e/ HF/77

1996 - 1999
MASTER AGREEMENT

between

NORTHERN MICHIGAN UNIVERSITY
BOARD OF CONTROL

and

INTERNATIONAL UNION, UNITED AUTOMOBILE, AEROSPACE
AND AGRICULTURAL IMPLEMENT WORKERS OF AMERICA
(TECHNICAL, OFFICE AND PROFESSIONAL)

LOCAL 1950

LABOR AND INDUSTRIAL
RELATIONS COLLECTION
Michigan State Universlty

Y s o Py






Article

II
I
v

VI
viI
Vil
IX

XII
XIII
X1V

XV
XVI

Appendix A

TABLE OF CONTENTS

Subject Page(s)
Agreement .. sy R O SRR e e 1
Genieral PROVISIONS 2 i v aiiis Deien s daias eviv s aes 2
Management Rights . ... oo ciivinaaanaiinvemerseais 9
Griévance PrOCedUre: ... o o v s s s e vesms 10
WOrk Schedule ... . cv o ie v e s om s 13
INBBIPING Ly v:s0:0:00000 w0 simnassissmiminimsasssres s esn b o ey sea minsnye 15
Representation ..............uiiuneunninnnnunannnnns 17
Temporary EmplOyees .....c..c.correscrsessnissais 19
Layoffand Recall . isivivisnviiaivanieamviaivasesis 20
SOy s i R R G R e T R e 23
Leaves of ABSENCe iy iu s an dvdvan e ina e Biseih e 25
Fringe Benefits .« vavinaavsvimanessasieenwis s 33
Promotions and Other Transfers ....................... 45
Ot BIPIOYEES o moniomssms e s s sty 50
RO SEEITIY, o vvovminimvs om simmin mi i simi smm s st eie e 51
L e e A L P e e e e e e 53
Termination or Modification .................ccounnnn. 54
Clerical/Technical Classifications by Pay Grade .......... 56
Salary Séhedule] - .n oo camnumntsmr s s 57
Salary Schedule Tl «..vivvasnnmismvaseamiamass e 58

Salary Schedtle T < « oo smm s siesame e i e 59






AGREEMENT

This is an Agreement by and between the Northern Michigan University Board of Control, the Employer,
hereinafter referred to as the “Board” or the “Employer”, and the International Union, United Automobile,

Aerospace and Agricultural Implement Workers of America (Technical, Office and Professional and its
Local 1950), hereinafter referred to as the “Union.”
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1.4.1

ARTICLE I
GENERAL PROVISIONS

Complete Agreement. This contract represents the complete agreement between the parties and
supersedes any and all prior agreements, understandings, customs, and practices. This Agreement
incorporates the entire understanding of the parties on all matters which were or could have been
the subject of negotiation. During the term of this Agreement, neither party will be required to
negotiate with respect to any such matters, whether or not covered by this Agreement and whether
or not within the knowledge or contemplation of either or both of the parties at the time they
negotiated or signed this Agreement. This Agreement may be amended, modified, or
supplemented only by a written document signed by authorized representatives of both parties.

Purpose. The purpose of this Agreement is to set forth wages, hours, and terms and conditions of
employment; to establish the procedure for collective bargaining; and to promote orderly and
peaceful labor relations between the Employer and the employees. To the above end, it is the
intent of the parties to abide by the terms of this Agreement at all times.

Separability; Minimum Requirements; Negotiations. In the event that any provision of this
Agreement, in whole or in part, is declared to be illegal, void, invalid, or unenforceable by any
court of competent jurisdiction or by any administrative agency having jurisdiction, all of the
remaining terms, conditions, and provisions of this Agreement which are not rendered
meaningless, inoperable, or ambiguous as a consequence of the declaration shall remain in full
force and effect.

This Agreement states minimum terms and conditions for employment or continued employment
of a member of the bargaining unit, and the Board shall not employ a member on terms less
favorable to the employee than those stated herein without the consent of the affected individual
and the Union.

