current clerical and support staff target salaries were 
determined based on the employee’s experience. Wages for new hires will be based on experience 
when starting the position and degree attainment above what is minimally required for the position.  
 
Administrative and professional staff salaries are 95% of the market.  The salary ranges are at about 
11% below the market, necessitating the need for range movement.  RSCC proposes increasing the 
salary ranges to 100% of the market. The current administrative and professional staff target salaries 
were determined based on experience.  New hires will have their starting salary determined based on 
their experience when starting the position and degree attainment above what is minimally required 
for the position. 
 
The current RSCC average executive salaries are at 98% of the market for the same positions, but the 
salary ranges were at 90% of the market.  RSCC proposes increasing the salary ranges to 101% of the 
market. The current executive staff target salaries were determined based on experience.  New hires 
will have their starting salary determined based on their experience when starting the position.  The 



president will have sole discretion in determining whether a premium should be added to a new 
executive’s starting salary to account for difficult market conditions. 
 
No one will be hired above the midpoint of the range unless there is an unusual need and exhaustive 
recruiting efforts have been made and the above midpoint starting salary had been appropriately 
approved at the college. 
 
The RSCC compensation plan includes a method to index the plan annually to keep up with the 
market changes, using CUPA-HR and WorldatWork, and/or increases by the state.  
 
Southwest Tennessee Community College 
 
Southwest Tennessee Community College (STCC) is proposing a new compensation plan.  The 
methodology of their current plan is based on a comprehensive study completed in 2015, although 
faculty salary ranges were adjusted in 2019.  
 
The College engaged consulting services of Candice Hunter, of Fluency Management to conduct 
their compensation study. 
 
The proposed STCC faculty pay structure includes 12 salary ranges for rank from instructor to 
professor.  The ranges were developed based on the median of the market for each rank and then 
calculating the minimums and maximums of the ranges using a 50% spread.  Faculty are hired as 
either an instructor or assistant professor based on the qualifications of the position.  Faculty with a 
terminal degree are hired at the assistant professor rank.  Faculty are hired at the minimum of the pay 
range based on their discipline and rank.   
 
The current faculty pay ranges are about 97 % of the market. The proposal is for approximately a 
2.76% increase. 
 
Approved faculty promotions will be awarded a 3% base salary increase or the minimum of the new 
rank. 
 
STCC is proposing to continue to increase clerical support starting salaries to be more closely aligned 
to the Living Wage for Shelby County, as funding permits. The minimum wage STCC hires at is 
currently $12.25/hr.  The proposal would increase the starting wage to $13.78/hr.  The pay ranges for 
clerical and support positions have been adjusted to reflect this as the minimum of the pay for the 
lowest range. The current clerical and support staff target salaries were determined based on the 
employee’s experience. Wages for new hires will be based on experience when starting the position.  
 
STCC is building their administrative and professional staff salary ranges the minimum of the current 
exempt salary threshold of $35,568. The current administrative and professional staff target salaries 
were determined based on the employee’s experience. Wages for new hires will be based on 
experience when starting the position. There are no proposed increases to the salary ranges for 
administrative and professional staff.  
 
There are no proposed increases to the salary ranges for the STCC executive employee pay ranges. 
The current executive staff target salaries were determined based on experience.  New hires will have 
their starting salary determined based on their experience when starting the position.   
 



No one will be hired above the midpoint of the range unless there is an unusual need and the above 
midpoint starting salary has been appropriately approved at the college. 
 
STCC is proposing increases for interim appointments, temporary appointments, or increased 
responsibilities be up to 20%, depending on the degree of increase in responsibilities, and the 
minimum of the new salary range (for reclassification or promotion).  If the new position is at the 
same level of responsibility as the position the employee is leaving, no increase will be provided. 
 
The STCC compensation plan includes a method to index the plan annually to keep up with the 
market changes, using several compensation sources as guides.  
 
 
Volunteer State Community College 
 
Volunteer State Community College (VSCC) is proposing a new compensation plan.  The 
methodology of their current plan is based on a comprehensive study completed in 2016.  
 
The College engaged consulting services of Performance Point to conduct their compensation study. 
 
