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PREFACE

Whenever the word " Agreement" is used in this document, it shall be considered synonymous with
the word "Contract."

Whenever the word "Employee" is used in this document, it shall be deemed to include both male
and female.

PURPOSE

It is the general purpose of this Agreement to set forth terms and conditions of employment and to
promote orderly and peaceful relations between the Employer and the Employees.

The parties recognize that the support of the community and the job security of the Employees
depend upon the Employer's success in establishing a proper community service.

To these ends, the Employer and the Union encourage to the fullest degree friendly and cooperative
relations between the respective representatives at all levels and among all Employees.



ARTICLE 1. RECOGNITION

A.

The Employer does hereby recognize the Union as the exclusive representative for the
purpose of collective bargaining in respect to rates of pay, wages, hours of employment, and
other conditions of employment for the term of this Agreement of all full-time and fractional-
time Employees (working 50% of the time or more and Employees working more than six
(6) Months or more) included in the classifications described below except student assistants,

part-time, confidential Employees and Supervisors.

Bargaining Unit Classifications:

Accompanist

Accounting Assistant
Accounting Assistant, Gift Processing
Accounting Assistant, SR.
Accounting Clerk
Accounting Clerk, SR.
Accounting Specialist
Accounts Receivable Clerk
Admissions Clerk

Alumni Travel Assistant

Art Studio Supervisor
Audio-Visual Technician
Audio-Visual Technician, SR.

Biomedical Technologist

Bone Densitometer Technician
Bone Densitometer Technician, SR.
Broadcast Associate

Cashier

Cashier, LD

Cashier, SR.

Child Care Assistant
Communications Controller
Communications Controller, SR.
Computer Documentation Asst.
Computer Operator

Computer Operator, SR.
Computer Operator, LD.
Construction Records Specialist
Courier

Data Coordinator
Data Entry Clerk I
Data Entry Clerk II

Dance Media & Production Coord.
Data Entry Coordinator

Data Entry Operator

Data Entry Operator, SR.

Data Resource Assistant

Data Specialist

Drafter

Electronics Technician
Electronics Technician, LD.
Electronics Technician, SR.
Environmental Safety Technician
Extension Program Supervisor

Family Support Aide

Graphic Artist
Graphic Arts Coordinator
Graphic Designer

Hazardous Materials Technician
Health Physics Assistant

Health Physics Specialist
Health Physics Technician
Human Resources Administrator

Imaging Clerk I

Imaging Clerk II
Imaging Clerk, SR.
Impact Sled Technician
Instrument Maker
Instrument Designer
Instrument Designer, LD.
Instrument Technician
Inventory Controller



ARTICLE 1. RECOGNITION (continued)

Laboratory Aide

Laboratory Animal Supervisor
Laboratory Supervisor
Laboratory Technician
Laboratory Technician, SR.
Library Clerk

Library Clerk, SR.

Lighting and Sound Technician

Mail Services Supervisor
Material Controller

Material Controller, SR.
Material/Mail Controller
Medical Assistant

Medical Fee Billing Assistant
Medical Office Assistant
Morgue Assistant

Mortuary Assistant

Network Control Operator

Office Clerk

Office Services Clerk I
Office Services Clerk 11
Office Services Clerk, LD.
Office Services Clerk, SR.
Ophthalmic Technician

Parking Command Center Controller
Payment Expeditor

Payroll Assistant

Payroll Specialist

Payroll Specialist, SR.
Parking Supervisor

Personnel Clerk I

Personnel Clerk I1

Personnel Specialist
Personnel Clerk, SR.

Pest Controller

Photographer

Physical Science Technologist
Post Office Window Clerk
Production Controller

Program Specialist
Program Records Clerk I
Program Records Clerk II
Program Records Clerk, SR.
Pupillometry Technician

Receptionist
Records/Registration Clerk I
Records/Registration Clerk I1
Records/Registration Clerk I11
Registered Medical Assistant
Research Technician
Research Technologist
Reservation Coordinator

Sculpture and 3D Studio Supervisor
Scene Shop Supervisor
Secretary |

Secretary 1- Upward Bound
Secretary II

Secretary I11

Secretary IV

Self Instruction Assistant

Self Instruction Coordinator
Self Instruction Coordinator,SR
Shipping/Receiving Coordinator
Storeskeeper

Storeskeeper, SR.

Student Records Clerk I

Student Records Clerk II
Student Records Clerk, LD.
Student Records Clerk, SR.
Supplies Clerk

Switchboard Operator
Switchboard Operator, Head

Tape Library Controller
Technical Secretary 11
Technical Secretary III
Technical Secretary IV
Technical Support Assistant
Theatre Costumer

Transfer Credit Processor

Veterinary Technician
Veterinary Technician Asst.



Veterinary Technician, SR.
Veterinary Technologist
Vivarium Technician



ARTICLE 1. RECOGNITION (continued)

C.

D.

Reserved for future use.

Exclusion: It is also mutually agreed that the following personnel are excluded from the
bargaining unit:

1.

2.

All personnel of the President and his/her immediate auxiliary staff;

All Secretary/Clerical personnel in the Office of the General Counsel;

All personnel in the Human Resources Division (per the 2013 Human Resources
Reorganization, the Human Resources Administrator classification will not be
excluded from the bargaining unit);

Secretary to the Director of Public Relations

The following personnel are excluded from the bargaining unit subject to a maximum
of twenty-one (21):

a.

b.

Secretaries to the Secretary of the Board of Governors;

Secretaries to any Vice President of the University;

Secretaries to any Assistant Vice President of the University;
Secretaries to the Associate Vice President for Academic Affairs;
Personnel in the University Budget Office;

Secretarial/clerical personnel in the Department of Internal Audit;
Secretarial/clerical personnel in the Department of Risk Management.

Secretary to the Chief in the Department of Public Safety.



ARTICLE 1. RECOGNITION (continued)

E.

New Classifications:

The Union shall be notified of any new clerical, secretarial, or technical classification created
by the Employer. The Employer shall indicate whether the new classification shall be
included in the bargaining unit as well as the salary range of the new classification. In the
event the Union believes the new classification belongs in the bargaining unit, or the salary
range is inappropriate, a special conference shall be called. If the parties cannot agree on
inclusion, the Union may petition the Michigan Employment Relations Commission for
clarification of the unit. If the parties cannot agree on the salary range for a new
classification, the Union may enter the dispute at the Third Step of the grievance procedure.

Bargaining Unit Work Erosion:

The Employer shall not remove work performed under classifications covered by B. above
from the bargaining unit without prior consultation and agreement by the Union.

In no way does F. above preclude the Employer from deciding that work performed by
members of the bargaining unit will not be performed in the future. However, in the event
the Employer decides to resume performance of that work, it shall be placed back in the
bargaining unit and the appropriate classification.

Bargaining Unit Positions and Classifications:

The Employer shall not remove bargaining unit positions or bargaining unit classifications
covered by B. above from the bargaining unit without prior consultation and agreement by
the Union.

Supervisors and Other Non-Bargaining Unit Employees:

Supervisors or non-bargaining unit employees may do bargaining unit work on a temporary
basis, in emergencies, or for the purpose of training. Such work on a temporary, emergency,
or training purpose shall not be performed by a Supervisor or non-bargaining unit Employee
if it is performed on a regular or scheduled basis, if it eliminates a position covered by this
Agreement, or if it exceeds twenty (20) calendar days.



ARTICLE 2. UNION RIGHTS

A.

Pursuant to the powers and authority of the Employer under the Constitution of the State of
Michigan, the University hereby agrees that all Employees of the University who may be
appropriately included in the bargaining unit represented by the Union, shall have the right to
freely organize, join, and support the Union for the purpose of engaging in collective
bargaining, negotiations, and other concerted activities for mutual aid and protection.