Special Conferences. Special Conferences for important matters will be arranged between the
Local President and the Director of Personnel or their designated representatives upon request of
either party. Such meetings shall be between at least two (2) representatives of the Employer and
at least two (2) representatives of the Union. Requests for such Special Conferences shall be made
in writing and an agenda of the matter to be taken up at the meeting shall be presented at the time
the Conference is requested. Matters taken up in Special Conferences shall be confined to those
included in the agenda. The members of the Union shall not lose time or pay for time spent in
such Special Conferences. This Conference will be scheduled at a mutually convenient time.
However, such a Conference will be scheduled within ten (10) working days from the date of
receipt of the written request for such Conference.

Definitions

For the purpose of this Agreement, a regular full-time employee is an employee who is assigned to
work one thousand five hundred and sixty (1,560) hours or more per year, excluding overtime. A
regular part-time employee is an employee who is assigned to work twenty (20) hours per week or
more but less than thirty (30) hours per week, excluding overtime.
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“Board” means the Board of Control of Northern Michigan University, Marquette, Michigan, a
state institution of higher education, and its administrative agents.

“Union” means the International Union, United Automobile, Aerospace and Agricultural
Implement Workers of America (Technical, Office and Professional and its Local 1950).

“Unit” or “bargaining unit” means the bargaining unit defined in Section 1.5.

“Employee” or “bargaining unit member” or “unit member” means a person employed in the
bargaining unit defined in Section 1.5.

Pronouns of masculine and feminine gender include each other.
“Board,” “University,” and “Employer” are synonymous.
“Annual leave” and “vacation” are synonymous.

Recognition. Pursuant to and in accordance with all applicable provisions of Act 379 of the
Michigan Public Acts of 1965, as amended, the Board recognizes the Union as the exclusive
collective bargaining representative of employees of Northern Michigan University in the unit
described below for the purpose of negotiating with respect to wages, hours, terms, and conditions
of employment. The bargaining unit as certified by Case Number R75G-298 of the State of
Michigan, Department of Labor, Employment Relations Commission, includes:

All regular full-time and regular part-time employees classified as 4F through 4A employed by
Northern Michigan University at all its installations, but excluding: Faculty, Research Assistants,
Graduate Assistants, Tutorial Assistants, Professional Employees, Administrative Employees,
Student Employees including Work Study Employees, Confidential Employees, Supervisors, and
all Employees presently represented as part of a certified bargaining unit.

The Union has sole collective bargaining jurisdiction over all of the positions covered by this
Agreement. Members of the bargaining unit shall have the right to perform the duties, and shall
have the responsibilities of each position as described in the job descriptions as set forth in
Appendix A and as outlined in the job description, except as limited by paragraphs 1.5.2 and 1.17.
Administrative employees, supervisory employees, faculty members and student employees may
occasionally perform the work of these positions in the following situations:

a. Inemergencies
b. For the purpose of training employees and students
c. When it is traditionally closely related to the work performed by that employee

It is understood that supervisory, administrative employees, and student employees will not be
used to replace a bargaining unit employee on a permanent basis.
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In the event the Employer makes changes in its organizational structure which transfers work
currently being performed by bargaining unit members outside of the unit or makes major
changes within the bargaining unit, the Director of Personnel or the Director’s designee shall
notify the Union President of such changes at least five (5) working days prior to the
implementation of the proposed changes. The Union President may request a Special
Conference with the Employer to discuss concerns the Union has prior to implementation of
any proposed changes.

Northern Michigan University and Local 1950 of the UAW recognize and agree that the
employment of students is a part of the total financial aid program at the University.

It is understood that student employees will not be hired to replace or displace a bargaining unit
employee nor to reduce the number of positions in the bargaining unit.

This provision will not require the University to lay off any student employee nor will it prevent
the University from replacing student employees who leave with a like number of additional
students.

Nondiscrimination. The Employer and the Union reaffirm in this collective bargaining agreement
their commitments to not discriminate in violation of the statutes of the United States or of the
State of Michigan.