CUPA-HR, American Association of University Professors (AAUP), The College System of 
Tennessee sister institutions, Comp Analyst, and Economic Research (ERI) were used as data 
sources. 
 
The current VSCC average faculty salaries are at 113% of the market and the salary ranges were 
103% of the market. An increase of 7% for Assistant Professor, 4% for Associate Professor, and 10% 
for Professor pay ranges is recommended. No increase for the instructor salary range is 
recommended as it is currently a little above the market.  The target salary for existing faculty was 
determined by the number of years they have been in their respective positions and experience in 
their discipline. Starting salary for new faculty will be determined by their number of years of 
experience in their discipline.  Approved promotions will be awarded a 4% base salary increase or 
the minimum of the new rank. The faculty discipline groups paid at market are in the Humanities 
division.  Mathematics & Science and Social Science & Education are paid at 5% above market.  
Business & Technology and Health Sciences/Nursing are paid 10% above market. 

 
Clerical and support staff salaries are currently at 97% of the market with the salary ranges at 80% of 
the market. The proposed clerical and support staff pay structure is built around VSCC’s minimum 
starting wage of $31,200.  The current clerical and support staff target salaries were determined 
based on the employee’s experience. Wages for new hires will be based on experience when starting 
the position.  
 
Administrative and professional staff salaries are 101% of the market, but the salary ranges were at 
89% of the market.  VSCC proposes increasing the salary ranges to 98% of the market.  The current 
administrative and professional staff target salaries were determined based on experience.  New hires 
will have their starting salary determined based on their experience when starting the position. 
 
The current VSCC average executive salaries are at 105% of the market for the same positions, but 
the salary ranges were at 93% of the market.  VSCC proposes increasing the salary ranges to 100% 



of the market. The current executive staff target salaries were determined based on experience.  New 
hires will have their starting salary determined based on their experience when starting the position. 
 
No one will be hired above the midpoint of the range unless there is an unusual need and exhaustive 
recruiting efforts have been made and the above midpoint starting salary has been appropriately 
approved at the college. 
 
The VSCC compensation plan includes a method to index the plan annually to keep up with the 
market changes, using CUPA-HR, WorldatWork, State of Tennessee, Annual Salary Budget Survey, 
and/or Educational Services Sector, among other relevant sources. 
 
 
Walters State Community College 
 
Walters State Community College (WSCC) is proposing a new compensation plan.  The 
methodology of their current plan is based on a comprehensive study completed in 2018 and a 
minimum wage hiring rate of $15/hr. implemented in 2023.  
 
The College engaged consulting services of Performance Point to conduct their compensation study. 
 
CUPA-HR, American Association of University Professors (AAUP), The College System of 
Tennessee sister institutions, Comp Analyst, and Economic Research (ERI) were used as data 
sources. 
 
The current WSCC faculty salary ranges are 105% of the market, so the faculty ranges are 
competitive.  Two of the ranks, professor, and assistant professor, are slightly below the market.  It is 
proposed to increase those ranges by 2.1%, which is the three-average increase in faculty pay 
reported by CUPA-HR.  WSCC also proposes a Discipline A code for titles at 100% of the market 
and a Discipline B code for titles at 110% of the market.  The target salary for existing faculty was 
determined by the number of years they have been in their respective positions. Starting salary for 
new faculty will be determined by their number of years of experience and their discipline.  
Approved promotions will be awarded a 5% base salary increase for instructor to assistant professor 
and 6% for assistant professor to associate professor and 7% from associate professor to professor, or 
the minimum of the new rank. 
 
Clerical and support staff salaries are currently at 96% of the market and the salary ranges are at 94% 
of the market. The proposed clerical and support staff pay structure includes a 6% increase to the 
salary ranges.  The current clerical and support staff target salaries were determined based on the 
employee’s experience. Wages for new hires will be based on experience when starting the position. 
When promoted into a position in a higher paygrade, employees will be eligible for a 5% increase in 
salary or the minimum of the new pay grade, whichever is higher. 
 
Administrative and professional staff salaries are 92% of the market.  It is proposed to move the 
salary ranges are 2%, to stay competitive. WSCC proposes increasing the salary ranges to 101% of 
the market, using the lowest wage as the current minimum of the FLSA threshold for exempt 
employees at $35,568.  The current administrative and professional staff target salaries were 
determined based on experience.  New hires will have their starting salary determined based on their 
experience when starting the position. 
 



