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ARTICLE |
PURPOSE

This Agreement is entered into between Cleveland State University, hereinalter referred to as
the “University”™ or the “Administration,” and Service Employees International Union District 1199
WV/KY/OH-the Health Care and Social Service Union, CTW/CLC, hereinafter referred to as the
“Union,” and constitutes a binding agreement between the parties.

This Agreement has as its purpose the promotion of positive relations between the University
and the Union; the enhancement of mutual dignity and respect; the establishment of an equitable and
peaceful procedure for the resolution of differences; and the clarification of certain rights, privileges and
obligations of the parties together with certain working conditions.

ARTICLE 2
RECOGNITION
Section 1. The University hereby recognizes Service Employees International Union District

1199 WV/KY/OH, as the sole and exclusive representative for the purpose of collective bargaining with
respect to wages, benefits, hours, and other terms and conditions of employment for all members of
the bargaining unit described below, pursuant to certification by the Ohio State Employment Relations
Board (SERB) in Case No. 97-REP-10-0262 dated March 26, 1998, and modified by SERB in Case No.
01-REP-06-0150 on December 6, 2001, upon the merger of Service Employees International Union
District 925 (Ohio) with Service Employees International Union District 1199.

Section 2. The bargaining unit shall consist of full-time professional employees and part- time
professional employees with annualized full-time equivalent (FTE) of .5 or greater, including
employees in temporary positions with a contract of one (1) year or longer duration or temporary
employees in their current position for one year or longer. 'When appropriate to the position, FTE
will be calculated by dividing the annually scheduled hours by 2080. The positions included in
the bargaining unit are listed in Appendix A.

Section 3. Excluded from the bargaining unit are supervisors, management level employees,
confidential employees, seasonal employees, casual employees, police, and students as defined in
Ohio Revised Code 4117, classified employees, faculty, deans and part-time and temporary employees
not described in Section 2 of this Article as included. The University shall create a list of non-
bargaining unit professional positions, and shall send a copy of the list to the SEIU District 1199
Executive Board Member/Chair and the SEIU District 1199 Administrative Organizer on or about

April 30, 2015.

Section 4. Where used in this Agreement, the term “employee” includes all employees of the SEIU
bargaining unit except where specifically stated.

Section 5. Whenever a male or female pronoun or adjective is used, it refers to persons of either
sex.



ARTICLE 3
NON-DISCRIMINATION AND AFFIRMATIVE ACTION

Section 1. Both the Untversity and the Union recognize their respective responsibilities for non-
discrimination under Federal and State civil rights laws, fair employment practice acts, and other similar
constitutional and statutory requirements. Therefore, both parties hereby reaffirm their legal and
moral commitments not to discriminate with regard to race, color, religion, national origin, sex
(including pregnancy), age, veteran or military status, genetic information or disability and for other
reasons such as sexual orientation, gender identity and/or expression, political or employee organization,
marital status or parental status.

Section 2. The Administration affirms its established policy of non-discrimination in
employment (appointment, promotion, layoff, etc.). The Administration declares its determination to
actively recruit, retain and promote qualified women and minorities.

The University agrees to provide the Union, upon its written request, with a copy of the Integrated
Postsecondary Education Data System (IPEDS) workforce data report that is submitted to the

Department of Education.

Section 3. The University and the Union agree that sexual harassment is an offensive form of
discrimination and agree that acts of sexual harassment are prohibited.

Section 4. Nothing in this Article shall preclude any member of the bargaining unit from
protecting her or his rights to be free from unlawful discrimination pursuant to any Federal or State law
which addresses discrimination directly, and without resort to the grievance and arbitration procedures
contained in this Agreement except as provided in Section 6, below.

Section 5.  Bargaining unit members shall be free to join or not to join the Union as they may choose,
to process grievances and to exercise such other rights as they may have under the laws applicable
to public sector employees in the State of Ohio.

The University and Union agree that there will be no reprisals of any kind, or threats thereof, taken
against any employee by reason of her/his membership or non-membership in the Union, or participation
or nonparticipation in any of its activities, or participation or non-participation in the grievance
procedure.

Section 6. The University and the Union agree that any claims of unlawful discrimination under
Federal and State civil rights laws and/or Fair Employment Practice Acts and any claims of
discrimination based on sexual orientation, gender identity and/or expression shall not be processed
through the grievance procedure set forth in this Labor Agreement. Such claims shall be first discussed
by the claimant with the University's Office for Institutional Equity as a means of achieving
an informal resolution of the claim. If informal resolution is not possible, the claimant may file a formal
written complaint with the University’s Office for Institutional Equity. The claimant and respondent
shall have access to the resources available through the University’s Office for Institutional Equity.

At any stage in the presentation of a complaint, the complainant shall have the right to be accompanied,
represented and advised by a representative of his or her own choosing from the Union or the
University community. Complaints heard or meetings required under this procedure shall normally
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be held during traditional business hours, unless otherwise expressly agreed by the Union and the
University.

ARTICLE 4
NO STRIKE/NO LOCKOUT

Section 1. The Administration and the Union subscribe to the principle that any and all
differences arising under this Agreement should be resolved by peaceful and appropriate means without
any interruption of the University's programs and operations.

Section 2. The Union and its officials agree that so long as this Agreement is in effect, they shall
not call, engage in, or assist in any way, any strike, sympathy strike, slowdown, stoppage of work,
sickout, concerted effort not to meet classes, boycott, or any other concerted act that impedes the normal
operation of the University.

Section 3. No member of the bargaining unit shall instigate or participate, directly or
indirectly, in any strike, sympathy strike, slowdown, stoppage of work, sickout, concerted effort not to
meet classes, boycott, or in any other concerted act that impedes the normal operations of the
University.

Section 4. During the term of this Agreement, there shall be no lockout of members of the
bargaining unit by the Administration.

Section 5. Any violation of Section 3 above will be just cause for disciplinary action in
accordance with Article 9 of this Agreement.

Section 6. The Union shall inform all members of the bargaining unit concerning their
obligations under the provisions of this Article and the necessity of complying with those obligations
and shall further inform members of the bargaining unit that the Union does not sanction or approve of
noncompliance with the provisions of this Article.

ARTICLE 5
MANAGEMENT RIGHTS
Section 1. The Union recognizes the University as the body of authority vested exclusively with the

right to manage and operate the University. The University shall have the right to take actions it considers
necessary and proper to affect any management policy, expressed or implied, except as expressly limited
under this Agreement. Nothing in this Article shall be construed to restrict or to limit any management
authority.

Section 2. Except as limited by the terms of this Agreement, the University's management rights
include, but are not limited to, the right to:

A. Determine matters of inherent managerial policy that include, but are not limited to, areas of
discretion and policy such as the functions and programs of the University, standards of services, its
overall budget, utilization of technology, organizational structure and the establishment of programs,



protocols, services and requirements intended to protect the health, safety and wellare of students,
employees and members of the University community;,

B. Direct, supervise, train, evaluate, and hire employees:
C. Maintain and improve the efficicncy and effectiveness of University operations;
D. Determine the overall methods, processes, means or personnel by which University operations

are to be conducted; determine the University's goals, objectives, programs and services;

E. Suspend, discipline, demote, or discharge for just cause, or lay off, transfer, assign, schedule,
promote or retain employees;

Determine the size and composition of the workforce;

Determine the overall mission of the University as a unit of government;
Effectively manage the workforce;

Take actions to carry out the mission of the University as a governmental unit; and

=~ moam

Join and/or partipate in any shared services arrangements, public-private or public partnership
agreements council of governments or other service delivery or program performance models that
contribute to the efficiency, effectiveness, economy or enhancement of University operations.

Further, and only as limited under this Agreement, the University retains all rights, expressed and
reserved, to do all things appropriate and incidental to any of its rights, powers, prerogatives,
responsibilities, and authority, and in all respects to carry out the ordinary and customary functions of

the University.

ARTICLE 6
CHECKOFF AND F SHARE FEE

Section 1. The University will deduct any initiation fees and dues levied in accordance with the
Constitution and Bylaws of the Union from the pay of members of the bargaining unit upon receipt from
the Union of individual signed authorization cards executed by the member for that purpose and bearing

his signature.

Section 2. The University's obligation to make deductions shall terminate automatically upon
receipt of revocation of authorization within the thirty (30) day period prior to the termination of this
contract or upon the termination of employment or transfer of an employee to a job classification outside

the bargaining unit.

Section 3. All employees who are covered by this agreement and who are not members of the
Union and who have been employed by the University for sixty (60) days or more shall pay a fair share
fee not greater than the dues paid by members of the Union. Said fair share fee shall be paid by payroll

deduction as provided in this Article.

Section4.  All authorized deductions will be made from the employee's pay on a regular monthly
basis in the first and second paycheck of the month. The University shall deduct from the first and
second paycheck of each month of each non-member of the recognized bargaining unit a fair share fee in
an amount determined by the Union, but not greater than the amount of monthly Union dues. All
deductions shall be transmitted to the Union no later than the 15" day following the end of the month
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in which the deduction is made together with a list of the members of the bargaining unit paying
such dues or fees by payroll deduction, and upon receipt the Union shall assume full responsibility for
the disposition of all funds deducted.

Section 3. The Union shall furnish the name, title, and address ol the authorized person or
organization to whom the authorized deductions shall be sent by the University.

Section 6. The Union shall indemnify and hold the University and any of its agents harmless against
any and all claims, demands, suits, and other forms of liability that may arise out of, or by reason of
action taken or not taken, by the University for the purpose of complying with any of the provisions
of this Article or in reliance on any notice or authorization form furnished under any of the provisions

of this Article.

Section 7. The Union will provide the University with an electronic means of
distributing information about the Union at new employee orientation.

Section 8. Voluntary Payroll Deductions. Upon an employee's voluntary written assignment filed at
least three (3) weeks in advance, the University agrees to deduct from the employee's wages on a

regular basis, amounts due and payable to COPE, United Way, Community Shares, and other
organizations currently recognized under University policy. The amounts so deducted shall be mailed
or otherwise forwarded to the designated organization in a timely fashion as required.