The Employer will not knowingly discriminate against any member of the bargaining unit because
of the member’s membership or nonmembership in the Union or for engaging in activities which
may be supportive of or against the Union or any other employee group, providing such activities
do not interfere with the proper performance of job duties.

The Employer will not knowingly deny equal employment opportunity to a bargaining unit
member because of the member’s sexual orientation, providing that it does not interfere with the
proper performance of job duties. For purposes of this Section (1.6.2), “equal employment
opportunity” is defined as decisions regarding termination, layoff, transfer, promotion, demotion
and discipline; but does not include eligibility for fringe benefits based on sexual orientation.

No Strike or Lockout. The Union agrees that it will not engage in or sanction or support any
strike, work stoppage, work slowdown, or other job action which in any way interferes with the
normal operation of the University. The Board agrees that it will refrain from locking out
members of the bargaining unit or from any threat thereof.

Information. Within a reasonable period of time, the Employer will provide the Union with such
additional information from its records as is necessary to enable the Union to carry out its function
of bargaining with respect to the wages, hours, and conditions of employment of bargaining unit
members.

However, this provision shall not be construed to require the Employer to develop information for
the Union or to provide requested information in any specific form or format.
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1.10

1.10.1

The Employer shall be provided with a list of local Union officers, committee members, and
stewards and the jurisdictional districts to which they are assigned. The Employer shall be notified
of any subsequent changes.

Employees shall be responsible for providing the Employer and the Union with changes in their
names, addresses, or telephone numbers within ten (10) working days or as soon as possible of
such change.

The Employer shall supply each employee of the bargaining unit with a copy of this Agreement
within sixty (60) calendar days after its ratification by both parties. After that date, each new hire
and rehire who does not have a copy of the Agreement shall be supplied a copy by the Employer.
The Employer shall supply the Union with fifty (50) copies of the Agreement for the Union’s own
use.

Personnel Files. Employees shall have the right to inspect the contents of their official personnel
file during the University’s normal business hours upon the filing of a written request for the
inspection. Such inspection will normally take place within two (2) working days after the request
is made. Upon request, the University will provide the employee with a copy of any document
placed in the personnel file, at the employee’s expense. Upon presentation of written authorization
by an employee, the Union President, Vice President, or the Steward of the employee’s district
may review the employee's personnel file. Upon request, any bargaining unit employee's
disciplinary record may be reviewed by the Union President or Vice President with written
authorization from the employee. Any abuse of this Section shall be the subject of a Special
Conference.

No official report nor any written derogatory statement regarding an employee shall be filed in
their official personnel file unless the employee is sent a dated copy and notified that a copy will
be placed in their personnel file. The employee has a right to submit a response to the report or
statement and such response shall be attached to and filed with the report or statement in the
employee’s personnel file. The employee has the right to request that letters of commendation be
placed in their official personnel file.

The official personnel file is the file that is maintained in the Personnel Department. If the
Employer designates a new department to assume the responsibilities of the official personnel file,
the Union will be notified in writing of such change.

Safety and Wellness. The Employer shall continue to make provisions for the safety and wellness
of its employees during hours of employment and affirms its obligation under Federal and State
Worker Right -To-Know Laws.

The existing University-wide Safety Committee will meet at least once every other month (with
the possible exception of the summer months). In the event the University abolishes a University-
wide committee, the Director of Personnel, or the Director's designee, shall meet with a Local
1950-UAW Committee comprised of three (3) Union representatives at least once every other
month (with the possible exception of the summer months). Prior to the Union representative
raising an item at any committee meeting, the employee(s) affected by the item shall bring the
matter to the attention of their immediate supervisor.
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If a safety or wellness concern is raised at a committee meeting, and the Union wishes to file a
grievance regarding an alleged violation of Section 1.10, then the Union may file its grievance at
the third step of the grievance procedure.

Employees who have a complaint regarding routine or normal work adjustments to office
conditions should first call the Facilities Department. If the Facilities Department does not
respond to the complaint within a reasonable period, the employee may then notify the Personnel
Department and his/her Union steward.