The Employer undertakes and agrees that it will not directly, or indirectly, discriminate
against any Employee with respect to hours, wages, or any terms or conditions of
employment by reason of such Employee's membership in the Union, such Employee's
participation in any activities of the Union or collective professional negotiations with the
University, or such Employee's institution of any grievance, complaint, or proceeding under
this Agreement or otherwise with respect to any terms or conditions of employment.

The Employer will not aid, promote, or finance any labor group or organization which
purports to engage in collective bargaining involving the Employees in the classifications
covered by this Agreement for the duration of this Agreement.

Nothing contained herein shall be construed to prevent any individual Employee from
presenting a grievance and having the grievance adjusted without intervention of the Union if
the adjustment is not inconsistent with the terms of this Agreement, provided that the Union
has been given opportunity to be present at such adjustment.

The Union may initiate its own grievance for protection and maintenance of this contract.

ARTICLE 3. UNION SECURITY

A.

Membership in the Union: Membership in the Union and/or the payment of a service fee
shall not be required as a condition of continued employment at the University.

However, if elected, such Union dues or service fees shall be paid within thirty (30) calendar
days from the date that an Employee has assumed a position with said unit. The University
shall be notified in writing, by the Union, of any Union dues or service fee paying Employee
in the bargaining unit who is thirty (30) calendar days in arrears in payment.

Payment by Check-Off: During the life of this Agreement, and in accordance with the terms
of the form "Authorization of Check-Off Dues," after Employee authorization, the Employer
agrees to deduct an amount equal to membership dues levied in accordance with the
Constitution and Bylaws of the Union from the pay of each Employee who executes or has
executed the "Authorization for Payroll Deduction for Union Dues or Service Fee form."



ARTICLE 3. UNION SECURITY (continued)

D.

Initiation Fees: During the life of this Agreement, and in accordance with the terms of the
form "Initiation for Union Membership," the Employer agrees to deduct such initiation fee
from the pay of any Employee who authorizes such deduction by signing the initiation fee
form.

The Employer shall not be responsible for collecting Union dues or service fees during
periods of leaves of absence for which an Employee receives no pay from the Employer.

The Employer shall not be responsible for the collection of past dues or dues in arrears of
more than thirty (30) calendar days, pursuant to paragraph B.

Initiation fees, Union dues or service fees deducted by the Employer pursuant to this Article
shall be forwarded by check to the Union, not later than the tenth (10th) of the month
following the month such deductions were made.

On the twentieth (20th) of the month following the month deductions were made, the
Employer shall furnish to the local Union a list of Employees with any additions or deletions,
including explanations since the last listing.

The Union shall indemnify and hold the University harmless from any and all claims,
demands, suits or other action(s) arising from the terms of this Article.

ARTICLE 4. MANAGEMENT RIGHTS

A.

The Employer shall have the right to exercise customary and regular functions of
management, including the right to hire, promote, transfer, or to suspend or discharge
Employees for just cause, subject, however, to the Employee's right to bring a grievance if
any provision of the Agreement is violated by the exercise of such management function.

The University reserves the right to monitor the workplace with visible and hidden cameras.
Hidden cameras may be utilized when the University reasonably suspects, health,
safety, performance, or University policy violations; the University need not reveal exact
location and times of use. However, the University agrees to notify the Union when hidden
surveillance is going to be utilized on campus. The University continues to reserve the right
to impose appropriate discipline for cause, based on the use of surveillance, in accordance
with other applicable provisions of the CBA. Nothing in this Agreement will affect the right
of the University to utilize surveillance for purposes unrelated to the administration of this
Agreement.



ARTICLE 4. MANAGEMENT RIGHTS (continued)

B.

The Union agrees that there shall be no solicitation of Union membership during working
hours on the Employer's time or at the Employer's expense.

The Union recognizes the responsibilities imposed upon it as the exclusive bargaining agent
of the Employees covered by this Agreement, and realizes that in order to provide good
working conditions and fair and equitable wages, the Employer must operate efficiently.

Employees shall not be demoted without prior notice to, and the opportunity for, the Union
President and the 1st Vice President to fully review the demotion with the Labor Relations
Department. Or, if either of these officials is unavailable, then the second reviewing Union
official shall be a Chief Steward.

Further grievance review shall remain available and may be filed directly at the Third Step.

All rights, powers and interests which have not been granted to the Union by the provisions
of this Agreement are reserved to the Employer.

ARTICLE 5. NON-DISCRIMINATION

A.

The Employer and the Union both recognize their responsibilities under Federal, State, and
local laws pertaining to fair employment practices as well as the moral principles involved in
the area of Civil Rights. Accordingly, both parties reaffirm by this Agreement and the
commitment not to discriminate against any person or persons because of sex, sexual
preference, race, creed, color, religion, national origin, marital status, age, disability, or
political beliefs.

Employees who believe that they have been discriminated against for the above listed reasons
may choose to pursue their claim through the University's internal discrimination complaint
procedure administered by the Department of Equal Opportunity or through the grievance
procedure of this Agreement.

The initial choice of one of these two internal procedures binds the Employee and the Union
as to the discrimination aspect of any claim, and prohibits the processing of that same
discrimination claim through any other internal procedure.



ARTICLE 6. RELEASE TIME AND REPRESENTATION

A.

The Employer recognizes the responsibilities imposed on the Union and will normally grant
permission and a reasonable amount of time to the authorized representatives of the Union to
bargain, investigate grievances, and/or transact other pertinent business with representatives
of the Employer. However, the First Vice President of the Union shall be given up to a
maximum of fifteen (15) hours per week with pay for this same purpose and for the purpose
of transacting the affairs of the Union. Time required by the First Vice President to
participate in the bargaining of collective agreements shall not be counted toward these
limitations. Time in addition to these limitations may be provided for upon mutual
agreement. The privilege of authorized Union personnel leaving their work during working
hours without loss of time or pay is subject to the understanding that the time will be devoted
to the proper handling of business and not be abused. Any alleged abuse by either party with
respect to the amount of time or the number of authorized representatives of the Union
involved will be proper subject for a Special Meeting of representatives of the Employer and
Union.

In addition to the time off provided in A. above, the Union President shall be given a total of
seventeen (17) hours off per week with pay to transact the affairs of the Union. In order to
maintain the financial records of the Union, the Secretary-Treasurer of the local Union shall
receive one day per month with pay. A semester schedule of time off will be submitted two
(2) Weeks before the semester for approval to the Supervisor. If a change in the semester
schedule is desired, the Union must provide two (2) weeks advance notice of such change for
approval to the Supervisor unless otherwise agreed between the Union and the Division of
Human Resources or its designee. Up to fourteen (14) additional members of the Union will
be granted two (2) hours off per month with pay to attend the monthly Executive Board
meetings. The Union will provide a current list of Employees eligible to attend the monthly
Executive Board meetings.

The Employer shall allow two (2) Local 2071 Trustees and one (1) Financial Secretary
two (2) days away time with pay for Union Audit.

There shall be no additional payments of any kind to any Employee for time devoted to
grievance handling or to bargaining after working hours.

The University shall recognize and negotiate with a negotiating committee composed of the
Local Union President, First Vice President (Chair of the Negotiating Committee), Second
Vice President, four (4) Chief Stewards and the International Representative.

The University shall recognize thirty-six (36) Employees who are members of the Union as
Stewards. The Union shall designate the jurisdictional district of each Steward.

Each of the Chief Stewards shall have jurisdiction over one of four zones designated by the
Union.

_10_



G.

The University shall recognize the authorized representative of the International Union,
which is part of this Agreement, for the purpose of participating in negotiations, attending
meetings, and handling of other matters under this Agreement.

ARTICLE 6. RELEASE TIME AND REPRESENTATION (continued)

H.

On any committee wherein the Union has an entitlement to participation which meets during
regular working hours, the Union representative shall be provided release time for the
meetings of such committees.

ARTICLE 7. GRIEVANCE PROCEDURE

A.