It is expressly understood that the University shall assume no liability in connection with such voluntary
deductions. All disputes and adjustments shall be matters to be resolved between the employee involved

and the recognized organization.

The University shall not be held liable for any consequence of either failure to make an authorized
deduction or any mistakes in connection therewith.

The employees agree to indemnify, defend and save the University harmless against any and all claims,
demands, suits or other form of liability that shall arise out of or by reason of action taken by the
University in reliance upon the voluntary authorization described in this Section 8.

The University, on the occurrence of one of the following, shall terminate any deduction described in
this Section 8:

(1)  The death of the employee;
(2)  The termination of the employee's employment under this Agreement;

3) Written request of the employee filed at least three (3) weeks in advance of the
effective date of termination; in which case, the University will not be required to honor
another voluntary assignment filed by the employee for a period of one (1) year from the

date of termination.



ARTICLE 7
UNION REPRESENTATION

Section 1. Grievances. Union officers/delegates may attend and represent an employee during working
hours at grievance hearings and other meetings called by Administration where either the Administration
requests a union representative or an employee is cntitled to union representation under this Agreement
and he/she requests a representative. A union officer/delegate must request and receive the approval of
their supervisor prior to the conduct of such Union business. Upon obtaining prior approval from his/her
supervisor, the officer or delegate shall be permitted to attend grievance hearings and other permitted
meetings without loss of pay. If an officer/delegate abuses any or all of the privileges of this Section 1,
such privileges shall be removed by the University. No more than two (2) union representatives may
attend and represent an employee at a grievance hearing or attend other permitted meetings unless
otherwise mutually agreed. Both the union and the University shall designate one (1) representative to be
the chief spokesperson at the beginning of each meeting. All other union meetings or business, including
preparalion necessary o process grievances, shall be done during non-working time and without pay or

benefits.
Section 2. Release Time. In order to enable the Union to better discharge its duties and

responsibilities as the exclusive bargaining agent and to maintain the continuity and consistency of
University operations and services, the University shall grant release time without loss of wages, benefits,
or other privileges to bargaining unit members with the following conditions:

A. Requests for release time shall be only for those purposes authorized by this Agreement and will
require the prior approval of the employee's supervisor. Such requests shall not be unreasonably

denied.

B. Members of the Union's Executive Board may attend monthly meetings that may be scheduled
during working hours subject to the operational needs of the employee’s department. To the extent
reasonable and feasible, every effort should be made to accommodate and rearrange the work
schedules of such employees, up to a maximum of a one (1) hour schedule adjustment in addition
to any lunch hour adjustment, so that they may be able to attend the meetings.

C. The University shall provide paid release time to up to seven (7) Negotiating Team members
identified by the Union to attend contract negotiations. The Union will inform the University
which members of its negotiating team will use this release time at least two (2) weeks before the

first contract negotiation session.

Section 3. Union Representatives.  The University shall recognize up to twelve (12) officers and
delegates for the purpose of administering the collective bargaining agreement and adjudicating
grievances. The Union will inform the University of the identity of officers and delegates of the Union
on an annual basis with updates as needed. The Union will provide the University with a list of alternate
delegates who shall assume the duties and rights of delegates when the regular delegate is absent or if a
conflict of interest requires the regular delegate to withdraw from the matter involved.

Section 4. Use of University Facilities.  The Union shall be permitted reasonable use, to the extent
permitted by law, of University facilities, services, and publications on the same basis and at the same

cost as other recognized campus organizations.




Section 3. Union Office Space.  The University shall provide furnished space at the University at
no cost to the Union to be utilized by the Union for an office. The office shall have frec internet access.

The University shall provide free local telephone service and telephone equipment.

Section 6. Telecommunication. The Union shall be allowed to establish up to five (5) phone mail
distribution lists through telecommunication services.

Section 7. Phone Mail. The University's phone mail system shall be made available on the Union's
campus extension line.

Section 8. E-mail Account / Phone Listing. At no cost to the Union, the Chapter will be provided
with: an E-mail account, a link for maintaining a web page accessible on the World-wide Web, a cable

connection to the University computer network, and a listing of SEIU/District 1199 office telephone
numbers in the University Faculty/Staff Directory with the name: “SEIU/District 1199.”

Section 9. Faculty/Staff Directory.  The Union shall be supplied with one copy of the University
Faculty/Staff Directory annually.

Section 10.  Bulletin Board. A secured bulletin board for the Union shall be provided at a location
mutually agreed upon by the Union and the University.

Section 11.  Agreement Copies. This Agreement shall be maintained on the Human Resources
Department website and accessible to all bargaining unit employees.

Section 12. Committees. Union representatives appointed to University committees shall receive paid
release time for attendance at committee meetings scheduled during their regular work hours.

Section 13.  Notification.

A. Upon execution of this Agreement and on a quarterly basis thereafter, the SEIU District 1199
Executive Board Member/Chair shall be notified, in writing, of all new bargaining unit hires, including
their name, date of hire, job classification, grade, salary, department, contract status, home address and
phone number. In addition, the list shall include any promotions, demotions, and transfers (with the
employees' previous and new classification, salary, contract status and work location); terminations and
resignations; and leaves of absence.

B. Upon the execution of this Agreement, and each anniversary date thereafter, the University will
give the Union a list of bargaining unit employees and their job classification, grade, status, salaries,
hiring dates and seniority.

C. The Union will furnish the Vice President for Business Affairs and Finance or designee with a
list of Union officers and delegates on an annual basis with updates as needed.

Section 14.  Information. The University shall provide to the SEIU District 1199 Executive Board
Member/Chair:

A. Notification of all position announcements for bargaining unit positions at the time of the posting
of the position.



B. One copy of the agenda and materials for all Board of Trustees meetings and Board commitiee
meetings when they are distributed to other Board members.  After minutes are approved. the SEIU
District 1199 Executive Bourd Member/Chair shall receive one copy of minutes for each Board or

commitice mecting.
C. One copy of the audited Annual Financial Report immediately upon release.

Section 15. New Employee Orientations. A Union representative will be afforded time with new
bargaining unit employees during the new employee orientation process for orientation to the Union and

this Agreement.

ARTICLE 8
GRIEVANCE PROCEDURE
Section 1. It is mutually understood that the prompt presentation, adjustment, and/or answering of

grievances is desirable in the interest of sound relations between the employees and the University. The
prompt and fair disposition of grievances involves important and equal obligations and responsibilities,
both joint and independent, on the part of the representatives of each party to protect and preserve the
Grievance Procedure as an orderly means of resolving grievances.

Section 2. A grievance is defined as a dispute or disagreement concerning the alleged misapplication
of, misinterpretation of, or failure of compliance with specific provision(s) of this Agreement. Any
bargaining unit member or the Union may bring a grievance under this procedure. A grievance may be
withdrawn by the Union at any time.

When such grievances arise, the following procedure shall be observed:

Step 1. An employee shall first present a grievance in writing to the employee's designated
supervisor within ten (10) working days of the event upon which the grievance is based in order to
achieve a resolution. The grievant may be accompanied by a Union representative at this Step 1 meeting.
The designated supervisor shall respond in writing to the employee and the Union within ten (10)
working days of the date of the Step 1 meeting. If a resolution is reached, the parties shall sign a
statement indicating a settlement of the grievance. A resolution of a grievance at Step 1 shall not be
precedent setting. The Department of Human Resources, the employee's Department Head or other
appropriate administrator, and the Union shall be notified of any Step | meeting and any subsequent
adjustment by the designated supervisor if a Human Resources or Union representative was not present
at the meeting. Such adjustments shall not be inconsistent with the terms of this Agreement. If the
muatter cannot be resolved through the Step 1 meeting process, the employee who wishes to pursue the
grievance further shall follow the steps below.

Step 2. If the grievance is not satisfactorily settled in Step 1, the grievant and/or the Union
may file a written appeal with the University's Vice President for Business Affairs and Finance or
designee within ten (10) working days after receipt of the Step 1 response. The Vice President or
designee shall schedule a meeting with the grievant, the employee's Department Head or other
appropriate administrator, and/or a Union representative within ten (10) working days after receipt of
the appeal. The Vice President or designee shall issue a written decision to the grievant within ten
(10) working days from the date that the meeting was held. A copy of said response shall be sent to
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the Union representative.

In the event of a suspension or discharge, a grievance can be initially submitted by the Union or grievant
to the Vice President for Business Affairs and Finance or designee within ten (10) working days of the
suspension or discharge.

Step 3. If the grievance is not satisfactorily settled in Step 2, the Union may submit the matter
to arbitration by so notifying the Vice President for Business Affairs and Finance or designee in writing
within thirty (30) calendar days after the issuance of the Step 2 response.

Section 3. Mediation. The parties may mutually agree to pursue mediation of a grievance in
accordance with the Rules of the Federal Mediation and Conciliation Service (“FMCS”) or through
a private mediator mutually appointed by the parties, within the thirty (30) calendar day period at Step
3, prior to written notification by the Union to the Vice President for Business Affairs and Finance or
designee of the Union's intent to arbitrate. Such an agreement among the parties will be confirmed in
writing. If mediation is utilized, the Union need not notify the Vice President or designee of the Union's
intent to arbitrate until twenty-one (21) calendar days after the conclusion of mediation.

A. If mediation through FMCS is pursued, the mediation will be pursued and
conducted in accordance with the Rules of the FMCS in effect on the date that the request for mediation
was sent. The mediation will be conducted within thirty (30} calendar days of the appointment of

a mediator.

B.  Any party may end mediation at any time after participation in the mediation process
by giving written notice to the mediator and to the other party or parties. The mediator may withdraw
at any time by giving written notice to the parties.