When any bargaining unit employee complains that the office environment or safety conditions are
so unusual that the Employer should consider sending the employee home or relocating the
employee, the employee should follow the Office Environment Policy approved by the President’s
Council on March 28, 1989 (or any subsequent modification of that Policy). Pursuant to that
Policy, the employee should notify the Personnel Department of such a complaint. The employee
has the right to also notify their Union steward.

An employee injured on the job during working hours and requiring medical attention shall be paid
for the remainder of the day on which they were injured if the attending physician determines that
the injury is serious and the employee must remain off the job for the day. Thereafter, Section 11.8
will apply.

The Employer agrees to continue to provide personal protective equipment, devices, and clothing
at locations where they are currently provided. In the event that there is mutual agreement
between the Employer and the Union that other personal protective equipment, devices, and
clothing is required or in the event the Employer requires other personal protective equipment,
devices, or clothing, it will be provided without cost to employees.

Use of Facilities and Services. The Union shall be afforded:

a. The right to send through the regular University campus mail service newsletters and such
other communications as are necessary to the conduct of the Union’s business as a collective
bargaining agent, provided such use of the mail shall not cause an unreasonable load on the
system.

b. The University will provide the Union with at least eleven (11) bulletin boards unless the
parties mutually agree to a different number. These bulletin boards will be placed in the
following locations: Cohodas Administrative Center, University Center, West Science,
Learning Resources, PEIF, Jacobetti Center, Magers-Meyland, Thomas Fine Arts Building,
McClintock Building, Gries Hall, and the Birdseye Building. In the event that the University
intends to change the location of the board, the University will discuss the matter with the
Union prior to the change in an effort to find a mutually agreeable location. The size of these
boards shall be sufficient to post four (4) 8-1/2 inches by 11 inches Union notices. Such
notices must be signed by the Union President. The notice, although not limited to the
following, shall be of the following type:

(1) Union meetings
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(2) Union elections and appointments
(3) Results of Union elections
(4) Recreational, social, and educational programs of the Union

In the event that a dispute arises concerning the appropriateness of material posted, the
President of the Union will be advised by the Director of Personnel of the nature of dispute,
and the notices will be removed from the bulletin boards until the dispute is resolved.

c. The privilege of scheduling monthly Union meetings and meetings for the purpose of
ratification on campus in appropriate facilities free of charge, provided written requests for
such space are made a reasonable time in advance and suitable facilities are available at the
time requested, and the Union conforms to all regulations established by the Employer.

d. The privilege of contracting, at the same rate charged to registered campus organizations, for
the following services as are needed for the Union’s conduct of its business as a collective
bargaining agent: printing address labels, label affixing, material folding and insertion,
duplicating, copying, audio-visual, computer, and food.

Temporary Closures. When the University determines that, due to inclement weather or other
reasons, the University offices will be temporarily closed, the employees will suffer no loss of pay
for the hours the offices are temporarily closed. When certain employees are required to report to
work during such temporary closing, they will be given equivalent time off with regular pay to be
arranged with the supervisor. Compensatory time will not be given to any employee who is on
leave, annual leave, sick leave, or on University business in an area not affected by the temporary
closure or local weather conditions for the period during which the University is temporarily
closed.

The University is not responsible for any unauthorized announcements made by the media. Public
Safety and Police Services (227-2151) will be the official source which an employee may contact
to determine the official policy of the University. Determination of temporary closure will be
made at the earliest practical time.

If the University offices are open and the employee is unable to report, the employee shall use
annual leave or lost time.

The University will continue to provide the Union with a copy of established policies regarding
inclement weather closures.

Continuation of Practices.

The University will continue to provide all currently available payroll deductions and direct
deposits to local credit unions and banks.

The University will continue to allow employees to utilize the Library in accordance with such
regulations as the University may establish.
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The University will continue to pay employees on a biweekly schedule for the duration of this
Agreement.

Parking Facilities. The Employer shall provide parking facilities to members of the bargaining
unit in accordance with the uniform regulations established by the Employer.

