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3.2 SUBJECT: AGENCY FUND

Date Adopted: February 7, 1987

Date Amended: September 12, 2008
Reference: Minute Book: 37 Page: 8

Any campus group or student organization may request the establishment of an agency fund. It is the
responsibility of those individuals or organizations owning agency funds to be aware of and to comply
with this policy and the related procedures.

I. Definition

Agency funds are those funds held by the University as custodian or fiscal agent for others, such as
student organizations, department flower funds, and external faculty/staff organizations. Agency
funds must be affiliated with the University.

Il. Establishing Fund

Agency Funds will be approved and established by the Office of Accounting and Financial Services.
All student groups requesting or maintaining an agency fund must be registered with the Student
Activities Office.

I1l. Termination of Fund
No University monies may be deposited to an agency fund. If University monies are found to be

mingled with agency monies, the fund will be closed and the privilege of using an agency fund will
be withdrawn.
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3.3 Subject: EDUCATION TUITION WAIVERS
Date Adopted: November 19, 1976

Date Amended:  November 14, 1981

Date Amended:  February 7, 1987

Date Amended:  September 9, 1989

Date Amended:  September 12, 2008

Date Amended:  September 6, 2013

Date Amended:  June 6, 2014

Date Amended:  June 8, 2018

References:

Minute Book: 20
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b. If an employee voluntarily terminates his/her employment before the last day to receive a tuition
refund (according to the published refund table) during a semester in which he/she is using the
tuition waiver benefit, he/she will be billed for the total tuition of the course(s).

Coursework Being Pursued Employee Spouse
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1. INDIRECT COSTS
All proposed budgets will include full indirect costs:

a. At the rate negotiated between the University and the United States
Department of Health and Human Services, or

b. At the maximum rate allowable by the potential sponsor, if less than
(a) above.

Because of the cooperative relationship between the Commonwealth of Kentucky and its local
government entities, there is some basis to not request full cost from these sponsors. These
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2. Released Time

It is the policy of the University that, when feasible and appropriate, faculty with
grants/contracts will be given released time (as specified in each grant/contract) to perform
the agreed upon amount of work.

H. CRITERIA FOR RECEIVING OVERLOAD PAYMENTS

1. Overload may be paid only when all of the following requirements are met:

a.

If to be paid from sponsored funds, overload payment will only be paid if the project
includes the maximum recovery of full indirect costs allowed by sponsor, as defined in
this policy.

No qualified person is available to perform the work as part of a full or normal
workload.

The work is done in addition to a full workload and cannot be done as part of a full or
normal workload.

The additional work will not interfere with the performance of regularly assigned
teaching, research, service, administrative, or other duties.

If to be paid from sponsored funds, sponsor approval is required; approval may be shown
in the grant proposal or subsequent approval may be obtained in writing after the award
has been received but before the service is provided.

The individual and the immediate supervisor for the overload position will be required to
certify that the work has been done. The individual’s supervisor for the regular position
will be required to certify that the regular assigned duties were not affected.

Total overload compensation will not exceed 20% of the base salary during the
employee’s base contract period. For example, a faculty member on a 9 month contract
and a salary of $45,000 may earn up to  $9,000 from August 15 through May 15.
($45,000 X 209% = $9,000)

The work for overload compensation is approved in advance by the individual’s
department chair, dean or director and vice president; by the vice president for whom the
service is provided if the service is provided outside the employee’s area; and the
President.

In fairness to employees it will be the policy of the University to arrange, whenever
possible, for employees to be released from normal duties to perform specialized work
both within and outside the University. Overload pay will be the exception.

I. OVERLOAD PAYMENT

a.

b.

Faculty and Exempt Staff

On rare occasions when overload payment to faculty and exempt staff is appropriate and
has been formally approved, it will be kept to a minimum and in no case will a
combination of outside consulting and overload assignments exceed twenty (20) percent
of a faculty or staff member’s time.

Fiscal year faculty and exempt staff are considered to be assigned for 52 weeks per year.
Therefore, fiscal year employees will have limited opportunity for overload assignments
by the University.

Non-Exempt Staff
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Non-exempt staff is normally those University employees who are employed on an
hourly basis. According to their assigned work positions, they may be expected to
work either 37.5 or 40 hours per week. Only in exceptional cases will non-exempt
staff be allowed to work on special projects and receive overload/overtime
compensation.

J.  SUMMER COMPENSATION/FACULTY

Academic year faculty not assigned during the summer may work on University projects
(externally or internally funded) for a period of time not to exceed three (3) months. During these
three (3) months a faculty member may be assigned full-time and be paid at the rate of pay he/she
received during the previous academic year. Full-time or part-time summer assignments on
externally funded projects have no bearing on a faculty member’s regular rotation for receiving a
summer teaching assignment, unless a previous agreement has been reached by the department.

Any combination of teaching or other full-time assignments may not exceed full-time plus 20%
for faculty members during the three (3) months between the spring and fall semesters.
Therefore, academic year faculty may make up to 40 % of the proceeding academic year salary
during the three (3) month summer period.