C. The fees and expenses of mediation, if any, will be borne equally by the
University and the Union.

Section 4. Arbitration.  The Union shall notify the University of its intent to appeal the
grievance to arbitration. Upon written notice of the Union's intent to arbitrate a grievance, the parties
shall proceed to arbitration pursuant to the following procedure:

A. The American Arbitration Association shall submit up to three (3) panels of arbitrators to each
party and the arbitrator will be chosen and the matter shall proceed in accordance with the
Association's then applicable rules and regulations. Each party may reject one American Arbitration
Association panel of arbitrators.

B. In the event a matter proceeds to arbitration, the arbitrator shall have jurisdiction only over the
matter(s) submitted. The arbitrator shall have no authority to alter in any way the terms and
conditions of this Agreement or University Rules or Policies.

C. The fees and other expenses of the arbitration and arbitrator shall be shared equally. Any
University employee called as a witness by either side will continue to receive the regular rate of
pay while attending such hearing for those hours the employee would have been scheduled to work.

Section 5. Final and Binding. = The Grievance Procedure set forth herein shall be the exclusive

)



method of reviewing and scttling grievances between the University and the Union and/or between the
University and an employee(s). and by invoking this procedure, the Union and the University waive
the right to litigate or resolve such gricvances in any other forum or by any other procedure.  All
decisions of arbitrators and all pre-arbitration grievance settlements reached by the Union and the
University shall be final, conclusive, and binding on the University, the Union, and the employee(s)
involved.

Section 6. Limitations.  This grievance procedure shall not limit the right of any employee to
present a grievance and have it adjusted without intervention of the Union, as required by the Ohio
Revised Code Chapter 4117 as long as the adjustment is not inconsistent with the terms of this
Agreement and provided that the Union shall have notice of and the opportunity to have a representative
present at the final adjustment proceeding.

Section 7. General Provisions.
A. Any grievance that is not processed in a timely manner by the Union shall be considered

withdrawn. Any grievance that is not processed in a timely manner by the University shall be deemed
to have been appealed to the next step. However, the parties may, by mutual written agreement,
waive any steps or any of the time limits of this Article. Requests for extensions of the time
limits shall not be unreasonably denied by either party. The parties will accept facsimiles or electronic
mail to meet any deadline herein specified.

B. Whenever possible, hearings and meetings under this procedure shall be held during
working time with no loss of pay or benefits to the grievant, the designated union representative and any
necessary and required bargaining unit participants.

. There shall be no retaliation or adverse action taken against any employee who files
a grievance or participates in the grievance procedure, regardless of the outcome of the grievance.

D. Time limits referred to in this Article as “working days” shall be defined to be
Monday through Friday, exclusive of Saturdays, Sundays, formal holidays recognized by the University,
and periods when the University is officially closed for business.

E. The Union and the grievant will receive written copies of all notices and
dispositions pertaining to a grievance.

F. If a grievance affects a group of members of the bargaining unit from more than one
department, or if it arises from the actions of an authority higher than the grievant's designated
supervisor, it may initially be submitted at Step 2. In a group grievance filing, each member of the group
must be identified by name.

ARTICLE 9
DISCIPLINARY ACTION
Section |. The University shall not take disciplinary action against an employee without just cause.
Section 2. Disciplinary action will be based on an evaluation of all the facts including the nature

and extent of the violation, previous conduct and possible extenuating circumstances. The University
shall follow progressive discipline, which shall generally include: (1) first written warning; (2) second
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written warning: (3) suspension: and (4) termination.  Although the University favors progressive
discipline. nothing herein shall limit the right of the University to use any of the disciplinary steps.
consistent with requirements of just cause, for any offense that is of such a serious nature that use of
progressive discipline is not appropriate or warranted.

Section 3. Due Process.  All employees shall have the right to Union representation at all steps
of the disciplinary procedure. For pre-disciplinary meetings, the Department of Human Resources will
notify the employee, the SEIU District 1199 Executive Board Member/Chair and SEIU District 1199
Administrative Organizer with three (3} working days advance notice of the date and time of the meeting.
The written notification will state clearly and specifically the nature of the problem and the proposed
action, advise the employee of his/her right to have a Union representative present and set a date and
time for the meeting. If the date and time are not mutually agreeable, the supervisor and the
employee shall arrange another date and time not later than two (2) working days of the originally
scheduled date unless the parties agree on another date. Included with that notification will be
documentation upon which the charges against the employee are based. The SEIU District 1199
Administrative Organizer also shall have the option of participating in the meeting. The Vice President
for Business Affairs and Finance or designee shall preside at the meeting. No discipline beyond the
second written warning shall be imposed until after a disciplinary meeting, during which the employee
and her/his Union representative shall have the opportunity to refute the charges.

An employee may be placed on administrative leave pending the Administration’s investigation of alleged
misconduct. Placement on administrative leave status does not constitute disciplinary action. If no
disciplinary charges result from the investigation, the employee shall be returned to regular duty status

without loss of pay or benefits.

Section 4. Employees have the right to appeal disciplinary action through the grievance
procedure as set forth in Article 8. Employees subject to discipline, up to and including discharge, shall
receive notification of disciplinary actions in writing. All employees shall have the right to attach a
written rebuttal to all written disciplinary documents.

Section 5.  Written disciplinary documents for offenses that were subject to progressive discipline
under Section 2 above shall not be considered for purposes of discipline after eighteen (18) months from
issuance to the employee provided no further discipline for a similar infraction has occurred since that

incident.

ARTICLE 10
OBATION PERIOD

Section 1. All employees shall be considered to be on probation for a period of one (1) year from
the date of hire in a bargaining unit position. Employees promoted, transferred or displaced from
one SEIU bargaining unit position to another SEIU bargaining unit position shall not be required to serve
a probationary period. The probationary period may be extended for up to ninety (90) calendar days
beyond the expiration date of the original probationary period provided the University sends notice
of the extension to the Union prior to the expiration date of the original one year probationary

period.

An employee may be discharged for any reason during the probationary period and such discharge shall
not be subject to the grievance procedure. A temporary employee in her/his current position who
11



becomes a member of the bargaining unit after one (1) year in the same position, in accordance with
Article 2 (Recognition), shall have time spent in such position credited toward satisfying the
probationary period for the particular job involved.

Section 2. If an cmployee is discharged or quits while on probation and is later rehired, he/she
shall be considered a new employee and subject to the above provisions.

Section 3. If possible, new employees shall receive a copy of their job description upon hire.
New employees will receive training on job-related procedures and policies.

Section 4. During the probationary period, the employee shall receive at least one written
evaluation from the supervisor approximately (90) days before the end of the probationary period. The
employee’s receipt of a performance improvement plan, written disciplinary action or other written
document evidencing performance deficiencies may substitute for the written evaluation.

ARTICLE 11
PERSONNEL FILES
Section 1.  All personnel files in the University are public information. The Department of Human

Resources is responsible for the creation, maintenance and coordination of the official University
personnel files for bargaining unit employees. The official personnel file (“Personnel File”) for
each employee shall be maintained in the Department of Human Resources. Individual employees’
working files that are needed to carry out the day-to-day administrative functions of
departments/colleges may be kept in the offices of the employee's Department and/or the Dean of the
College. Upon written request, employees shall have access at reasonable times to their working files.

Section2.  To obtain access to her/his Personnel File, an employee shall make a written request
to the Vice President for Business Affairs and Finance or designee.

Section 3. Upon written request to the Vice President for Business Affairs and Finance or
designee, any employee shall be given, at no cost, a copy of any item(s) contained within the
employee's Personnel File within three (3) working days.

Section 4. If a document is to be inserted into the Personnel File and does not include in its
distribution a copy of the document for the employee, a copy of the document shall be forwarded to the
individual at the time the document is inserted in her/his file. There shall be no official disciplinary
action documents in an employee's Personnel File that he/she has not had an opportunity to review. No
anonymous letters of commendation or complaint shall be placed or maintained in an employee's
Personnel File. Electronic database storage of any employee information may substitute for and be used
in lieu of a written document specified in this Article.

Section 5. Employees have the right to add complimentary materials to their files at any time.
Section 6. An employee may attach a written response to any item in the employee's

Personnel File or working files. The employee shall send such written response to the Vice President
for Business Affairs and Finance or designee for the Personnel File, and to the appropriate administrator

for working files.
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Section 7. Any request to see an employee's file(s) must be made in writing. An employee whose
ftle has been requested by a third party shall be immediately notified in writing of the request with
the exception of a confidential request from an agency duly authorized to make said request. The request
for access shall not be complied with until one (1) working day after the notification has been given
to the employee whose file has been requested with the exception of a grand jury subpoena or other
court or law enforcement request requiring an immediate response. A member of the University’s
Human Resources office shall be present whenever any person outside of the Human Resources office
is examining a file in person. The person requesting to access a personnel file shall view it in person,

whenever possible.

Section 8. The official Personnel File for each employee will contain the following, if
available:

A.  Letter of application and all materials requested or received by the University from
persons other than the applicant in connection with the employee's original employment, including
official academic transcripts;

B.  Offer of appointment and initial date of employment; employee's contracts, letters of
continuation or letters of intent;

C. Job description(s);

D Documents relating to position classification, grade, and length of time in position;
E Documents relating to promotions, reclassifications, or transfers;
E. Documents pertaining to salary actions;
G.  Documents pertaining to the employee's professional activities and accomplishments;
H Performance evaluations and reviews;
| Information pertaining to extended leaves;
J. Disciplinary records; and
K. Information pertaining to separation from employment.
Section 9. Grievance files: Only the final written resolution, if any, of any grievance

pursuant to Article 9 (Disciplinary Actions) filed by an employee shall be included within the Personnel
File.

Section 10. If an employee disputes the accuracy, relevance, timeliness, or completeness of the
information contained in her/his Personnel File, he/she may request the Vice President for Business
Affairs and Finance or designee to investigate the current status of the information. Such request
shall be in writing and shall contain a concise statement as to why the employee believes such
information to be inaccurate, irrelevant, untimely or incomplete. Within sixty (60) days, the Vice
President or designee shall undertake such investigation and shall notify the employee of the results of
the investigation and the actions, if any, the University plans to take with respect to the disputed

13



information. The Vice President or designee shall delete any information that cannot be verified or is
found to be inaccurate.