University-Wide Affairs. Union participation in discussions on University-wide affairs shall be
achieved through representation as determined and designated by the Board or on any other
University-wide advisory body which may be established by the Board.

Rest Areas. Sufficient rest areas will be provided for all bargaining unit employees. The
University will provide a list to the Union identifying the location of these areas.

Nonbargaining Unit Employees. It is recognized that certain clerical work which is the same or
similar to that which is performed by employees in the bargaining unit has and may continue to be
performed by employees who are excluded from the bargaining unit.



ARTICLE 11
MANAGEMENT RIGHTS

The Board hereby retains and reserves unto itself all powers, rights, and authority to manage,
direct, and control the University and its programs, properties, facilities, and employees, including,
but not limited to, and without limiting the generality of the foregoing, the rights: (1) to hire all
employees, to determine their qualifications and compensation and the conditions for their
continued employment, and to dismiss, demote, discipline, promote, transfer, assign, lay off, and
recall all such employees; (2) to determine work schedules, the hours of employment and the
duties, responsibilities, and assignments of employees with respect thereto.

The exercise of the foregoing powers, rights, and authority by the Board and/or its designated
administrators, the adoption of policies, rules, regulations, and practices in furtherance thereof, and
the use of judgment and discretion in connection therewith shall be limited only by the specific and
express terms of this Agreement.
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ARTICLE III
GRIEVANCE PROCEDURE

A grievance is a complaint by the Union, on behalf of one (1) or more unit members (who shall be
specifically identified in the grievance), or on its own behalf (as specified in Section 3.3.1),
concerning an alleged violation of a specific provision(s) of this Agreement initiated by a unit
member(s). All grievances shall be adjusted through the grievance procedure provided in this
Article.

In computing any time limit herein specified, Saturdays, Sundays, and holidays will be excluded.
Unless extended by mutual written agreement, the time limits specified herein shall be the
maximum time allowed. Failure to comply with time limits on the part of the Board's
administrative agent shall permit the grievance to proceed to the next step.

A unit member (or group of unit members) who claims that the contract provisions have allegedly
been violated shall initially seek to resolve the problem by informal means and/or through
administrative channels, with, however, the right to prompt reply to their inquiries. A unit member
may request that a steward be present at any meeting regarding an alleged contract violation.

In the event the Union wishes to submit a grievance on behalf of its entire membership, it shall
indicate that the grievance is being brought on behalf of all unit members, and it shall reduce the
grievance to writing (in accordance with the requirements of Section 3.4) and submit it at Step
Three of the grievance procedure.

In the event the Union brings a grievance on behalf of more than one (1) unit member, the
grievance shall identify all members on whose behalf it is being brought. When all the members
involved in the grievance are within the same department or division, the grievance may be filed at
Step Two of the grievance procedure. If the grievance involves members from more than one (1)
department, the grievance shall be filed at Step Three.

Failing resolution of a problem by informal means, the Union shall initiate the grievance procedure
by serving a written grievance on the employee’s immediate supervisor or other designated
administrative official. The grievance shall be signed by the appropriate Union representative and
the unit member(s) involved, shall concisely state the facts upon which the grievance is based and
the contract provision(s) which have allegedly been violated, and shall specify the relief or remedy
sought. The grievance shall be filed within fourteen (14) working days after the Union or the unit
member(s) on whose behalf the grievance is filed became aware, or reasonably should have
become aware, of the action complained of. If the grievance is not served within that time, the
grievance is barred.

Step One: Supervisor. Upon receipt of the written grievance, the supervisor or designated
administrative agent shall arrange a meeting to discuss the grievance with the grievant(s) and with
the appropriate representative of the Union. This discussion shall be completed within seven (7)
working days after the grievance is filed. If the grievance is adjusted to the satisfaction of the
Employer and Union, the adjustment will be reduced to writing and signed by the supervisor or
designated administrative agent and the representative of the Union. If there is no mutually
agreeable adjustment, the supervisor or designated administrative agent shall provide the Union
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representative with a written answer stating the reasons for denial of the grievance. Such answer
shall be provided within seven (7) working days of the meeting with the Union.