DEFINITION OF GRIEVANCE: A grievance is defined as an alleged violation of the
provisions and during the term of this Agreement.

It is agreed by the parties that all Union representatives referred to in this Agreement, when
circumstances warrant, shall be replaced by designated alternate Union representatives
(lateral substitution).

It is also agreed that all management representatives referred to in this Agreement may be
substituted by designated alternates. The University will provide a list of primary University
representatives.

In the event the Union wishes to submit a grievance on its own initiative on behalf of its
membership, it shall reduce the grievance to writing and submit it to the Director of the unit.

TIME-LIMIT EXTENSION: Any period of time specified in the Grievance and Arbitration
Procedure may be extended by mutual agreement.

A grievance not processed to the next progressive step of the Grievance Procedure within the
specified time limits, shall be considered settled pursuant to such last step answer, or
withdrawn without prejudice (W.W.P.). Such action shall not prejudice the Union on any
future similar grievances.

Nothing in this Agreement shall limit the right of the Employer to temporarily fill any
position pending the resolution of a grievance or to exercise any other right of management.

GROUP GRIEVANCES: In the event that Employees have a group grievance, the Union
representative shall submit the grievance on behalf of all named and similarly affected
Employees. A group grievance shall be only one in which the fact questions and the
provisions of the Agreement alleged to be violated, are the same as they relate to each and
every Employee in the group. When the affected group is contained within one Department,
College, or Division, the grievance shall be initiated at Step 2 of the Grievance Procedure.

_11_



Any other group shall begin at Step 3.

ARTICLE 7. GRIEVANCE PROCEDURE (continued)

L

STEP ONE: An aggrieved Employee shall initially review the matter on an oral basis
directly with the immediate supervisor, with the option of requesting representation by the
Steward at the oral review. The aggrieved Employee should identify that the discussion
constitutes the first step of the grievance procedure. The supervisor shall respond orally
within three (3) mutual working days.

All grievances relating to dismissal and suspension actions must be appealed in writing and
signed by the Employee at Step 3 of the Grievance Procedure within five (5) working days
after written notice of the decision.

It is understood by all parties that Article 7 grievance meetings [and other employer-
employee meetings| are not to be taped or otherwise recorded, unless the prior written
consent of both parties has been obtained.

STEP TWO: If the aggrieved Employee and/or the Union does not receive a satisfactory oral
answer or does not receive any answer within three (3) mutual working days following the
oral presentation, the Steward may reduce the grievance to writing, have it signed by the
Supervisor to indicate an oral discussion has taken place and present it to the designated
University representative. (If the Supervisor indicates that no Step One meeting has been
held, a meeting will be scheduled within the following five (5) working days.) Such
grievance must be submitted in writing within twenty (20) calendar days of the occurrence of
the condition(s) giving rise to the grievance, or within twenty (20) calendar days of the date it
is reasonable to assume that the Employee(s) should reasonably have become aware of the
conditions giving rise to the grievance, whichever is later.

1. The grievance shall be submitted on forms provided by the Employer, dated and
signed by the aggrieved Employee(s) and shall set forth the facts, dates and
provisions of the Agreement that are alleged to have been violated and the remedy
desired. The University representative will schedule and meet within ten (10)
calendar days of receipt of the written grievance with the Chief Steward and the
aggrieved Employee(s).

2. A disposition will be given in writing to the Union within ten (10) calendar days
following the meeting. If the Union does not receive a satisfactory answer, or does
not receive an answer within the ten (10) calendar day period following the meeting,
the Union shall have ten (10) calendar days to submit the grievance to the next step
of the Grievance Procedure.
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ARTICLE 7. GRIEVANCE PROCEDURE (continued)

K. STEP THREE: An appeal of a grievance from Step 2 to Step 3 shall be in writing to the
Department of Labor Relations, which shall hold a meeting within ten (10) calendar days of
receipt of the appeal. Representatives of the Employer, not to exceed three (3) in number,
will meet with representatives of the Union, not to exceed three (3) (including the aggrieved
Employee). Additional persons may be present by mutual agreement.

A disposition will be given in writing to the Union within ten (10) calendar days following
the meeting. If the Union does not receive a satisfactory written answer, or does not receive
an answer within the ten (10) calendar day period following the meeting, the Union may,
within ten (10) calendar days, move the grievance to the fourth step.

L. STEP FOUR: In the event the Union is dissatisfied with the answer given at Step Three, or
the grievance is not answered at Step Three within the appropriate time, the Union may
request a Step Four meeting for possible resolution of the grievance. The Step 4 meeting
shall be held within 30 working days after the appeal to Step 4 has been received in Labor
Relations, or as mutually agreed. The meeting may include: two (2) members of the Labor
Relations Office and up to two (2) additional Employer representatives, the President of the
Local Union, First Vice President and the UAW International representative or such
additional representatives as may be mutually agreed upon. If there is no resolution within
twenty (20) calendar days of the meeting, then the Union may as an alternative method of
resolving disputes by mutual agreement, proceed to external mediation through the Michigan
Employment Relations Commission, prior to arbitration. The Mediator shall be chosen by
mutual agreement. Recommendations submitted by the Mediator are non-binding. At the
conclusion of mediation either party may file for arbitration within 20 days of the decision
reached by the mediator. In the absence of mutual agreement for external mediation, the
Union may request arbitration within forty (40) calendar days of the Step Four meeting by
filing a written notice with the American Arbitration Association with a copy of the request
to the University.

If there is no resolution within twenty (20) calendar days of the Step 4 meeting, then, if agreed to by
both parties, as an alternative method of resolving disputes the parties may proceed to external
mediation through the Michigan Employment Relations Commission, prior to arbitration.

Mediation

As an alternative method of resolving disputes, the parties may, by mutual agreement, proceed to
external mediation through the Michigan Employment Relations Commission, within 30 days of
receiving the Step 3 decision, if no Step 4 was held, or within 30 days of receiving the step 4
decision, if a step 4 meeting is held. The Mediator shall be chosen by mutual agreement:
Recommendations or decisions submitted by the Mediator are non-binding-. At the conclusion of
mediation, but within 20 days of the recommendation or decision reached by the mediator, either
party may file-for arbitration. In the absence of a step 4 meeting or external mediation, the Union
may request arbitration within 40 calendar days of the Step 3 meeting by filing a written notice with
the American Arbitration Association with a copy of the request to the University.
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ARTICLE 7. GRIEVANCE PROCEDURE (continued)

M.

The American Arbitration Association shall be requested by either or both parties to provide
a panel of five (5) arbitrators. Both Employer and Union shall have the right to strike two
names from the panel. The Employer and the Union shall on alternate grievances strike the
first name. On the first grievance submitted to arbitration under this contract, the Union will
strike the first name and the process will be reversed for subsequent grievances.

Should either the University or the Union indicate that a particular grievance or dispute is of
such a nature as to require expeditious determination, said party may waive the arbitration
procedure as set forth above and request that the grievance or dispute be submitted to
Expedited Arbitration. Each party may exercise the option of Expedited Arbitration no more
than twice per contract year except by mutual agreement.

Under this process, the parties shall mutually agree to select an arbitrator on an ad-hoc basis
within seven (7) working days from the date the request for arbitration is made. Failure to
mutually select an arbitrator within the above stated time period will require the parties to
(within three (3) days thereafter) alternately strike arbitrators from a panel of five (5) to be
immediately established by the parties upon the close of negotiations. This panel shall
remain in effect throughout the life of this agreement.

The jurisdictional authority of the arbitrator is defined and limited to the determination of any
grievance which involves a controversy concerning compliance with any provision of the
Agreement. The arbitrator shall have no power to add to, or subtract from, or modify, any of
the terms of this Agreement.

The award of the arbitrator shall be based exclusively on the evidence at the arbitration
hearing.