The summer salary distribution may not exceed the following percentages of base contract pay
for each of the following periods:

Period Base Pay % per Period
May 16-31
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3.5 SUBJECT: SALARY POLICY

Date Adopted: May 10, 1980
Date Amended: September 12, 2008
Reference: Minute Book: 23 Page: 452

The Board of Regents will receive salary recommendations for the faculty and staff from the President,
review and determine such salaries, and include such determination in the university budget.

Eligibility for Extra Compensation

Extra compensation may be paid when all four of the following conditions exist:

1. The work is done in addition to the individual's normal time workload.

2. No qualified person within the university is available to perform the work as a part of his/her normal
workload.

3. The additional duties will not interfere with the performance of regularly assigned teaching, research,
service, or administrative responsibilities.

4. The program produces sufficient income to pay extra compensation.

Members of the university's teaching faculty and staff may be paid extra compensation for participating in
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4. The additional work will not interfere with the performance of regularly assigned teaching, research,
service, administrative, or other duties.

5. Ifto be paid from sponsored funds, sponsor approval is required; approval may be shown in the grant
agreement or subsequent approval may be obtained after the award has been received but before the
service is provided. (Reference: Grants and Contracts Policy IGEN:01:0l)

6. The individual and the immediate supervisor for the overload position will be required to certify that
the work has been done. The individual's supervisor for the regular position will be required to certify
that the regular assigned duties were not affected.

7. Total overload compensation will not exceed twenty (20) percent of the base salary during the
employee's base contract period.

8. The work for overload compensation is approved in advance by the individual's chair, dean or
director and vice president; by the vice president for whom the service is provided if the service is
provided outside the employee's area; and by the President. (Request for Extra Compensation,
Personnel Form No. 7)

Eligibility for Extra Compensation

Staff may be paid extra compensation for extra work performed for approved programs, grants, contracts,
etc., if the work performed is not part of his/her work assignment or no one else on campus can perform
this work as part of his/her normal employment.

Full-time staff are not eligible for extra compensation for service activities which are a part of their
regularly assigned duties and responsibilities.

Staff cannot receive extra compensation from University funds or University generated funds for
consultative services when either of the following conditions exists:
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An exempt employee will not be paid at a higher rate for work performed on externally sponsored
activities than he/she is paid for regular workload. Extra pay rate for faculty and exempt staff will
be calculated as follows:

Monthly rate of pay

Fiscal year salary divided by 2.

Daily rate of pay

Monthly rate divided by 21.75.

Hourly rate of pay

Daily rate divided by 7.5.

Non-Exempt Staff Doing Non-Exempt Work :

1.

Non-exempt employees are required to report hours worked each week and are paid an hourly rate
of pay for all hours worked. The normal workweek for the University is Friday midnight until the
following Friday midnight. A non-exempt employee who works more than 40 hours during this
workweek must be paid an overtime rate of 1.5 times the employees regular rate of pay.

Only in exceptional cases will non-exempt employees be permitted to work in two positions
concurrently. In such cases, work performed for a grant or contract may not result in the payment of
overtime.

On rare occasions when a non-exempt employee is doing work which significantly differs from
his/her normal duties, the principal investigator/project director will write a job description for the
additional duties, including rate of pay. The Director of Human Resources will have final approval
of the additional duties and rate of pay.

Grants and Contracts Requirements

By authorizing extra compensation work in advance and payment being made only after the work is
performed, the documentation of personal service charges as required for grants and contracts will be
satisfied.
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3.7 SUBJECT: PUBLIC SERVICE LEAVE OF ABSENCE

Date Adopted: December 13, 1974
Date Amended: September 12, 2008
Reference: Minute Book: 18 Page: 158

Murray State University recognizes that its faculty and staff, as all citizens, may wish in the fulfillment of
civic responsibilities to seek public office, to serve at the request of a public official or to assist in the
campaign of a candidate for public office.

The University will consider granting a professional public service leave of absence, without pay, for any
employee seeking public office or assuming a major position in a political campaign or for either
appointed or elected public service. Such requests require approval of the Board of Regents prior to the
commencement of such activity.
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3.9 Subject: STAFF EXCELLENCE AWARDS
Date Adopted: March 22, 1986

Date Amended: September 12, 2008

Reference: Minute Book: 35 Page: 32

Staff Excellence Awards provide an opportunity for the administration of the University to call attention
and to express appreciation for the loyalty and service of staff members and their contributions to the
mission of the University.

Awards are based on four categorical groups of permanent employees as represented in Staff Congress,
i.e. secretarial/clerical, general, facilities management and executive/managerial/professional. Two
awards of at least $500
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3.11 SUBJECT: DISABILITY RETIREMENT

Date Adopted: August 4, 1972
Date Amended: September 12, 2008
Reference: Minute Book: 16 Page: 127

Both the Kentucky Employees Retirement System (KERS) and Kentucky Teachers Retirement System
(KTRS) offer the benefit of total disability retirement to employees that are vested in either retirement
system. Medical and life insurance coverage will be continued while the retirement system's decision on
disability is pending.