Step Two: Department Head. If the grievance is not satisfactorily adjusted in Step One, the
Union may within five (5) working days of the Step One written answer request in writing that the
grievance be presented to the department head or other designated administrative agent, setting
forth its objection to the Step One answer. Upon receipt of the written appeal, the department head
shall arrange a meeting to discuss the grievance, answer, and appeal with the grievant(s), the
Union-appointed representative, and the supervisor involved. This discussion shall be completed
within seven (7) working days after the filing of the request to have the grievance considered in
Step Two. If the grievance is satisfactorily adjusted at this Step, the adjustment will be reduced to
writing and signed by the department head or other designated administrative agent and the Union
representative. If there is no mutually agreeable adjustment, the department head shall provide the
Union representative with a written answer stating the reasons for denial of the grievance. Such
answer shall be provided within seven (7) working days of the meeting with the Union.

Step Three: Director of Personnel. If the grievance is not adjusted in Step Two, the Union may
within ten (10) working days of the Step Two written answer submit the grievance to the office of
the Director of Personnel. The Director of Personnel shall promptly arrange a meeting to discuss
the grievance and the written answer and appeals. The Union may be represented by its President,
or designated representative, by the grievant and/or Union steward, and by the Union’s
international representative.

This discussion shall be completed within ten (10) working days after the filing of a request to
have the grievance considered in Step Three. If the grievance is satisfactorily adjusted, the
adjustment will be reduced to writing and signed by the appropriate representatives of the Board
and Union. If there is no mutually agreeable adjustment, the Director of Personnel or the
Director’s designated representative shall provide the Union with a written answer stating the
reasons for denial of the grievance. Such answer shall be provided within seven (7) working days
of the meeting with the Union.

Step Four: Binding Arbitration. If the grievance is not satisfactorily adjusted in Step Three, the
Union may submit the grievance to binding arbitration by written submission to the American
Arbitration Association (Detroit, Michigan office), with simultaneous written notice to the Board,
within ten (10) working days after the Union’s receipt of the written answer at Step Three. The
arbitrator will be selected from the list of arbitrators furnished by the American Arbitration
Association. The arbitrator will be selected and the arbitration will be conducted under the then
current Labor Arbitration Rules of the American Arbitration Association.

The arbitrator’s decision of the grievance shall be binding upon the Union, the Board, and any unit
member(s) involved. The arbitrator’s decision shall be based solely upon the express and specific
provisions of this Agreement, without addition, subtraction, or modification. The Board and the
Union will bear their own expenses individually and will share equally the fees and expenses of the
arbitrator and the American Arbitration Association.

Both parties may agree to expedited, streamlined, or any other arbitration procedures, on a case-
by-case basis. In the event there is not mutual consent, the arbitrator will be selected and the

1
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arbitration will be conducted under the current Labor Arbitration Rules of the American
Arbitration Association.

Where no loss of wages or fringe benefits has been caused by the action of the Board complained
of, the arbitrator shall not recommend that the Board be obligated to make monetary adjustments.

Arbitration awards will not be made retroactive beyond the date of the occurrence or
nonoccurrence of the event upon which the grievance is based. In no event shall monetary
adjustments of a grievance cover a period prior to ninety (90) days before the filing of the written
grievance.

By mutual agreement an arbitrator can issue a decision, verbally or written, immediately following
conclusion of the hearing. In the event of a verbal decision, the arbitrator will confirm the award
in a brief written memorandum within one (1) week of the hearing.

Any adjustment of a grievance agreed upon by the Board and the Union at any stage of the
grievance procedure shall conclusively dispose of the grievance and shall be binding upon the
Board, the Union, and any unit member or members involved.

Failure by the Union to appeal a grievance from one step to the next within any of the time limits
specified above shall result in the grievance being settled on the basis of the Employer’s last answer.
However, this does not relax any of the time limitations. The Union may withdraw a grievance
without prejudice and without establishing a precedent at any step of the grievance procedure.