There shall be no appeal from an arbitrator's decision. It shall be final, exclusive and binding
to the Union, on all the Bargaining Unit Employees, and on the Employer.

The Employer shall not be required to pay back wages for more than thirty (30) calendar days
prior to the date any grievance is filed. Exceptions to the above are as follows:

1. Shortages of pay resulting from clerical error, in which case the Employee may
receive a total adjustment provided he/she filed a grievance within thirty (30)
calendar days of becoming aware of the shortage;

2. In the event of an alleged misclassification which is contested, an Employee, if the
alleged misclassification is sustained, shall receive an award from the date in which
an audit form is submitted by the Employee provided the Employee and/or Union
files a grievance within thirty (30) calendar days of the denial of the requested
reclassification.

Claims for back wages shall be limited to the amount of wages that the Employee otherwise
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ARTICLE 7. GRIEVANCE PROCEDURE (continued)

would have earned less any unemployment compensation, or additional or new wages for
personal services that such Employee may have received from any source during the period
in question.

The decision of the arbitrator in any one case shall not require a retroactive wage adjustment
in any other case, except in representative cases when there is mutual agreement.

Arbitrators shall be requested to issue their decision within thirty (30) calendar days after the
conclusion of testimony, argument, and submission of briefs.

Pre-hearing expenses (registration/filing) shall be borne equally by the Employer and the
Union. However, all post-hearing expenses (hearing costs, arbitrator’s services/award) shall
be the sole responsibility of the unsuccessful party (the loser pays). If either party desires a
verbatim record of the proceedings, such party may cause such a record to be made providing
it pays for same. Ofthe Union's witnesses at an arbitration hearing, up to two (2) Employees
may attend at the University's expense.

ARTICLE 8. NO STRIKE OR LOCKOUT

A.

The Union recognizes that during the life of this Agreement, neither it nor its officers,
representatives, committee persons, and stewards will for any reason, directly or indirectly,
call, sanction, or engage in any strike, walkout, slow-down, sit-down, stay-away, limitation
of production, boycott of a primary or secondary nature, picketing or any other form of
interference with the peaceful operation of the business of the University. The Employer
agrees not to cause, permit or engage in any lockout of its Employees during the term of this
Agreement.

In the event that Employees represented by the UAW Technical Office and Professional Staff
Association Union Local 2071 engage in any of the above activities, the President of the
Union or a representative thereof will, upon request from the Department of Labor Relations,
immediately notify them of the inappropriate nature of their activity and direct them to return
to their jobs.

ARTICLE 9. CONTINUED STUDY

A.

The Employer and the Union will from time to time, during the life of this Agreement, at the
request of either party and mutual convenience of both, meet for the purpose of appraising
the problems, if any, which have arisen in the application, administration, and interpretation
of this Agreement, and to propose such Amendments as are deemed necessary. Such
Amendments may be given effect prior to the termination date of this Agreement, if mutually
agreed by both parties.
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ARTICLE 9. CONTINUED STUDY (continued)

B.

Special Conferences under this Agreement between the Union and the Employer are
encouraged for working out mutual problems. Special Conferences for various matters will
be arranged between the Union's President, or designated representative, and the Department
of Labor Relations or its designated representative, upon request of either party. Such
meetings shall be between two (2) representatives of the Employer and two (2)
representatives of the Union. More representatives of the Union or Employer may attend by
mutual agreement. Special Conferences shall be arranged in advance and shall be held
within ten (10) working days of the request for the conference. The ten-day limit may be
extended by mutual agreement. An agenda for the matters to be discussed at this Special
Conference shall be presented at the time the conference is requested. The matters taken up
at the Special Conference shall include only those items on the agenda.

During the life of the 2021 -2024 Agreement, Special Conferences relating to the
University’s nondiscrimination obligations under the contract and training needs may be
requested by the Union with the Labor Relations Office together with the Office of Equal
Opportunity. Special Conferences on this topic shall be limited to not more than twice per
contract year and shall otherwise follow the requirements of paragraph B, above.

ARTICLE 10. USE OF UNIVERSITY FACILITIES AND SERVICES

A.

Bulletin boards established by the Employer shall be made available to the Union and its
members for the disseminating of information relating to Union business.

The Union shall have use of University facilities for scheduling periodic meetings and
special meetings on campus. Request for such space shall follow regular University
procedures.

The Union shall have use of University campus mail services (including regular and special
and delivery services) and auxiliary services and materials such as address labels/label
affixing, material folding, insertion, envelopes, etc.

The Union shall have the right to contract for University duplicating, printing, audio-visual,
photographic, computer, food services, and such other services as may be contracted for by
other campus organizations.

The Union shall maintain use of its 577-extension for which the Union agrees to pay monthly

charges. The University agrees to list the Union office and extension in the Faculty and Staff
Directory and shall furnish ten (10) copies of the Directory to the Union.
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ARTICLE 10. USE OF UNIVERSITY FACILITIES AND SERVICES (continued)

F.

Any charges regularly assessed campus organizations for the use of any University services
or facilities shall be levied against the Union when it uses such services or facilities.

Upon the signing and ratification of this Agreement, the Union shall receive two (2) master
parking gate cards (for the regularly assessed fee) which the Union agrees will be used for
official Union business only. Additional gate cards may be provided by the Employer to the
Union upon request.

In the event a problem arises concerning the appropriate use of University services or
facilities, either the Union or the Employer may call for an immediate conference which shall
be held between representatives of the Employer and the Union in an effort to reconcile the
matter.

ARTICLE 11. INFORMATION AND DATA AND MISCELLANEOUS

A.

The Employer shall make available to the Union, upon a reasonable request and within a
reasonable length of time, such available statistical and financial information related to the
bargaining unit for the implementation and administration of this Agreement, and to prepare
for collective bargaining.

It is understood that nothing in this provision shall be construed to require the Employer to
compile information and/or statistics in the form requested if not already available in that
form, unless mutually agreed.

BOARD OF GOVERNORS REPORTS: All public Board of Governors documents,
including Agendas (in advance of meetings), and minutes of all public meetings are
accessible via Wayne State University websites.

The Union shall have a representative on all Employer committees relating to wages, fringe
benefits, hours of working conditions of Employees covered by this Agreement, including
committees without limitation in the following areas, if any: parking, security, food services,
housing, and insurance. If a committee meeting has not been held for sixty (60) days, the
Union may request that a meeting of said committee be called by the Division of Human
Resources or its designee. It is understood that such committee cannot bind the University or
the Union to any agreement arrived at by such committees.
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ARTICLE 11. INFORMATION AND DATA AND MISCELLANEOUS (continued)

D.

The Employer shall provide the Union with the following information, if available, one
hundred twenty (120) days preceding the termination of this Agreement.

1. A list of all Employees in the Bargaining Unit indicating the date of hire, date of
birth, classification title, pay grade, step assignment, current salary and participation
in the retirement program in the dollar amount.

2. A list of all Employees in the Bargaining Unit participating in the health insurance
programs, life insurance programs, as well as all other fringe benefit programs. This
list will indicate the coverage elected by the Employee for each program.

3. The above lists will indicate the total cost and the arithmetic mean cost of each item.

The Union shall receive basic payroll data provided by the computerized payroll system for
members of the bargaining unit for their own analysis upon request.

Requests for such information from the Employer shall be made through the Division of
Human Resources.

A detailed monthly report of transfers and promotions of Employees represented by the
Union will be forwarded by the Personnel Department of the Human Resources Division to
the secretary of the Union with sufficient data so that the Union can determine whether such
transfers, promotion and/or adjustments are made in accordance with the terms of this
contract.

Copies of all Employee job position postings shall be mailed forthwith to the secretary of the
Union.

ARTICLE 12. PROBATIONARY STATUS

A.

PROBATIONARY EMPLOYEE: New Employees hired into the bargaining unit covered by
this Agreement shall be considered probationary employees for the first six (6) calendar
months of employment. Periods of absence shall not be credited toward completion of the
probationary period.