Section 11, Other files: Nothing in this policy precludes the maintenance and retention of
individual information dealing with routine matters such as payroll records, fringe benefits, worker's
compensation records, medical information, leaves of absence, I-9, and citizenship status records.

ARTICLE 12
LABOR/MAN MENT COMMITTEE

Section I.  The Labor/Management Committee shall meet to discuss matters of mutual concern. The
meetings will be held every month for up to one and one half (1¥2) hours unless otherwise mutually
agreed. The parties shall mutually agree upon the time, date, and place of the meetings. At any time
the parties may mutually agree that there is no need for the committee to meet or conversely that more

frequent meetings are necessary.

Section 2. The Committee shall consist of not more than three (3) representatives appointed by the
Union and three (3) representatives appointed by the University. An additional University
representative, as well as the SEIU District 1199 Administrative Organizer, may participate in
Committee meetings and shall be full members of the Committee when in attendance, and each will
notify the other party when planning to attend. Meetings shall be held during normal business hours,
and all representatives who serve on the Committee shall do so without loss of pay or benefits.

Section 3. In order to call a meeting, either party must submit a written agenda describing the
topics of discussion. In the event the Committee reaches a majority decision, it shall make
recommendation(s) to the Vice President for Business Affairs and Finance or designee. Committee
recommendations neither alter the provisions of this Agreement nor constitute continued negotiations
on terms and conditions of employment.

Section 4. The Committee will request that the FMCS train the Committee in utilizing a
problem-solving approach in Labor/Management Committee meetings no later than June 30, 2015.

ARTICLE 13
PERF CE EVALUATION
Section 1. An annual evaluation of each non-probationary employee shall take place in order to

provide performance feedback to the employee, identify areas of improvement, establish goals and
objectives and afford the employee the opportunity to ask questions and make suggestions concerning
the employee’s work or career development. The evaluation may include a review of the employee’s
job description. The Human Resources Department shall notify staff of its decision to utilize
either a calendar year or fiscal year evaluation schedule.

The process and schedule for completing the performance evaluation process shall be governed by the
University’s Professional Staff Performance Evaluation Procedure.

Section 2. If an employee has been reassigned to a new supervisor within three (3) months of the
evaluation date, the new supervisor should consult with the previous supervisor in completing the
evaluation if possible. If an employee receives approximately equal supervision from more than one
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person, those supervisors shall complete the evaluation together.

Scction 3. The employee's electronic signature does not indicate agreement with the content of the
evaluation. The employee shall have the right to electronically respond to comments made on the
employee's evaluation and to have those comments attached to the evaluation and included in the

employee's official personnel file.

An employee who disagrees with his/her overall performance evaluation rating may request a review
by Human Resources. The employee must submit a written statement detailing the basis for his/her
challenge with any relevant documentation supporting the claim. Human Resources will review the
submission and take whatever remedial action may be warranted, if any. The employee’s written
statement must be submitted not later than ten (10) work days following the meeting in which the
supervisor delivers the evaluation to the employee.

The results of the performance evaluation process, including the individual and overall rating
scores and eligibility for any merit award based on the scores, shall not be subject to the grievance

and arbitration provisions of this Agreement.

Section 4. The Labor/Management Committee shall address Performance Evaluation issues that
may arise.
Section 5: Upon the employee’s request, the Union shall be provided with a copy of any

bargaining unit employee’s written Performance Improvement Plan (“PIP”) which is administered by
Human Resources. Human Resources or the supervisor shall provide the employee notice of the
closing of that PIP with a copy to the Union.

Section 6.  Peer Review of Librarians in the University Library. The administrative evaluation
of librarians in the University Library shall include a peer review component as previously established.

Section 7. Law Librarians. The administrative evaluation of Law Librarians shall be
conducted by the bargaining unit member’s supervisor as it has in the past. T wo (2) management
representatives and two (2) members of the bargaining unit in the Law Library appointed by
the Union shall explore the possibility of including peer review in the total evaluation process for Law
Librarians if requested by either the University or the Union.

Section 8. Frequency of Peer Review. Inno case shall any bargaining unit librarian be subject
to a regularly scheduled peer review in a year when a bargaining unit librarian seeks a promotion in

librarian rank.

ARTICLE 14
J0 SIFICATIONS

Section 1. New Job Classification.

A. The SEIU District 1199 Executive Board Member/Chair will be notified electronically
of the posting of any new positions in the professional staff no later than the first day of the posting
or advertising for the position. The notice shall include the relevant information related to the position.
At the Union’s request, the University and the Union shall meet and discuss the inclusion and/or
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exclusion of such position within the bargaining unit and, if within the unit, appropriateness of the salary
grade.

B. If the new position is included in the bargaining unit and the University and the Union
disagree as to the appropriateness of the salary grade, the Union can file a grievance to Step 2 of the
grievance procedure. If the matter goes to arbitration, the Arbitrator shall have the authority to establish
a new wage rate which shall be retroactive to the onset of the position, but only within the parameters
of the current professional staff job classification system and market factors.

C. If the parties disagree on the inclusion of the position in the bargaining unit, within ten
(10) University working days from the commencement of discussion but not later than fifteen (15)
working days following the posting of the position, either party may invoke proceedings with SERB
as the exclusive method of resolving the issue of inclusion or exclusion of a new position to be
included in the bargaining unit. Such a unit clarification petition to SERB shall be limited to the new
position only. If SERB determines the new position to be included in the bargaining unit, the position
shall then be reviewed for the appropriate salary grade as in Section 1. B, above,

Section 2. Official Job Description.

A, The University shall provide each employee and the Union a current copy of herhis
official job description.

B. The University will revise an employee’s job description due to significant changes
(additions or deletions) in job duties and/or responsibilities. Prior to revising the job description, the
University will consult with the affected employee. The University may add other bargaining unit
duties that are not related to the basic function and responsibility of a position. The Union and the
employee will be notified in writing as soon as possible but not less than six (6) working days in
advance of the proposed changes to a position.

C.  Within thirty (30) calendar days of an employee's initial appointment, transfer, promotion
or reclassification, the Director of Compensation or designee shall provide an official job description to
that employee.

D. Revisions in the duties of a position may result in the assignment of a position to a higher
pay grade.

Section 3. Reclassification.
A. Initiation of the reclassification review process is subject to a department/unit’s ability to

fund any potential salary increases. If the department/unit head does not have a current ability to fund a
potential salary increase resulting from the reclassification review process, the reclassification request
will be denied without further review. If no additional funding is available, the additional duties that
incurred the reclassification request will be eliminated.

B. A request for reclassification may be submitted to the Department of Human Resources
by an employee, and/or a supervisor/department head. Prior to a request for reclassification, an
employee shall be entitled to review a copy of his/her job description, the Point Factor Evaluation
System and the specific point factors for his/her position. A Reclassification Request Form must be
submitted by the employee to Human Resources and the SEIU District 1199 Executive Board
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Member/Chair.  The Request Form is available through Human Resources or at Human Resources’
web page through the University's web site. To be eligible for a reclassification review, an employce
must be performing significant additional work of a higher level and/or broader scope ol responsibility.
The duties must be a continuing and recurrent part of the employee’s job duties and not temporary or
infrequent job requirements. Ordinarily, the employee will need to perform the significant additional
duties for a period of four (4) months to be eligible for a reclassification review although that time period
may be reduced or extended to no more than six (6) months at the discretion of the Department of Human

Resources.

Once operational, audit/reclassification requests shall be submitted using the online position management
system (People Admin) rather than the form described above.

C. As part of the reclassification review process, Human Resources shall provide the
employee and the supervisor/department head with a draft of the revised job description. Within
fourteen (14) calendar days after receipt of the revised job description, the employee shall submit in
writing to Human Resources his agreement with or identify any substantive disagreements about the
job description. Following receipt, Human Resources shall review the disputed items, if any, with the
employee and/or supervisor. Unless subject to an agreed extension or waiver of time limits, an
employee’s failure to respond within fourteen (14) calendar days shall constitute a withdrawal of the
reclassification review request in which case Section 3.F. below shall apply.

D. Human Resources will issue a written decision on the request to the employee, the
SEIU District 1199 Executive Board Member/Chair and the supervisor/department head within ninety
(90) calendar days of receipt of the request. The written decision will include a written rationale for
the decision and quote the contractual time limit for an appeal. The employee’s job grading scores
and point totals before and after the reclassification request shall be available to the employee upon
request. The affected employee and/or the supervisor/department head may submit an appeal. A
written appeal must be submitted to the SEIU District 1199 Executive Board Member/Chair and the
Director of Compensation for review within ten (10) University working days of the employee's receipt
of the Human Resources' written decision. The appeal review process is limited to the
salary grade determination. The Director of Compensation will immediately forward the
appeal to the Union/Management Reclassification Review Committee (hereinafter the
“Reclassification Review Committee™”) which shall review the reclassification and make its decision
within thirty (30) calendar days after the receipt of the appeal. A written decision and rationale shall
be forwarded to the employee, the SEIU District 1199 Executive Board Member/Chair and the
Administrative Organizer, the supervisor/department head, and Human Resources within that time
period. Prior to convening, the members of the Reclassification Review Committee will be provided
with the employee’s job grading scores and point totals before and after the reclassification request, and
the scores of other positions Human Resources utilized in its analysis, if any.

1. The Reclassification Review Committee shall consist of two (2) Union and
two (2) Management appointees who shall be voting members of the Committee. The Reclassification
Review Committee will also consist of one (1) alternate for each side who shall participate in the
place of a regular member as needed. If a Reclassification Review Committee member is from
the same department as the appealing employee, he will not participate in the Committee proceedings
and will be replaced on the Committee by an alternate member.
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2. The decision of Human Resources shall be affirmed by the Reclassification

Review Committee unless the employee can prove there is no rational basis for the reclassification
determination and that the determination was arbitrary and capricious.