The parties agree that any unit member who complains of a violation of Section 1.6 shall be
entitled to utilize the grievance procedure only if the unit member has not chosen to utilize the unit
member’s remedy under any state or federal law. It is further agreed that if a grievance on behalf
of any unit member under Section 1.6 is filed and the unit member thereafter utilizes a remedy
under any state or federal law for the same complaint and if the grievance process has not then
been completed, the grievance shall be immediately dismissed. In any grievance filed under
Section 1.6 that is processed through the arbitration stage, the parties agree that the party which
does not prevail in the arbitrator’s decision shall bear the entire fees and expenses of the arbitrator
and the American Arbitration Association, and shall bear the cost of reasonable attorney fees
expended by the prevailing party in connection with the arbitration stage of the grievance
procedure. '

The arbitration hearing shall be held at a time and place mutually agreed upon by representatives
of the Employer and the Union. All employees whose presence is required for the purpose of
testifying shall be excused from work for that purpose with pay. The Union shall submit a list of
those to be present at least seven (7) working days prior to the arbitration hearing to the Director of
Personnel for approval and notification to the affected departments. If the Union discovers any
additional persons after the seven (7)-day period, it shall notify the Employer as soon as it becomes
aware of the necessity of their presence at the hearing.

Employees who believe they are being subjected to abusive behavior by their supervisor may
schedule a meeting with the Director of Personnel for discussion of the perceived abuse. A union
representative may accompany the employee to this meeting.
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ARTICLE IV
WORK SCHEDULE

Workweek. The normal workweek for full-time employees shall consist of five (5) eight (8) hour
days, exclusive of lunch periods, followed by two (2) consecutive days off. Office hours are
normally from 8:00 a.m. until 5:00 p.m. A different schedule of hours and staggered shifts may be
maintained in some departments.

Shift Hours. The first shift is any shift that regularly starts on or after 5:00 a.m. but before 1:00
p.m. The second shift is any shift that regularly starts on or after 1:00 p.m. but before 9:00 p.m.
The third shift is any shift that regularly starts on or after 9:00 p.m. but before 5:00 a.m.

Shift Differential. Employees who work on the second or third shift shall receive, as compensation
in addition to their regular pay, the following:

s | Shif Third Shif
$.45/hr. $.50/hr.

Such differential is to be added to the total wages and does not increase the hourly rate and will be
paid for all hours worked on a shift. In the event overtime hours are worked, the employee is only
entitled to shift differential as determined by the employee’s starting time plus overtime pay.

Rest Periods. Employees may take a rest period of not more than fifteen (15) minutes for each half
day of work. Rest periods should be taken at a time and in a manner that does not interfere with
the efficiency of the work unit. The rest period may not be used to cover an employee’s late
arrival to work or early departure, nor may it be regarded as accumulative if not taken.

Call-In Pay. If an employee is called in to work for a period which is outside and not continuous
with the employee’s regular work period, the employee shall be guaranteed at least four (4) hours
of work and pay at the rate of time and one-half.

Overtime. Overtime will be voluntary provided sufficient other qualified employees capable of
doing the work are available in the department. If sufficient other employees capable of doing the
work are not available, an employee scheduled to work will do so unless excused by the Employer.
The Employer will give advance notice of overtime assignments when practicable under the
circumstances. An employee who reports for scheduled overtime work and no work is available
will receive four (4) hours of pay at the employee’s overtime rate.

Time and one-half of the regular straight time rate will be paid for all time worked in excess of
eight (8) hours per day and/or forty (40) hours per week.

An employee who is on vacation shall be paid time and one-half of the regular straight time rate

when reporting for duty at the Employer’s request and will be given equal time off with pay at a
later date, the time to be arranged with the employee’s supervisor.

13
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Time and one-half will be paid for all time worked on a designated holiday. If the employee is not
given an additional day off for the holiday on which the employee is scheduled to work, the
employee will receive holiday pay in addition to the time and one-half for the time worked.