A probationary period in excess of six (6) calendar months may be extended by mutual
agreement among Employee, Employer and Union.

SENIORITY: There shall be no seniority among probationary Employees. Upon completion

of the probationary period, such Employee will acquire seniority from date of hire into the
bargaining unit and shall be considered a seniority Employee.
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ARTICLE 12. PROBATIONARY STATUS (continued)

D.

Upon completion of the probationary period, Employees may be considered for promotions
and transfers pursuant to Article 19.

Any discipline, layoff, or termination of a probationary Employee shall not be subject to the
grievance and arbitration procedure.

The employer recognizes that the Union represents the Probationary Employee in regards to
wages, hours and terms and conditions of employment.

ARTICLE 13. 9/10 MONTH EMPLOYEES

A.

The University shall commence the hiring of 9 and 10 month Employees in secretarial,
clerical and technical positions. No existing Employees will be transferred to 9/10 month
status, but Employees may be promoted to such positions.

9/10 month Employees will be represented by the Staff Association/UAW and will be
eligible to participate in prorated fringe benefits as follows: vacation, illness, retirement, life
insurance, and medical insurance.

Special deductions for life insurance and medical insurance will be made so that Employees
will be provided appropriate protection over the summer months.

9/10 month Employees will be placed on leave of absence for the months not employed and
will be returned to employment at the ends of such leaves. Such leaves shall in no way cause
a break in continuous service for the purposes of establishing fringe benefit eligibility.

ARTICLE 14. FRACTIONAL-TIME EMPLOYEES

A.

Fractional-time assignment shall mean any percentage of time worked between fifty (50)
percent and one hundred (100) percent.

Fractional-time Employees shall receive medical and health insurance, and life insurance, in
the same manner as would apply to any Employee working full-time.

Vacation, illness days, short-term disability benefits shall accrue to fractional-time
Employees in proportion to the fraction of time worked.

Fractional-time Employees are entitled to be paid for University observed holidays which fall
on any of the Employee's scheduled work days on a fractional-time basis.
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ARTICLE 14. FRACTIONAL-TIME EMPLOYEES (continued)

Employees who enroll in TIAA/CREF while on full-time basis retain participation while on
fractional-time.

Should a full-time Employee go to fractional-time service and return to full-time without an
interruption in employment, the Employee's University service shall be deemed unbroken.

Fractional-time Employees shall be eligible for voluntary participation in the Retirement
program. Retirement benefits shall accrue to Fractional-time Employees in proportion to the
fraction of time worked.

Fractional-time Employees shall be eligible for tuition benefits in accordance with Article
46, section B2 Tuition Assistance Program.

ARTICLE 15. PART-TIME EMPLOYEES

A.

A part-time Employee in a position represented by the bargaining unit will not work more
than 1,125 hours per fiscal year. (Fiscal year shall be defined as October 1 - September 30.)
Exceptions to the rule may be made by mutual agreement between the Employer and the
Union.

In the event that a bargaining unit position is filled by a part-time Employee in excess of the
hours stated in 15 A., the bargaining unit position shall be filled by a member of the
bargaining unit in accordance with the provisions of the Collective Bargaining Agreement.
Promotional positions shall be filled in accordance with Article 19 while the part-time
Employee shall be qualified to fill an entry level position.

The University shall provide to the Union on a monthly basis a payroll report of all part-time
Employees which shall include the name of the part-time Employee, date of hire,
accumulated total number of hours for each part-time Employee for the fiscal year as defined
above, beginning with October 1, 1980, and thereafter for each fiscal year.
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ARTICLE 16. SENIORITY

A.

Bargaining Unit Seniority: Bargaining Unit seniority shall be defined as the total length of
service in all classifications represented by the Union. Such seniority will be recognized by
according Employees job preference consideration for promotions and transfers in
accordance with Article 19 of this Agreement, layoff and recall rights in accordance with
Article 18 of this Agreement, and by affording Employees job preference for assignment to
temporary promotional positions of more than thirty (30) days within the department.

Total University Seniority: Total University seniority shall be defined as total continuous
service in regular positions of the Employer. Such seniority will be used to determine fringe
benefit eligibility.

1. A separation from service, except to serve with the Armed Forces of the United
States, or because of an authorized leave, shall void all past seniority rights and
benefits.

2. Effective January 1, 1993, when an Employee is granted an authorized leave-of-

absence, seniority rights will continue to accrue from the time the leave was granted
until the Employee returns to regular employment.

When two or more employees in the bargaining unit have the same bargaining unit
seniority date, the seniority tie breaker shall be the university seniority date. Where two
employees have the same university seniority date, the tie breaker shall be the highest last
numeric portion of the employees' access ID number.

Fractional-time shall be regarded as equal to full-time, except where specifically treated
differently, i.e. promotions, transfers, and layoffs, effective January 1, 1995.

ARTICLE 17. LOSS OF SENIORITY

A.

An Employee shall lose seniority and no longer be an Employee if:

1. The Employee resigns or quits;

2. The Employee retires;

3. The Employee is discharged or terminated,;

4. The Employee does not return from layoft in accordance with the recall provisions of

this Agreement;

5. The Employee's recall rights expire;
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ARTICLE 17. LOSS OF SENIORITY (continued)

6. The Employee is absent from work, including the failure to return to work at the
expiration of a leave of absence, vacation, or disciplinary layoff, for three (3)
consecutive working days without notifying their Supervisor (or the department’s
designee). Exceptions may be made by mutual agreement between the Employer and
the Union.

ARTICLE 18. REDUCTION OF WORK FORCE AND RECALL

A. LAYOFF:

1. a)

b)

In the event it should become necessary to reduce the number of Employees
or to formally discontinue a University position to which a Union member is
assigned, the Employer agrees to provide (in writing) the subject Employee
and the Union with thirty (30) days’ notice except in cases of emergency.
The subject Employee shall not be compelled to use accrued vacation time in
lieu of the thirty (30) day notice.

Employees who are hired into, or bid into a position which is 100% grant
funded, shall not be eligible to displace another employee in a reduction in
force or when the grant expires. However, employees on bump ineligible
positions who are laid off, may bump into a vacant position in their same
classification or a lesser classification, providing they can perform the
work. The vacancy-only bumping sequence shall follow the pattern set
forth elsewhere in this article.

Additionally, the University may create up to 25 positions University-wide
that are also bump ineligible, but which are constituted of funding that is 50%
or more on funds other than the general fund. These positions shall also have
the aforementioned bumping rights to a vacancy in the same or a lesser
classification, providing the employee can perform the work. Those already
in such positions are grandfathered while in them.

Positions, which are either grant funded or are constituted of funding that is
50% or more on funds other than the general fund, shall have a statement on
the position posting that the position is "bump ineligible". The employee
shall be notified of the bump ineligibility via assignment letter or other
written notification.

Where more than one such vacancy exists, the Employee shall be assigned to
the vacancy that has been vacant for the longest period of time, in order to
maintain employment.

For the bump ineligible positions that are not 100% grant funded, a
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department may exercise its discretion as to its budgetary and work needs and
decide to offer continued employment on a fractional time basis despite loss
of some of the position's funding.
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ARTICLE 18. REDUCTION OF WORK FORCE AND RECALL (continued)

C) It is understood, however, that an Employee who receives such notice (per 1.
a) above) must respond to the Employer within three (3) working days
indicating whether the Employee will accept appropriate employment, if such
is available under the work force reduction procedure. If the Employee's
acceptance of such work results in the layoff of another Employee, that
Employee shall receive at least ten (10) calendar days’ notice.

d) In the event of layoff, the Employer shall meet with the Union, on request,
prior to the contemplated reduction to review how the reduction will be
accomplished.

In an effort to provide that Employees with the least seniority are the first to
be subject to any necessary work force reduction, the following order of
layoff will be implemented.