3. A majority decision of the Reclassification Review Committce shall be final
and binding upon the employee, the Union and the University. If the Reclassification Review
Committee is unable to reach a decision by a majority vote, the appeal shall be considered denied and
that result will be final and binding upon the employee, the Union and the University.

E. The same position may be submitted for review no more than once in any twelve (12)
month period by the same incumbent and/or his/her supervisor/department head. This twelve (12) month
period begins with the first submission of a request.

F, Time limits addressed within this Article may be extended or waived with the mutual
consent of the parties.

G. An employee promoted to a position in a higher salary grade will receive the salary
adjustment effective on the first day in the new position. An employee who is reclassified to a higher
salary grade or whose duties and/or responsibilities significantly increase but whose points do not result
in a reclassification to a higher grade will receive a salary adjustment retroactive to the beginning of
the pay period following the date the reclassification request is received in Human Resources.

H. Salary changes resulting from a reclassification are addressed in Article 16, Salary,
Section 6.
ARTICLE 15
H OF WORK

Section 1. This Article is in accordance with the Fair Labor Standards Act (FLSA).

Full-time FLSA —overtime exempt professional employees: are employed on a salaried basis. The full-
time job assignment normally requires forty (40) hours per week, assigned according to the operational
needs of the department. FLSA-exempt/salaried professional employees may be expected or assigned to
work more than forty (40) hours in a given week if necessary to complete the responsibilities of the
department. These employees are not eligible to receive overtime pay; however, the supervisor may
allow for a temporary work schedule adjustment. Additionally, for hours worked in excess of forty eight
(48) in a work week, employees may earn compensatory time hour per hour. An employee requesting to
earn compensatory time must submit a written request to the supervisor in advance of working the

overtime.

Part-time FLSA-overtime exempt professional employees: The part-time job assignment is between

twenty (20) to thrity-nine (39) hours per week, assigned according to the funding sources, and
operational needs of the department. These employees are not eligible to receive overtime pay;
however, the supervisor may allow for a temporary work schedule adjustment. Additionally, for hours
worked in excess of forty eight (48) in a work week, employees may earn compensatory time hour per
hour. An employee requesting to earn compensatory time must submit a written request to the
supervisor in advance of working the overtime.
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Full-time FLSA —non-cxempt professional employees: are employed on an hourly basis. The full-time
job assignment normally requires forty (40) hours per week, assigned according to the operational necds
of the department. In accordance with FLSA, ull hours in active pay status in excess of forty (40) hours
in any onc work week (Sunday through Saturday) shall be paid at the rate of time and one-half (1-1/2)
the employee’s regular rate of pay or in the form of compensatory time. The selection of compensatory
time, overtime premium pay or schedule adjustment shall be determined by the employee’s supervisor
based on the operational needs of the department.

Part-time FLSA-non-exempt professional employees: are employed on an hourly basis. The part-time
job assignment is between twenty (20) to thirty-nine (39) hours per week, assigned according to the
funding sources, and operational needs of the department. All hours in active pay status worked in
excess of the “normal schedule™ shall be paid at straight time or compensatory time on an hour for hour
basis in increments of .5 hours. All hours in active pay status in excess of forty (40) hours in any one
work week (Sunday through Saturday) shall be paid at the rate of time and one-half (1-1/2) the
employee’s regular rate of pay or in the form of compensatory time. The selection of compensatory
time, overtime premium pay or schedule adjustment shall be determined by the employee’s supervisor
based on the operational needs of the department.

Section 2. Adjustment of work schedules under this Article may be considered when:
A. The affected employee customarily works more than forty (40) hours, or more than

five (5) eight hour days in a normal work week; and

B. The department or college can reasonably accommodate flexible work schedules without
interference or disruption of normal operations.

& Nothing shall preclude an informal arrangement between the employee and supervisor
for a flexible work schedule.

D. Notwithstanding the foregoing, the University may choose to offer to particular
employee(s) or classification(s) a flexible work schedule or other creative scheduling patterns that
may assist in staff recruitment and/or retention. In implementation of a flexible work schedule, the
University may permit a full-time overtime exempt employee(s) to work fewer than forty (40) hours in
a week and more than forty hours in the other week within the same period. In such instances,
employee(s) permitted a flexible schedule will be eligible for compensatory time only after ninety six
(96) hours in a pay period.

E. Subject to the operational needs of the University, a supervisor may approve an
employee’s request for flextime (which may include trading shifts, where applicable) to be used for pre-
scheduled medical appointment(s). In such case, the supervisor may request verification of the
employee's attendance at the medical appointment.

Section3.  On-Call. Employees who are required to respond to an on-call communication due to an
operational emergency shall earn compensatory time in .5 hour increments.

Section4. FLSA-exempt/salaried professional employees who work less than forty (40) hours in
any workweek shall not have their salary docked; but their accumulated compensatory time, if any,
accrued sick time when appropriate and accrued vacation may be docked accordingly. In the event a

19



professional member has no accrued compensatory, sick or vacation time. he/she may have his /her pay
docked for full workday absences.

Section 5.

A. Compensatory time under this Article shall be accumulated on an “hour for hour™
basis in increments of .5 hours.

B. Any compensatory time accumulated under this Article must be used within one
(1) year of the week it is earned or the time will be forfeited.

Any compensatory time accumulated by FLSA non-exempt/hourly employees under this Article
must be used within one (1) year of the week it is earned or it will be paid.

C. The use of compensatory time shall be scheduled by mutual agreement between the
employee and supervisor, with the supervisor's assent not being unreasonably withheld. However,
compensatory time off shall not interfere with or impede normal departmental operations. The
University may require the use of earned compensatory time prior to use of accrued vacation time.
However, this would not apply when an employee’s vacation balance is greater than 200 hours, to ensure
the employee avoids losing vacation hours due to the maximum annual vacation leave carry-over (240

hours).

Section 6. Lunch Break. Employees scheduled to work (8) or more hours in a workday shall be
entitled to one (1) hour unpaid break during their workday. The scheduling of this break shall be
consistent with the operational needs of the department. Employees are not authorized to work during
this break, unless supervisory approval is obtained in advance, and/or it is mutually agreed upon
between the employee and supervisor.

Section 7. Schedule Changes. In the event it becomes necessary to change a regular work
schedule, the affected employee(s) will be notified at least two (2) weeks in advance of the change

except in emergencies.

ARTICLE 16

SALARY

Section 1. Salary Pool

1. The total salary pool for wage increases effective July 1, 2014 is 2.0% allocated as an across-the-
board base salary increase as described in Section 2.

The total salary pool for wage increases effective July 1, 2015 is 2.5% divided between across-
the-board and merit pay base salary increases as described in Sections 2 and 3.

The total salary pool for wage increases effective July 1, 2016 is 2.5% divided between across-
the-board and merit pay base salary increases as described in Sections 2 and 3.

]

wd

General eligibility requirements for across-the-board and merit pay base salary increases are as follows:
A. To be eligible for an across-the-board increase, the employee must have completed three

(3) months continuous employment in a permanent or funds available status position. To
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Section 2. Across-The-Board Base Salary Increase

I~

be eligible for a merit increase. the employee must have completed six (6) months
continuous employment in a permanent or funds available status position.

B. The employee must be employed by the University at the time of disbursement of the
across-the-board and merit pay base salary increases.

Effective July |, 2014, employees with a continuous employment date on or before April I, 2014,
shall receive a 2.0% across-the-board base salary increase.

A. Effective July 1, 2014, the salary range for each salary grade effective October 1, 2013,
shall be increased upward by the across-the-board increase percentage 2.0% as shown in Appendix
B for non-technology positions and Appendix C for technology positions, and employees whose
salaries are below the new range shall have their salaries adjusted to the minimum of the
appropriate salary grade prior to the application of any other salary increases.

B. Employees whose salaries exceed the maximum of their grade (redlined) shall receive
their 2.0% across-the-board increase in the form of a lump sum payment to be paid at the end of
the fiscal year. If the employee leaves employment with the University during the fiscal year, s/he
will be paid that portion of the lump sum for the period in which sfhe was in active pay status. If a
portion of the increase is above the maximum of the salary grade, that portion shall be paid in a
lump sum at the end of the fiscal year.

Effective July 1, 2015, employees with a continuous employment date on or before April 1, 2015,
shall receive a 1.5% across-the-board base salary increase.

A. Effective July 1, 2015, the salary range for each salary grade effective July 1, 2014,
shall be increased upward by 1.5% as shown in Appendix D for non-technology positions and
Appendix E for technology positions, and employees whose salaries are below the new range shall
have their salaries adjusted to the minimum of the appropriate salary grade prior to the application
of any other salary increases.

B. Employees whose salaries exceed the maximum of their grade (redlined) shall receive
their across-the-board increase percentage 1.5% increase in the form of a lump sum payment to be
paid at the end of the fiscal year. If the employee leaves employment with the University during
the fiscal year, s/he will be paid that portion of the lump sum for the period in which s/he was in
active pay status. If a portion of their increase is above the maximum of their salary grade, that
portion shall be paid in a lump sum at the end of the fiscal year.

Effective July 1, 2016, employees with a continuous employment date on or before April 1, 2016,
shall receive a 1.5% across-the-board base salary increase.

A. Effective July 1, 2016, the salary range for each salary grade effective July 1, 2015,
shall be increased upward by 1.5% as shown in Appendix F for non-technology positions and
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Appendix G for technology positions. and employees whose salaries are below the new range shall
have their salaries adjusted to the minimum of the appropriate salary grade prior to the application
ol any other salary increases.

B. Employees whose salaries exceed the maximum of their grade (redlined) shall receive
their across-the-board 1.5% increase in the form of a lump sum payment to be paid at the end of
the fiscal year. If the employee lcaves employment with the University during the fiscal year, s/he
will be paid that portion of the lump sum for the period in which s/he was in active pay status. If
a portion of their increase is above the maximum of their salary grade, that portion shall be paid in
a lump sum at the end of the fiscal year.