The current WSCC average executive salaries are at 96% of the market for the same positions, but 
the salary ranges were at 102% of the market.  WSCC proposes increasing the salary ranges by 2% to 
stay competitive.  
 
No one will be hired above the midpoint of the range unless there is an unusual need and exhaustive 
recruiting efforts have been made and the above midpoint starting salary has been appropriately 
approved at the college. 
 
The WSCC compensation plan includes a method to index the plan annually to keep up with the 
market changes, using CUPA-HR and WorldatWork, and/or increases by the state.  
 
Community College Internal Auditor Salaries 
 
Each community college employs an internal auditor who reports through the system-wide Chief 
Audit Executive to the Board and the respective college’s president.  Although the auditors 
perform substantially the same role at each college, the pay structures within which they are paid 
depend on each college’s pay plan. The colleges have had difficulty filling vacant positions, and 
currently four colleges have vacancies and one college has an interim internal auditor. 
 
The System Office engaged consulting services of Performance Point to conduct their compensation 
study.  Economic Research Institute (ERI) Salary Assessor, CompAnalyst, State universities in 
Tennessee*: ETSU, APSU, MTSU, TTU, UofM, University of Tennessee, ACUA (Association 
of College & University Auditors) 2022 Compensation Survey, and Tennessee Comptroller of 
the Treasury were used as data resources. 
 
The current TBR average midpoint is at 69% of the market and TBR average salaries are at 73% 
of the market. 
 
It is proposed that a PerformancePoint consultant will work with a Human Resources 
representative at each college to review the internal auditor incumbent’s background and 
experience and calculate a targeted pay rate within the new range or review the vacancy for the 
appropriate college pay range for those currently not filled.   
 
Once the internal auditor positions are appropriately classified in the college compensation plan, 
the position(s) will be subject to indexing of the salary ranges, the same as other positions. 
 
 
 



BOARD TRANSMITTAL

MEETING: Committee on Personnel and Compensation

SUBJECT: Executive Incentive Payments

DATE: May 29, 2024

PRESENTER: Alisha Fox, Vice Chancellor for Business & Finance

PRESENTATION 
REQUIREMENTS: 10 minutes with Discussion

ACTION REQUIRED: Roll Call Vote

STAFF 
RECOMMENDATION: Recommend Approval

The Executive Performance Incentive Plan was approved at the Board’s June 2013 Meeting.  It 
was created at the request of Board Members to address the gap between the average market 
salaries for the presidents, directors and Chancellor and the current compensation level for these 
officials.  The Plan provides an opportunity for the leaders to earn up to 10% the market value of 
their respective position on an annual basis, based on institutional and individual performance.  
The incentive does not add to the base salary for the position and will be recalculated each year. 

Participants in the plan include the presidents of the community colleges and Tennessee Colleges 
of Applied Technology (TCATs) and the Chancellor.

The incentive amount is equal to ten percent (10%) of the market average salary for comparable 
positions and is divided into two components: the metric based allowance equal to 85% of total 
incentive amount and a discretionary allowance equal to 15% of the total incentive amount. The 
primary incentive measurement for Community College Presidents is the change in weighted 
formula outcomes at each institution. The change in total weighted outcomes for the system is 
calculated in a similar manner and used to calculate the weighted outcome growth allowance 
amount for the Chancellor.  The incentive measurement amount for the TCAT Presidents is 
based on five (5) outcomes, weighted equally: program completion rate; job placement rate; 
private giving; expanded offerings, and expanded enrollment.  



RECOMMENDATION 
Pursuant to the Plan, recommendations for incentive pay are brought before the Committee for 
review and approval.  Recommendations of the Committee, if any, are presented to the full 
Board for action.  The Plan requires an individual to be employed in one of the eligible positions 
at the time the payments are approved and paid, and have satisfactory performance to be eligible 
to receive incentive pay.  

It is recommended the Committee take the following action: 

a) Consider for approval the Executive Performance Incentive Pay for the presidents and
Chancellor, as presented in the attachment.

Attachment: To be sent seperately   
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