Throughout this Article in order for any transfer to take place in the layoff or recall
sequence within classifications represented by the Union, the subject Employee must
have the ability to perform the duties of the available position. An Employee placed
into a position under the provisions of this Article may be subject to the sixty (60)
calendar day job qualifying period. During the qualifying period, the Employer will
provide training and instructional supervision, as applicable, so as to acclimate the
Employee with departmental procedures. Dates of training shall be documented.
During such a qualifying period, both the Employee and the Union shall be notified
as to the Employee's performance. Periods of absence shall not be credited toward
completion of the qualifying period.

There shall be a minimum of two (2) progress reports within the sixty (60) calendar
day period. The first report must be done midway through the period, and the second
report must be done prior to the expiration of the sixty (60) calendar day qualifying
period.

The subject Employee reserves the right to request a meeting with Union
representation present, in an observation status, during the midway qualifying period
progress report meeting. However, Union attendance is not mandatory, and the
progress report meeting shall not be delayed or canceled due to the absence of Union
representation. Management will make every effort to hold the midway progress
report meeting within 48 hours after Employee notification of the scheduled meeting.

To aid placement efforts, the Employee and the Union shall be notified, via the final
progress report, of his/her successful completion of the job qualifying period or
disqualification for the subject position, at least ten (10) business days prior to the
expiration of the sixty (60) calendar day job qualifying period.
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ARTICLE 18. REDUCTION OF WORK FORCE AND RECALL (continued)

Any Employee subject to the job qualifying period and disqualified within the sixty
(60) Calendar day period shall choose to: (1) continue to exercise seniority under
the provisions of the Article, as prescribed in Section A.12, or (2) be placed in a
layoff status.

3. Any part-time Employee who performs work more than half-time on a regular basis
in a classification represented by the bargaining unit, or any probationary Employee
in a classification represented by the Union in a department or a division in which a
layoff occurs, shall be terminated before any regular or provisional Employee is laid
off in the same classification in the department or division. Any "temporary"
position in a classification represented by the Union within such affected department
or division shall be reviewed with the Union for possible elimination in lieu of any
contemplated reduction of any regular position.

4. INITIAL DISPLACEMENT The first Employee to be laid off shall be the
Employee within the Home Organization with the least bargaining unit seniority in
the classification where the layoff is to occur, provided that the Employee(s)
remaining have the present ability to perform the work available. For purposes of this
Article, Home Organization is defined as the Home Department of the Employee, as
indicated in BANNER.

In the event of a Home Organization reorganization, an employee with a disciplinary
action of a Three-Day Suspension or greater shall not be eligible for initial
displacement. The disciplinary action precluding such displacement must have been
issued at least sixty (60) calendar days prior to the issuance of the contractual 30-day
minimum written notice. Therefore, the employing unit, absent any subsequent
disciplinary action, shall not subject the employee to initial displacement until such
time as the most recent disciplinary action (of at least a Three-Day Suspension or
greater) expires.

For purposes of this Article, after the loss of the current position, only one Employee
placement shall occur, prior to (1) potential placement into one of the job
classifications listed in Article 18.A.12 or (2) layoft.

5. PLACEMENT EFFORTS The subject Employee shall be transferred to a vacancy
within such Employee's classification within the same division if a vacancy exists. If
more than one such vacancy exists, the Employee shall be assigned to the vacancy
that has been vacant for the longest period of time, in order to maintain employment.
If the Employee refuses the assignment, he/she shall be considered voluntarily
terminated.

_25_



ARTICLE 18. REDUCTION OF WORK FORCE AND RECALL (continued)

6.

10.

11.

If such a vacancy does not exist within the Home Organization or division, the
Employee shall be transferred to a vacancy in such Employee's classification in the
University. If more than one such vacancy exists, the Employee shall be assigned to
the vacancy that has been vacant for the longest period of time, in order to maintain
employment. If the Employee refuses the assignment, he/she shall be considered
voluntarily terminated.

If no such vacancy exists, the Employee shall exercise bargaining unit seniority to
replace the least senior Employee within the University in the subject Employee's
classification.

If such a position does not exist, the subject Employee shall be transferred to a
vacancy in the next lower level in the subject Employee's classification sequence.

If such a vacancy does not exist, the Employee shall exercise bargaining unit
seniority to replace the least senior Employee within the University in the next lower
level in the subject Employee's classification sequence.

If such a position does not exist, the subject Employee shall be transferred to a
vacancy, at the same salary range or below, within the job groupings University-wide
if such vacancies exist. If more than one such vacancy exists, the Employee shall be
assigned to the vacancy that has been vacant for the longest period of time, in order
to maintain employment. If the Employee refuses the assignment, he/she shall be
considered voluntarily terminated. An Employee must meet the necessary
qualifications to be transferred to a vacancy outside the classification sequence.

An Employee transferred under this provision other than in the Employee's
classification sequence shall also be subject to a sixty (60) calendar day job
qualifying period.

An Employee subject to layoff, to whom the Employer does not offer employment
under Paragraphs 18 A. 5, 6,7, 8,9, or 10, shall be transferred to any vacant position
in a classification in the bargaining unit in which the Employee previously served, if
the Employee is qualified, provided that the Employee may refuse such transfer and
exercise such Employee options under Paragraph 18 A. 12, if the salary grade of the
vacant position is more than one level lower than the previous salary grade of the
Employee. This provision shall apply only if its exercise does not interfere with the
exercise of the seniority rights of another Employee with higher seniority in the
classification of the vacant position or higher bargaining unit seniority under
Paragraphs 18 A. 5 through 18 A. 10 above.

-26-



ARTICLE 18. REDUCTION OF WORK FORCE AND RECALL (continued)

12.

13.

If such a position does not exist, or if the Employee has been disqualified within the
sixty (60) day qualifying period (per Section A.2), the subject Employee may
voluntarily, and with prior knowledge of the positions available, exercise one (1) of
two (2) options to replace an Employee in the following classification groups. (The
provisions of one (1) year more seniority in a. or b. below shall be waived if the
replaced Employee has less than one (1) year bargaining unit seniority).

a)

b)

An Employee may exercise bargaining unit seniority (if it is at least one (1)
year more than that of the replaced Employee) to replace the least senior
Employee in the classification group, provided the classification of the least
senior Employee is at the same or a lower salary grade than the subject
Employee's existing salary range.

Or

If the position, per the above is believed by the Employee to be unsuitable,
the Employee may then exercise such Employee's bargaining unit seniority (if
it is at least one (1) year more than that of the replaced Employee) to replace
the next least senior Employee among the Employees in the classification
group, provided the classification of the next least senior Employee is at the
same or a lower salary range than the subject Employee's existing salary
range.

The Classification group shall be as follows:

Admissions Clerk Laboratory Aide
Audio/Visual Technician Laboratory Technician
Courier Material Controller
Data Entry Clerk I Office Clerk

Imaging Clerk I Receptionist

Inventory Controller Switchboard Operator

It is understood that an Employee in any classification in the above group
shall have the same rights under this Paragraph as in any other classification.
It is further understood Employee's must be able to perform the classifications
listed above.

Specific positions may be excluded by the Employer from Paragraphs 18 A. 7, 10,
and 12 above, after discussion with the Union. Ifthe Union believes an action taken
by the Employer in this regard is unreasonable, the Union may grieve the exclusion,
if discussion does not result in mutual agreement.
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ARTICLE 18. REDUCTION OF WORK FORCE AND RECALL (continued)

14.

15.

16.

17.

18.

Any Employee refusing employment offered by the Employer in accordance with the
above provisions shall be considered voluntarily terminated, except that an Employee
refusing employment under 18 A. 12 above, shall be laid off.