Section 3. Merit Pay Salary Increase

1. Effective November [, 2015, the University shall provide 1.0% of total base Fiscal Year 2016
bargaining unit salaries for a merit pay base salary increase.
2. Effective November 1, 2016, the University shall provide 1.0% of total base Fiscal Year 2017

bargaining unit salaries for a merit pay base salary increase.

A. Special Eligibility Requirements

Bargaining unit employees must have completed at least six (6) months of employment in a professional
staff permanent or funds available status position to be eligible for a performance adjustment. Employees
must be hired by January | to be eligible for a performance adjustment effective November | of the same

year.

o A completed performance review covering the relevant performance review period must be

approved and on file with Human Resources.
o The performance evaluation must contain an overall rating of “Outstanding™ or “Exceeds
Expectations” for an employee to be eligible for a merit pay base salary increase.

B. Merit Plan specifics

All eligible bargaining unit employees will receive an across-the-board salary adjustment. Thereafter,
any merit pay award will be added to an eligible employee’s base salary. The amount of the adjustment
will be based on sustained meritorious performance as reflected in the performance evaluation.

In a case where application of the merit increase results in the salary exceeding the maximum of the
grade (redlined), the employee shall receive the merit increase in the form of a lump sum payment.

¥

o Fiscal Year 2016 - The total amount of salary increases for employees with an “Outstanding’
or “Exceeds Expectations” ratings cannot exceed an amount equal to 1.0% of total base
Fiscal Year 2016 bargaining unit salaries.

o

o Fiscal Year 2017 - The total amount of salary increases for employees with an “Outstanding’
or “Exceeds Expectations” ratings cannot exceed an amount equal 1.0% of total base Fiscal
Year 2017 bargaining unit salaries.
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o Each rating category will have a flat dollar award amount which will be calculated
accordingly, based on the ratings distribution. Employees with an “Ouistanding™ or
“Exceeds Expectations™ rating will have the corresponding flat dollar amount added to their
base salary. These flat dollar adjustments will be prorated buased on each employee’s FTE.

Section 4. Technology Positions. Positions that are compensated under the Technology Scales in
Appendix C Appendix E, and Appendix F are listed in Appendix H.

Section 5. Lateral Changes in Position. A lateral move is defined as the movement from one position to
another in the same salary grade. In such cases, the employee’s salary remains the same, unless the new
position meets the criteria for an in-grade promotion.

Section 6. Pay upon Promotion or Reclassification.

A. Promotions are defined as advancement to a job with greater duties and responsibilities in the
same grade (in-grade promotion) or a higher salary grade, where the degree of skill, effort and
responsibility is significantly greater than the employee’s previous position.

Upon promotion, an employee will receive a salary adjustment effective the date of promotion
to the new position. The promotional adjustment is an increase of not less than 3% in base
pay, but not less than the minimum of the new salary range, which is greater. The award (and
amount) of any increase beyond 3% or salary grade minimum shall be at the discretion of
administration and shall not be grievable.

When a position is reclassified and an upward change in grade or an in-grade promotion is the
final result, the current salary of the incumbent will be adjusted in accordance with the

guidelines governing promotional increases.

If the reclassification is due to a decrease in responsibilities and the position moves to a lower
salary grade, the policy for demotion (Article 16, Section 7) will be followed.

B. Anemployee promoted to a position in a higher salary grade will receive the salary adjustment
effective on the first day in the new position. An employee who is reclassified or who receives
an in-grade promotion will receive the salary adjustment retroactive to the beginning of the
pay period following the date the reclassification request is received in Human Resources.

Section 7. If an employee is involuntarily demoted to a position in a salary grade lower than the one
currently held, and if the employee’s current salary is above the maximum of the lower position’s salary
range, then the employee’s salary will be reduced to the maximum of the lower salary grade’s range,
effective on the first day in the position. Otherwise, the employee’s salary will remain the same. The move
to a lower salary grade will not affect the employee’s entitlement to any other increases in compensation
that may be applicable.
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If an employee applics for and receives a position in a salary grade lower than the one currently held. the
employee’s salary shall be decreased to the maximum of the new salary grade. An employee’s new salary
cannot exceed the amount the department has budgeted for the position. The move to a lower salary grade
will not affect the employee’s entitlement (o any other increases in compensation that may be applicable.

Section 8. Market Adjustments. In order to maintain market competitiveness or to aid in the recruitment
or retention of employees, it may be necessary for the University to adjust salaries. Such adjustments
will be based on survey data or other facts documenting the threat to retention or inability to recruit at
current salary levels. The University shall provide the SEIU District 1199 Executive Board
Member/Chair or designee with supporting documentation prior to the effective date of the market
adjustments. The award (and amount) of any market adjustments shall be at the discretion of
administration and shall not be grievable.

Section 9. Equity Adjustments. An equity adjustment is a special salary action to correct an inequity
that cannot be corrected within the normal salary guidelines. This adjustment is used to react to sudden

shifts in the competitive market where the hiring rate of a new candidate may cause an internal inequity.
Consequently, an adjustment may be applied to individual bargaining unit members or a specific
classification affected by the inequity. The University shall provide the SEIU District 1199 Executive
Board Member/Chair or designee with supporting documentation prior to the effective date of the
equity adjustments. The award (and amount) of any equity adjustments shall be at the discretion of
administration and shall not be grievable.

Section 10. Additional Compensation.

A. Compensation is permitted for additional professional services that are offered or required by
the University.

B. All such services and participation shall be in addition to and exclusive of the regularly assigned
duties and responsibilities performed by the employee and as described in the current job description of

record.

C. No employee may receive additional compensation if the additional services occur in what
would be defined and/or perceived as falling within the employee’s regularly scheduled working hours,
unless the employee requests and is granted the use of overtime, if eligible, flexible scheduling,
compensatory time, vacation time, or leave without pay. Prior to any agreements to perform additional
duties, the scope of work and amount of compensation must be approved by the Director of Compensation

or designee.
D. Compensation.

1. Summer Teaching. Full-time, 9, and 10 month contract employees who do not have a
regular summer and/or intersession teaching assignment as part of their official job duties may
teach a summer and/or intersession course(s) and shall be compensated at the department or college
rate applicable to adjunct instructors. Full-time, 12-month professional staff members who have
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a summer and/or intersession teaching assignment as part of their regular job duties and who accept
an overload course(s) shall be paid for the overload course(s) at the department or college rate
applicable to adjunct instructors. A department or college retains the sole discretion to pay an
amount in excess of the adjunct rate tor summer and/or intersession teaching based on factors such
as special qualifications, experience and prior teaching performance.

2. Employees may teach course(s) in either their home department or in another department
at the University, up to a maximum of six (6) credit hours per semester beyond their regular
teaching assignment for any given semesler, except summer and intersession and shall be
compensated at the department or coliege rate applicable to adjunct instructors. Such assignment(s)
is considered an overload, and requires that the home department be informed and approve of the
additional assignment(s). Such approval shall be subject to the operational needs of the home
department and shall not be unreasonably withheld. The department administrator’s decision shall

not be grievable.

3. In all circumstances and at all times, an employee may choose not to accept the overload
course(s).

4. Employees may provide services (other than teaching a courses) beyond their 40-hour
week in either their home department or in another department at the University that are not
functionally related to the requirements of their regular positions and shall be paid at the rate
determined by the Director of Compensation, in consultation with the department administrator in
the department where the service(s) is performed. Such assignment(s) requires that the home
department be informed and approve of the additional assignment(s). Such approval shall be
subject to the operational needs of the home department and shall not be unreasonably withheld.
The department administrator’s decision shall not be grievable.

Section 11. Librarians.

A. There are four (4) job ranks for University Library Librarians and Law Librarians: Assistant

Librarian (salary grade 6), Senior Assistant Librarian (salary grade 6), Associate Librarian (salary grade
7), and Librarian (salary grade 8). These ranks are described in Appendix I, Procedure and Qualifications
for Appointment and Promotion of Bargaining Unit Librarians in Rank.

B. Librarians shall be assigned a salary grade based upon their librarian rank as described in

Section 11.A., above, and Appendix I, Procedure and Qualifications for Appointment and Promotion of
Bargaining Unit Librarians in Rank. The base salary of librarians receiving a promotion in librarian rank
will be augmented according to the following schedule, after the addition of any other negotiated base

salary increases:

1. Assistant Librarian (salary grade 6) to Sr. Assistant Librarian (salary grade 6): $3,000

2. Sr. Assistant Librarian (salary grade 6) to Associate Librarian (salary grade 7): $4,200
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3. Associate Librarian (salary grade 7) to Librarian (salary grade 8): $6,000

C. In October of any year, Assistant Librarians. Senior Assistant Librarians, and Associate
Librarians may apply for promotion to the next higher rank in accordance with the procedures outlined in
Appendix . Librarians are also eligible to apply for promotions, reclassifications and in-grade promotions
in accordance with Article [4 of this Agreement.

D. Librarian Rank and Salary Grade: Librarians at the librarian rank of Assistant Librarian and
Senior Assistant Librarian are placed at Salary Grade 6; librarians at the librarian rank of Associate
Librarian are placed at Salary Grade 7; librarians at the librarian rank of Librarian are placed at Salary
Grade 8. As a result of a reclassification, the salary grade of a librarian may be higher than the grade of
the corresponding librarian rank. When a librarian at a salary grade higher than the grade of the
corresponding librarian rank receives a promotion to the next librarian rank, the librarian receives the
monetary award specified in Article 16, Section 11.B., above, but retains the current salary grade.

Section 12. The University shall notify employees of all applicable changes in wages, including retroactive
pay, by year.

ARTICLE 17
SURANCE
Section 1. The University will make available to eligible full time employees and Group I and II

part time employees, pursuant to Article 18, with an appointment of six (6) months or longer a
comprehensive program of employee health benefits including medical, prescription drug, dental, vision
and long-term disability coverage and an employee assistance plan.

The University will extend medical, prescription drug, dental, vision coverage and the employee
assistance plan benefits equivalent to those provided to the spouses of employees to the registered same-
sex domestic partners of bargaining unit employees who have filed an “Affidavit of Domestic
Partnership™ with the Department of Human Resources. The granting of such benefits by the University
must be consistent with all other provisions and limitations of this Agreement and with applicable laws

and regulations.