For the purpose of computing overtime pay for over forty (40) hours in the employee’s workweek,
a holiday, vacation day, or an earned sick leave day for which the employee receives pay will be
counted as a day worked.

In no case shall premium pay be paid twice for the same hours worked.

All employees covered by this Agreement will have an unpaid lunch period of sixty (60) or
thirty (30) minutes.

Student employees shall not be allowed to perform work that would normally be performed by
bargaining unit employees on an overtime basis. Such overtime work will first be offered to
bargaining unit employees in the department before it is offered to student employees. This
provision shall not operate to prevent student employees from doing work normally performed by
student employees (see Section 1.5.2) who are normally scheduled to work beyond the normal
work day.

Compensatory Time. At the employee’s request and with approval of the employee’s supervisor,
an hour and one-half of compensatory time off shall be allowed for each hour of overtime worked.

Accrued hours of compensatory time may be “banked” up to a total of two hundred and forty (240)
hours of compensatory time [one hundred and sixty (160) hours of overtime worked]. The
Employer shall have the option of paying an employee for any accrued compensatory time in
excess of eighty (80) hours of compensatory time.

An employee who has accrued compensatory time and requests use of the time shall, with the
approval of the employee’s supervisor, be permitted to use the time off within a reasonable period
of time after making the request provided that it does not unduly disrupt the operations of the
Employer. The Employer agrees to consider the desires of the employee when scheduling use of
compensatory time.

If the Employer cannot grant an employee's request for use of compensatory time within a
reasonable period because it would unduly disrupt the Employer’s operation, the Employer agrees
that the employee shall have the option of being paid any or all of the employee’s unused “banked”
compensatory time. The employee shall provide written notice to the Employer and shall be paid
the requested “banked” compensatory time on the second pay date after receipt of the written
notice.
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ARTICLE V
DISCIPLINE

Just Cause. The Employer shall not discharge or take other disciplinary action without just cause.
A rule, regulation, or requirement shall be deemed reasonable for purposes of arbitration, unless
the Union has notified the Employer in writing of its contrary opinion within thirty (30) calendar
days after the Union receives a copy of the rule, regulation, or requirement.

Disciplinary action will not be taken, except in cases requiring immediate suspension or discharge,
unless the supervisor has previously held a corrective interview with the employee for the purpose
of identifying perceived work-related problems or behavior. If the supervisor prepares a written
record of the corrective interview, the employee will be apprised of such documentation and will
be given the opportunity to prepare a brief written response.

Neither the Union nor the affected employee has recourse through the grievance procedure with
respect to the corrective interview. Although this preliminary step must be taken prior to invoking
the formal disciplinary process, this section in no way affects a supervisor's discretion with respect
to the evaluation process.

When the Employer conducts an investigatory interview for the purpose of considering
disciplinary action, the employee will be given notice prior to the interview that discipline may
result from the interview.

When the Employer takes disciplinary action against an employee, except verbal reprimand, the
employee, the employee’s steward, and the Union President shall be given notice setting forth the
reasons for the action. Except in cases involving severe infractions, disciplinary measures are to
be taken in a progressive manner beginning with a verbal warning. In those cases involving severe
infractions, discipline will range from a disciplinary layoff to discharge.

If the Employer discharges or suspends an employee without pay, the employee shall be permitted
a reasonable period of time to confer with the employee’s steward before being required to leave
the Employer’s premises. Exceptions may be made when the immediate removal of the employee
is required because of violent behavior of the employee or to protect the safety of University
personnel or prevent damage to University property or for reasons of similar gravity.

Any grievance protesting discharge or suspension shall be filed within five (5) working days from
the date of receipt of the written notification of the action and shall be entered at Step Two of the
grievance procedure. If a Notice of Intent to Arbitrate is not submitted by the Union in accordance
with Section 3.5.3 of Article III within ten (10) working days following receipt of a decision by the
Employer, the matter will be considered closed.

Causes for Discharge or Discipline. The following, by way of illustration, but not of limitation