A qualified Employee, impacted by an Article 18 reduction in the workforce, who is
placed into a lower-level classification within their classification sequence or job
grouping solely due to a lack of seniority, may subsequently return to a vacancy in
his/her original job classification, prior to the posting of such vacancy. At the time of
restoration, the Employee must possess the necessary training and the minimum
qualifications for satisfactory performance in the original job classification.
Restoration is subject to bargaining unit seniority, and is only available for a period
equal to their length of bargaining unit service (up to a maximum of one (1) year after
the original displacement date).

PREVIOUS EXPERIENCE PLACEMENT In the event an Employee is
transferred to a position in a classification in which the transferee had previous
Employer experience, said Employee shall receive a salary at a Step closest to the
salary currently earned by the Employee, but not more than the job rate of the salary
range of the new classification. Departments may voluntarily agree to pay a salary
which is one step higher than the salary the Employee was receiving prior to the
recall transfer, however, in no event shall the transferred Employee receive a salary
greater than the maximum of the salary range of the new classification.

NO PREVIOUS EXPERIENCE PLACEMENT If the Employee is transferred to
a classification in which the Employee has no previous University experience, said
Employee will receive a salary commensurate with the Employee's qualifications but
not more than the job rate of the salary range of the new classification.

The maximum annual salary paid to a higher-paid bargaining unit employee who is
bumping into another position that is funded at a lower level, shall be the job rate of
the new position.

A transfer shall not result in a reduction of bargaining unit seniority.

All transfers described above shall be subject to a sixty (60) calendar day job
qualifying period.

B. CONTINUANCE OF INSURANCE UPON LAYOFF:

A laid off bargaining unit member shall be entitled to those insurance benefits guaranteed by
Federal and State Law.
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ARTICLE 18. REDUCTION OF WORK FORCE AND RECALL (continued)

C.

RECALL:

1.

Notice of recall shall be sent to the "laid off" Employees who shall be recalled as
specified below before any new Employees are hired into the classification. The
Union shall be provided a copy of such Notice.

Notice of recall shall be sent to the "laid off" Employee at such Employee's last
address of record by registered or certified mail. It shall be the responsibility of the
Employee to inform the Employer Employment Services Office of the Division of
Human Resources of such Employee's current mailing address. If the Employee fails
to respond within five (5) days from the date of delivery of the notice of recall, or in
the event no delivery is possible ten (10) days after mailing, and/or if such Employee
does not agree to report to work within ten (10) days from the date of response, such
Employee shall be terminated. Extension of the five (5) day period of response and
the ten (10) day report-to-work period may be granted by the Employer.

The Employer shall maintain a list of laid off Employees according to seniority. Laid
off Employees shall have recall rights for a period equal to their length of service up
to three (3) years. Effective January 1, 1993, Employees hired or bidding into
positions which are 100% grant funded, shall have no recall rights. They may, for a
period of one year after notice of layoff, apply their seniority to bid on vacancies.

Probationary Employees shall not be extended "recall" rights.

Upon return to work, a layoff shall be treated as a leave of absence for determining
seniority, salary, fringe benefits, and other conditions of employment.

The Employer shall recall the Employee to a vacant position in the Employee's
previous classification or in the next lower level of the classification sequence and
then in sequentially lower grade levels. Such work shall be considered comparable to
their previous positions and a refusal of such an employment offer shall terminate an
Employee's seniority, recall, and employment rights with the Employer. The
Employer may also recall Employees to other comparable bargaining unit positions
and a refusal of such an employment offer shall terminate the Employee's seniority,
recall, and employment rights with the Employer. An Employee refusing a position
at a salary 20% lower than that held prior to layoff shall not thereby waive their
seniority, recall and employment rights with the Employer.
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ARTICLE 18. REDUCTION OF WORK FORCE AND RECALL (continued)

7. The recalled Employee may waive the salary range requirements for the position to
which said Employee is recalled.

8. Any bargaining unit employee who is on layoff, and recalled to a vacancy/job, shall
return to the layoff list if: (1) they fail to qualify for the vacancy/job during the job
qualifying period, or (2) if they are displaced by a more senior employee during the
job qualifying period.

D. DEMOTIONAL TRANSFERS:

1. The Employer shall maintain a list of Article 18.A.1.a initially-displaced Employees
who accept a demotional transfer within their Home Organization (Department) or
Division in lieu of layoff. A copy of such list shall be provided to the Union.

2. Employees who accept demotional transfers in lieu of layoff shall be accorded the
opportunity to return to their former positions in the event said position is re-
established within a period equal to their length of service up to one (1) year from
date of demotional transfer.

3. Employees who accepted a demotional transfer shall be afforded priority to return to
their former classification.

E. TOP SENIORITY:

1. Employees who hold primary positions with the Union shall be considered to have
the highest bargaining unit seniority within their classification for purposes of layoff;
however, not more than fourteen (14) Employees, as follows shall be eligible for top
seniority. Eligible Employees are:

President (1)

First Vice President (1)
Second Vice President (1)
Recording Secretary (1)
Financial Secretary (1)
Chief Steward (4)
Trustees (3)

Guide (1)

Sergeant of Arms (1)

2. Employees who hold the position of Steward within the Union shall be considered to

have the highest bargaining unit seniority within their classification within the Chief
Steward's zone in which their Steward's district is located for purposes of layoff.
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ARTICLE 18. REDUCTION OF WORK FORCE AND RECALL (continued)

3. The Union shall provide the Employer with the current names and offices of those
Employees covered by this provision and inform the Employer promptly of any
changes.

F. In the event it should become necessary to reduce or formally discontinue a University

position to which a Union member is assigned and an affected Employee is on provisional
status such provisional status will be considered completed, in keeping with the provisions of
Article 20 D.

ARTICLE 19. PROMOTIONS AND TRANSFERS

A. Definitions:

1.

Promotion -- A promotion shall be defined as a change to a higher salary level
classification from a lower salary level classification which occurs through the
standard posting process.

A reclassification shall be defined as a change from one classification to another as a
result of the auditing process conducted by the Compensation Department.

An Employee who is earning minimum, first step, second step or job rate prior to a
promotion or reclass, and who is promoted or reclassed under this agreement shall
receive a salary increase of not less than five percent (5%). In the event that such
increase places the Employee between steps, s/he shall be compensated at the next
higher step of the classification to which s/he was promoted or reclassed. In no event
shall the Employee receive less than the minimum of the salary grade to which s/he
was promoted or reclassed.

For promotions only, this provision shall allow departments with sufficient funding
to provide a promotional increase to a step of more than 5%, but not beyond job rate.

Employees earning above job rate who are promoted or reclassed a single grade shall
receive a five percent (5%) increase plus money to the next higher step if the increase
places them between steps. Employees earning above job rate who are promoted or
reclassed multiple grade levels shall receive a ten (10%) salary increase plus such
additional compensation as may be necessary to place the employee at the job rate of
the higher classification. In no event shall the Employee receive less than the job rate
of the new classification to which s/he was promoted or reclassed.

In all cases, a salary provided at the higher rate is not to exceed the maximum of the
higher classification.
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ARTICLE 19. PROMOTIONS AND TRANSFERS (continued)

The higher rate will be effective the first day of service in the higher classification
from the date the position is reclassified or from the date of the grievance challenging
the improper classification.

2. Transfer -- A transfer shall be defined as a change from one position to another
position in the same classification, or a different classification in the same salary
grade. An Employee, who is not over maximum, and who is transferred under this
Agreement shall not receive a salary change as a direct result of the transfer.
However, departments may voluntarily agree to pay a salary over maximum for an
employee who is already over maximum and exercises transfer rights. Otherwise,
transfers do not exceed the maximum of the salary grade.