A. Employee Premium Contributions

During the term of this agreement, the total cumulative amount of employee premium contributions for
the medical, prescription drug, dental, vision and long-term disability plans will not exceed twenty
percent (20%) of the total cumulative cost of those plans. The total cumulative cost of the medical,
prescription drug, dental and vision plans will be established by the University at the beginning of each
plan year - the July 1, 2015 through June 30, 2016 and July 1, 2016 through June 30, 2017 benefit plan
years respectively -- based on the full premium rates (or for self-insured plans rates equivalent to a fully
insured rate, e.g. the COBRA rate) for each plan added together. The University will determine the
amount, allocation and differentiation of employee premium contributions among its various health plan
offerings (medical, prescription drug, dental and vision plans) for each plan year: July 1, 2015 through
June 30, 2016 and July 1, 2016 through June 30, 2017 respectively.
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B. Level of Benefit

During the term of this agreement, the level of benefit of the University s medical, prescription drug,
dental and vision plans shall be maintained at a cumulative value of not less than ninety percent (90% )
of the cumulative valuc of those plans as of July I, 2014. The cost of these plans will be determined by
the University prior to the start of each plan year -- July 1, 2015 through June 30, 2016 and July 1, 2016
through June 30, 2017 respectively -- based on the premiums for fully insured plans (or for self-insured
plans rates equivalent to fully insured rates, e.g. COBRA rates) if available, the claims experience of
each plan, enrollment, and fixed costs during the most recent 12 month period and projected forward
with generally-accepted health care inflation assumptions to the next benefit plan year. The University
will determine the plan design and resulting level of benefit of its various health plan offerings (medical,
prescription drug, dental and vision plans) for each plan year: July 1, 2015 through June 30, 2016 and
July 1, 2016 through June 30, 2017 respectively.

Prior to determining the amount, allocation and differentiation of full time and part time employee
remium contributions and changes in plan design and level of benefit of its various health plan offerings
(medical, prescription drug, dental and vision plans), the University will confer with and consider the
recommendations of the labor-management healthcare committee.

C. Wellness Incentives

The University will provide financial support for a comprehensive wellness program which supports the
engagement of faculty, staff and their families in establishing a sustainable culture of wellness on
campus.

The University will continue to offer incentives for employees enrolled in the medical benefit plans
based on wellness program participation and established individual wellness program outcomes.

D. Other

Prior to the open enrollment period for the July 1, 2015 through June 30, 2016 plan year, the University
will confer with and consider the recommendations of the labor-management healthcare committee, if
any, regarding equitable methods for the allocation of employee premium contributions for the medical

benefit plans that encourage healthy behaviors.

Section 2.

A. The University shall maintain the University-wide Health Care Committee for the purposes as
outlined in the Collective Bargaining Agreement between the University and the AAUP. The Health
Care Committee should conclude its research and provide recommendations on or before February 1st of
each year to allow adequate time for any proposed changes in health insurance benefits to be
implemented the following July Ist. Union participation in the Health Care Committee shall not be
construed to be a waiver of the Union's right to negotiate with respect to changes, if any, in health
insurance benefits as provided for in this Agreement.
B. Should the Health Care Committee determine to recommend modification, deletion or
replacement of any of the University's health insurance benefits, such recommendations will be subject
to joint negotiations between the Unions representing University employees (the SEIU, the AAUP, the
CWA and the FOP, “the Unions™) and the University. Any tentative agreements reached between the
parties will be subject to approval by the Union.
C. District 1199 reserves the right to negotiate issues not covered in the joint agreement between the
Unions as they apply to its Collective Bargaining Agreement and constituencies.
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D. Cost increases should encourage efficient and reasonable use of health care and promote
wellness (i.e., as in gencric substitutes, mail-order prescriptions, and preventive care). The University
will endeavor. within budgetary constraints, to educate the employees about these matters. The Health
Care Committec may assist the University in the development, content and format of programs that
address these issues.

Section 3. Full-time employeces who elect to waive medical coverage shall receive an annual payment
ol $1,200.00 within thirty (30) calendar days of the end of the plan year. Effective July 1, 2016, the
laxable cash waiver option shall not be available to employees who are not then participants. For the term
of this agreement, employees receiving the taxable cash waiver option payment as of July 1, 2016 will be
grandfathered and will continue to be eligible for the waiver payment, while waiving coverage. The
employee must provide proof of coverage from another source. The election must be made in writing to
the Director of Benefits during the annual open enrollment period. An employee who elects no medical
insurance coverage subsequently may elect to participate in the insurance plan during that year, subject to
the rules of the carrier, if the employee has had a change in status as defined by Section 125 of the Internal
Revenue Code. Upon election to participate in coverage, the employee waives eligibility for the annual

cash payment.
Section 4. Life Insurance.

A. The University shall provide full-time employees and Group I part-time employees the following
life insurance coverages:

1. Basic group term life insurance coverage equal to two (2) times the base annual
salary, subject to a minimum coverage level of $10,000 and a maximum coverage level of $150,000, and
an equal amount of Basic Accidental Death and Dismemberment insurance. All benefit provisions are
subject to the terms and conditions set forth in the Plan Certificates.

2. Business Travel Accident Insurance, which contains the following benefits:

a. Repatriation Benefit.

b. Family Transportation Benefit.

C: Business Travel Accident Benefit for an amount equal to two (2) times base salary,

subject to a maximum coverage level of $500,000.

All benefit provisions are subject to the terms and conditions set forth in the Plan Certificates.

B. The University will provide the option for full time and Group I part-time employees to
purchase, on an after-tax basis, voluntary group term life insurance for themselves, for their spouses, and
for their eligible dependent children. Group II part-time employees may purchase voluntary group term
life insurance for themselves up to a maximum of $150,000. All benefit provisions are subject to the

terms and conditions set forth in the Plan Certificates.

Section 5. Flexible Spending Accounts (FSA). The University will make available to full time and
Group I part-time employees Medical Flexible Spending and Dependent Daycare Spending Accounts at

the allowable per annum limit set by the plan document pursuant to Internal Revenue Code Section 125,
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which allow employees 1o set aside funds on a pre-tax basis to pay eligible unreimbursed medical and
dependent care expenses during the plan year,

Section 6. Long Term Disability Insurance. The University shall continue to provide a disability
insurance plan fully paid by the University. After a 90-day waiting period, the plan pays up to 60% of an
employee's base salary, up to a maximum of $5,000 per month, if the employee is unable to work due to
injury or illness. These benefits are reduced by any amount received from PERS, STRS and Social
Security. All benefit provisions are subject to the terms and conditions sct forth in the Plan Certificate.

Section 7. Health Care Reform: During the term of this Agreement, the parties reserve the right to require
bargaining over the impact of health care reform regulation on the University’s various health benefit

plans.

ARTICLE 18
PART- EMPLOYEES

Section 1.  Definition of Part-time Employee for Benefits Eligibility. For purposes of this Article,
a part-time employee is defined as an employee with an appointment of six months or longer in a
permanent or funds available position. A Group I part-time employee regularly works at least thirty
(30) but less than forty (40) hours per week (75% to 99% full-time equivalency). A Group I part-time
employee regularly works at least twenty (20) hours but less than thirty (30) hours per week (50%-74%

full-time equivalency).

Section 2. Benefits Eligibility: Part-Time Employees

A. Group I: Eligible Group I part-time employees shall pay 25% of the total
premium cost for single and family coverage for the medical, dental and basic vision plan coverage in

which they enroll.

Eligible Group I part-time employees who elect to waive health insurance coverage and elect
the taxable cash waiver option. Such employees shall receive an annual payment of up to
$900.00 { pro-rated to the time of election within the plan year} subject to the provisions and limitations
of Article 17 applicable to the full-time employee taxable cash waiver option.

Effective July 1, 2016, the taxable cash waiver option shall not be available to employees who are
not then participants. For the term of this agreement, employees receiving the taxable cash waiver option
payment as of July 1, 2016 will be grandfathered and will continue to be eligible for the waiver payment,

while waiving coverage.

Part-time employees who choose to enroll in the Opt-up vision plan will pay the
difference between the amount the University pays for part-time employees for the basic vision plan
and the total premium cost of the Opt-up vision plan.

The University shall pay 100% of the premium cost for basic life, basic accidental death and
dismemberment and long term disability coverage for these part-time employees.
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In addition. Group I part-time employecs may also enroll in the following benefits plans:

k. Medical Flexible Spending Account
2 Dependent Daycare Flexible Spending Account Plan
3. Voluntary Group Life Insurance
Group I part-time employees who choose to enroll in these plans will pay the full cost for their
participation.

B. Group II: Group II part-time employees may enroll in the following benefit plans:

Ly Single and Family Health Care Coverage (Exclusive Provider Option Plan only) if and
when available

2. Medical Flexible Spending Account

3. Dependent Daycare Flexible Spending Account Plan

4 Voluntary Group Life Insurance for the employee only up to $150,000 maximum

Group II part-time employees who choose to enroll in these plans will pay the full cost for
their participation.

ARTICLE 19

PAY CYCLES.
AND VOLUNT EMENT SAVINGS PLAN

Section . Pay Frequency. Non-exempt hourly employees are paid on a bi-weekly cycle. Exempt
salaried employees on a nine-month academic year may elect to be paid in twenty-four (24) or
eighteen (18) equal installments. Exempt salaried employees on a ten-month academic year may
elect to be paid in twenty-four (24) or twenty (20) equal installments. Exempt salaried twelve (12)
month employees are paid in twenty-four (24) equal installments. Paychecks shall be deposited directly
into an employee's bank or credit union account or the payroll card system. The University reserves the
right to change the current payroll cycles, and shall inform the Union, in writing, at least thirty (30)

calendar days prior to such change.

Section 2. YVoluntary Retirement Savings Plans.