3. Fully Grant Funded Positions -- Effective January 1, 1993, those who bid into or
are hired into 100% grant funded positions, are not eligible to displace other
Employees in a reduction in force. These positions are bump-ineligible positions.
Employees, who occupy a 100% grant funded position prior to January 1, 1993, have
bumping rights from their current position only (grandfathered). Upon bidding to a
new bump-ineligible position, those hired before January 1, 1993, would not have
bumping rights. However, effective March 30, 1995 employees on bump ineligible
positions who are laid off, may bump into a vacant position in their same
classification or a lesser classification, providing they can perform the work, during
their thirty (30) day period of layoff notice and for another sixty (60) days thereafter,
while on lay-off. The vacancy-only bumping sequence shall follow the pattern set
forth in Article 18 of the contract.

4. 50% Or More Soft-Money Funded Bump Ineligible Positions -- Effective March
30, 1995, and subject to a University-wide cap of 25 positions, employees who take
positions that are funded fifty (50%) or more on funds other than the general fund are
bump ineligible. These positions will be specifically identified to the Union and will
not be positions occupied by any current employee. They will be created upon there
being a vacancy or as new positions.

B. When it becomes necessary to re-adjust the work force within a college or division by the
temporary internal reassignment of an Employee to a vacant position in another department,
the highest bargaining unit seniority Employee of those who volunteer and meet the
qualifications will be given first consideration to be reassigned. If there are no volunteers
who meet the qualifications, the lowest senior Employee who meets the qualifications will be
internally re-assigned. Exceptions may be made only if this procedure eliminates an
Employee in a single Employee office or department. The Employee subsequently re-
assigned pursuant to this procedure shall continue to earn department seniority in the
department from which the Employee was re-assigned.
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ARTICLE 19. PROMOTIONS AND TRANSFERS (continued)

C.

The Employer shall have the opportunity to hire from the outside at Grade 4 and below, as
set forth in Section D, below.

Current Employees who wish to be considered for transfer or promotion to positions of
Grade 4 or below, as set forth in Section D, below, shall submit a request in writing to the
Employment Services Office. Seniority, performance appraisals, and disciplinary records
will be considered in determinations made under this provision.

Employees who wish to be transferred or promoted to the job that is posted shall fill out a
form to be provided by the Employment Services Office of the Division of Human Resources
and return it to the Employment Services Office.

The University and Union agree that promotional opportunities for current Employees should
be encouraged throughout the University. Promotion and transfers for all bargaining unit
vacancies, above Salary Grade 4, shall be handled in the following manner:

1. The University shall publish and post all bargaining unit vacancies for at least seven
(7) Working days.
2. To inform Staff employees of posting information, there shall be at least one posting

kiosk, computer or other web access device as determined by the University in each
WSU building at which 2 or more staff employees are assigned. For buildings with
more than 10 staff employees, there shall be two designated posting access devices.
The University shall designate the location of such devices and provide access during
normal business hours.

Where electronic or web-based postings are not available per the above standards,
then paper notices shall be posted or otherwise made available in the college and/or
division and such other locations as will help ensure adequate coverage for the
bargaining unit.

3. A copy of the notice shall be sent to the Local Union President at the same time the
distribution of notices is made.

4. The notice shall list the date of the posting, the date the posting expires, the
department where the vacancy exists, the classification, the salary range, the basic
function, responsibilities and specific qualifications of the job, whether the position is
bump-ineligible (i.e., 100% grant funded or 50% or more funded from sources other
than the general fund [soft money] as of 3/30/95), whether the job is full or part-time,
whether the job is represented or non-represented and the control or budget number
when available.
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ARTICLE 19. PROMOTIONS AND TRANSFERS (continued)

5. A seniority-ordered listing of qualified employees will be referred for interviews for
the position.

6. The Employee with the most bargaining unit seniority from among all those who
meet the specific qualifications for the posted position shall be transferred* or
promoted except as allowed below. The specific qualifications shall reflect the
performance requirements of the position. [*As used anywhere in this Article,
employees seeking transfer need not take nor pass the test, but must be otherwise
qualified.]

a)

b)

Employees who apply for promotion/transfer® must meet requirements of the
position and have acceptable performance history and attendance , job
knowledge, appropriate interpersonal skills (i.e. good customer service,
professionalism) education and ability to perform the job with or without
accommodation. From among all of those who meet the above criteria,
superior attendance qualification, and seniority will be weighed equally, or
along with seniority as set forth in b) below.

The department may select from among all bargaining unit candidates who
apply the employee with the best attendance and qualifications, or it may
choose a more senior employee than the one(s) with better attendance,
providing that employee has better attendance than others who are more
senior.
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ARTICLE 19. PROMOTIONS AND TRANSFERS (continued)

10.

1.

12.

c) In determining what constitutes superior attendance, the department will
consider the employee's attendance record for the twelve (12) month period
prior to the closing date of the bid. Employees with less occasions of absence
are regarded as having superior attendance. Where the number of occasions
are equal, then the person with the less total hours of absences is regarded as
having superior attendance.

Alternatively, the department may choose not to focus on attendance and make its
selection on the basis of seniority and other criteria listed in Section D a, above.

All bargaining unit applicants not selected shall be notified confidentially within
fifteen (15) days after the position is filled. Employees who make a request in
writing, shall, within fifteen (15) working days, be given a written explanation of
why they were not selected.

For employees in entry-level positions, management may move their salary up to
two steps (not to exceed job rate) within 30 days upon successful completion of a
six-month probationary period, subject to joint review and approval by Human
Resources and Labor Relations. Entry-level is defined as the lowest level position
in a job classification sequence containing two or more levels. Employees who
have their probationary period extended are ineligible for this post probationary
period increase.

It is recognized that any mandatory training is compensable time.

It is understood that a situation where an existing job is upgraded, or reclassified, the
Employee holding that position shall remain in the revised position.

The Employer may fill a vacancy within a department, by promoting or reassigning
an Employee within that department who meets the specific qualifications and has
the highest bargaining unit seniority.

In order to be considered eligible for promotional and transfer referrals Employees
must have completed their six (6) month probationary period.

Upon voluntary transfer an employee will not be considered for another voluntary
transfer to any other position for a period of nine (9) months from the effective date
of that action. Exceptions may be made by mutual agreement between the
University, the Union and the Employee.

E. The Employer shall have the right to hire qualified new Employees from outside the
bargaining unit in the event qualified Employees in the bargaining unit do not make
application.

F. Any dispute concerning this Article shall be entered into the Third Step of the grievance
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ARTICLE 19. PROMOTIONS AND TRANSFERS (continued)

procedure, except that a dispute primarily concerning a position communication (vacancy
posting) shall be presented to the Compensation Department, and be in accordance with the
Second Step of the grievance procedure.

ARTICLE 20. PROVISIONAL STATUS

A.

SENIORITY EMPLOYEES: A seniority Employee who accepts a promotion, demotion,
or a transfer within the bargaining unit, shall be placed on provisional status for sixty (60)
calendar days with seniority accumulating.

1. An Employee placed on provisional status will have two (2) progress reports — the
first will be done not later than the midway point of the sixty (60) calendar days, and
the second prior to the end of the sixty (60) calendar day provisional period.

2. During the provisional period, the Employer will provide and document training and
instructional supervision, as applicable, so as to acclimate the Employee to
departmental procedures.

3. To aid placement efforts, the Employee shall be notified, in writing, of his/her
successful completion of the provisional period or disqualification for the subject

position, at least ten (10) calendar days prior to the end of the provisional period.

The provisional status in excess of the established provisional periods may be extended by
written mutual agreement among Employee, Employer and the Union.

Provisional status shall not alter an Employee's benefits and entitlements provided in the
Agreement.
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ARTICLE 20. PROVISIONAL STATUS (continued)

C.

Upon completion of the provisional status period such Employee shall, in the following
order:

1. Be removed from provisional status, or

2. Be returned to such Employee's former position, or, if that position is no longer
vacant,

3. Be placed in a vacancy in such Employee's former classification. If more than one

such vacancy exists, the Employee shall be assigned to the vacancy that has been
vacant for the longest period of time, in order to maintain employment. If the
Employee refuses the assignment, he/she shall b