A.  403(b) Retirement Savings Plan: The University sponsors a 403(b) Retirement Savings Plan for
all employees. An employee may participate in the 403(b) savings plan by authorizing the University
to make reduction from each paycheck. The University remits the contributions to the University
approved investment provider designated by the employee. Employees may select and contribute to
one approved provider at a time and may change the provider at any time during the year at their
own discretion, subject to the rules and regulations of the carriers, the University and the Internal
Revenue Code. The University will select and retain investment providers according to Chio
legislation, University procedures and the 403(b) plan document.

B.  457(b) Voluntary Deferred Compensation Program: The University offers a voluntary 457(b)
deferred compensation retirement savings program through Ohio Public Employees Deferred
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Compensation.  Employees may participate by contacting Ohio Public Employees Deferred
Compensation o establish an account and indicate reductions from eligible payroll carnings. The
University will process and remit reductions from payroll in accordance with Ohio Public Employees
Deferred Compensation’s direction and Internal Revenue Code requirements.

Section 3. Retirement Plan Participation.  All employees of the University are covered by the
provisions of the Ohio Revised Code and participate in the Ohio Public Employee Retirement System

(OPERS), the State Teachers' Retirement System (STRS) or, if eligible, an Alternative Retirement Plan
(ARP). The University and the Union agree to abide by any and all rules and regulations now in
effect or subsequently enacted by State of Ohio legislation, OPERS, STRS and the Alternative
Retirement Plan documents. The University shall pick up the OPERS, STRS and ARP contributions

for each employee on a pre-tax basis.

Section 4. Purchase of Past Service Credit (OPERS/STRS). Employees may purchase eligible past
service credit through payroll deduction for STRS or OPERS on either an after-tax or pre-tax basis,
according to the employee's election, and subject to the rules of STRS or OPERS and the Internal

Revenue Code.

ARTICLE 20
HOLIDAY OBSERVANCE

Section 1. Holidays. Employees are entitled to ten (10) paid holidays. They are:

New Year's Day Martin Luther King Day
Presidents' Day Memorial Day
Independence Day Labor Day

Columbus Day Veterans' Day
Thanksgiving Day Christmas Day

The Administration may establish alternative days of observance for the following holidays:

Martin Luther King Day Presidents' Day
Columbus Day

Section 2. Payment. Holiday pay is defined as straight time payment for a holiday whether
worked or not. Holiday pay is included in calculations of active pay status. All full- time employees
shall receive eight (8) hours of holiday pay for the holidays in Section 1 above. Pay shall be prorated
for part-time employees. Part-time employees shall be paid for the number of hours they would

normally be scheduled to work on the holiday.

Section 3. Employees who are required to report to work on holidays will be paid at the rate of one
and one half (1 '2) times the regular rate of pay for all hours worked in addition to the holiday pay.
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ARTICLE 21
VACATION LEAVE

Section . Vacation Leave. Full-time employees earn vacation leave at the rate of 1.83 days
a month or a total of twenty-two (22) workdays per year, prorated for the nine month or ten month
academic year. Employees appointed to a part-time position of one-half time or more will earn vacation

leave on a prorated basis.

Full-time employees on a nine month or ten month academic year who are issued a supplemental
summer contract are not required to use vacation during the summer semester.

Section 2. Scheduling. Vacation leave shall be available to employees to the extent earned.
Employees shall schedule their vacations after consultation with and approval by their supervisor.
Whenever possible, vacation shall be scheduled at the preference of the employee.

Section3.  Holidays. When a holiday occurs during vacation leave, employees receive holiday
pay in accordance with Article 20, (Holiday Observance), for the holiday; the pay is not charged to

vacation leave.

Section 4. Maximum Accumulation. Vacation leave accumulation may not exceed 44 days
at any time within a fiscal year. During the last pay period in June each year, employees may carry
over a maximum of thirty (30) days (240 hours) of accumulated vacation leave to the next fiscal year.
The Vice President for Business Affairs and Finance or designee may grant exceptions to the vacation
leave carryover limitation at his/her discretion.

Upon termination of employment, employees are entitled to pay for up to a maximum of twenty- two
(22) days.

Section 5. Notice. An employee's accumulated vacation time appears on the employee’s paystub
which is available via the online employee self-service website.

Section 6. Professional Staff Employees Who Teach and are on an Academic Year Work Schedule.
Full-time professional staff employees who teach and are academic year employees will not be eligible
to earn and accrue vacation leave. Such employees are expected to be in attendance during the
academic year to perform teaching and/or other appropriate academic duties in accord with established

requirements of the University.

ARTICLE 22
PAID LEAVES
Section 1. Sick Leave.  Sick leave with pay is a benefit available during absence due to

personal illness; injury; medical confinement or disability; medical, dental or optical examinations; for

the illness of or medical attention for a member of the immediate family; to cover a period of

quarantine required by exposure to a contagious disease; to cover absences for unanticipated personal

emergencies; or for the death of a member of the immediate family of the employee.  For purposes

of this Article, immediate family includes mother, father, brother, sister, spouse, registered same-
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sex domestic partner, daughter, son. mother-in-law, father-in-law, brother-in-law. sister-in-law,
daughter-in-law, son-in-law, grandparent, grandchild, stepparents, step children, dependents of
registered same-sex domestic partner, legal guardian, or other person who stands in place of a parent.

A. Accrual. Sick leave will accumulate at the rate of 1.25 days (ten hours) for each
month of service, without limit, and including periods of vacation and sick and other paid leave.
Sick leave accumulation is pro-rated for nine and ten month academic year appointments. Employees
on less than full-time status shall receive sick leave credits proportionate to the percent of time
or hours worked as compared to full-time employees.

B. Notification and Certification. For planned absences, consistent with Section
| of this Article, the employee must notify the appropriate supervisor and gain prior approval. For
unanticipated absences consistent with Section 1 of this Article, sick leave with pay shall be granted,
provided the employee has reported the absence to the office of the department chairperson or supervisor
prior to the beginning of duty, or as soon as practicable, except in case of an emergency. Employees
failing to comply with sick leave notification procedures or who abuse sick leave shall be subject to

discipline.

The University reserves the right to require medical certification, or in the case of a non-medical
unanticipated emergency, other appropriate documentation, in cases of planned or unanticipated absence
and prolonged or repeated absence. The University ordinarily will not require such a certificate or
other documentation in the case of absence of less than three (3) days' duration. The University may
also require medical certification as evidence of the employee's fitness to return to work.

C. Transfers/Other Public Service. If an employee transfers from another State of Chio
agency to Cleveland State University, he/she may transfer a maximum of eighty (80) hours accumulated
sick leave credits. Proof of sick leave credits must be furnished to the University in writing by the former
employer of the employee transferring credits from another State of Ohio employer. An employee who
transfers from the University to another Ohio Public Agency will be provided, upon request, with
certification of his/her remaining sick leave credits.

D. Coordination with Holidays. When a holiday occurs during a period of paid sick leave,
the employee receives regular holiday pay; the time is not charged to sick leave.

E. Exhaustion of Sick Leave Balance. If an absence is due an employee’s or immediate
family member’s illness or injury and extends beyond the accumulated sick leave balance, any
accumulated vacation hours will be applied. An employee may also be eligible for the Sick Leave Bank
in accordance with Section 2, below. Leave without compensation may be requested in accordance

with Article 23 (Unpaid Leaves).

F. Disability.  If the disability due to sickness extends beyond three (3) months, eligible
employees may apply for disability benefits.

Section2.  Sick Leave Bank (SLB).  Asick leave bank (SLB) shall be provided foremployees.
The purpose of the SLB is to provide additional sick leave to members of the SLB who have exhausted

accumulated sick leave and otherwise qualify for it. The Department of Human Resources shall
maintain procedures and be responsible for the administration of the SLB.
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A, A full-time employee who elects to join the SLB must have accumulated at least eighty
(80.0) hours of sick leave. A part-tuine employee must have accumulated an amount proportionate to
the percent of time or hours worked in a two-week period as compared to a full- time employee. A full-
time employee joins the SLB by directing. in writing. the contribution of ten (10.0) hours ol the
member's accumulated sick leave into the SLB. A part-time employee joins the SLB by directing, in
writing, the contribution of an amount proportionate to the percent of time or hours worked as
compared to a full-time employee. Membership in the SLB continues until the employee leaves
the university or until there is a call for SLB donations and the employee does not properly respond to
the call. Sick leave time donated to the SLB is not refundable.

An employee who enrolls in the SLB while on an approved sick leave may not request the SLB benefit
for that approved sick leave.

B All employees shall be notified by Human Resources at the annual enrollment period
each September (subject to change) of the existence of the SLB and shall be provided the opportunity to
become members after becoming qualified for membership, as described in Section 2.A, above.

C When the time available in the SLB becomes less than five (5) hours times the number
of SLB members, a donation of an additional five (5.0) hours of sick leave shall be called for from
all SLB members who have at least eighty (80.0) hours of accumulated sick leave (prorated for part-
time employees). SLB members who have fewer than eighty (80.0) hours of accumulated sick leave
(prorated for part-time employees) shall be exempt from this call for donations. A member who has at
least eighty (80.0) hours of accumulated sick leave (prorated for part-time employees) and who does
not make a called-for donation shall cease membership in the SLB.

i 8 Any member who has fewer than eighty (80.0) hours of accumulated sick leave
(prorated for part-time employees) and who anticipates the need for more sick leave than he/she has
available may submit a request to the SLB committee for the transfer of sick leave time from the SLB
to the member. The request shall be reviewed by the SLB committee and the committee's decision, by
majority vote, shall be binding. Decisions by the SLB committee may not be grieved.

E. The SLB committee shall consist of three (3) representatives appointed by the Union
and three (3) representatives appointed by the University.

F. The maximum length of time available to any member from the SLB in response to an
application is one hundred and sixty (160) hours (prorated for part-time employees). Additional
extensions may be made if the sick leave time transferred in response to an application proves
to be insufficient up to a total of three hundred and twenty (320) hours (prorated for part-time
em