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PREAMBLE

This Agreement is between the Board of Trustees, University of Florida, hereinafter
called the Board or the University, and the Florida Public Employees Council 79, affiliate of the
American Federation of State, County, and Municipal Employees, AFL-CIO, hereinafter called
AFSCME; and

WHEREAS, it is recognized by the Board and AFSCME that the public policy of the
State and the purpose of Part II, Chapter 447, Florida Statutes, is to provide statutory
implementation of Section 6, Article 1 of the Constitution of the State of Florida, and to promote
harmonious and cooperative relationships between public employers and their employees, both
collectively and individually, and to protect the public by assuring, at all times, the orderly and
uninterrupted operations and functions of government, including the University; and

WHEREAS, it is recognized by the Board and AFSCME that terms and conditions of
employment of employees are contained in this Agreement and in the UF Regulations; and

WHEREAS, the above language is a statement of intent and therefore not subject to the
grievance procedures as outlined in Article 5;

NOW, THEREFORE, in consideration of the mutual covenants herein contained, the
Board and AFSCME do agree as follows:




ARTICLE 1 - RECOGNITION

1.1 Inclusions.

A. The University hereby recognizes AFSCME as the exclusive representative for the
purposes of collective bargaining with respect to wages, hours, and terms and conditions of
employment for all employees included in the bargaining unit defined in Certification No.1484,
issued on June 4, 2004, by the Florida Public Employees Relations Commission.

B. This Agreement includes all full-time and part-time employees in the classifications
and positions listed in Appendix A of this Agreement, except for those individuals filling full-
time and part-time positions excluded pursuant to Section 1.2.

1.2 Exclusions. This Agreement specifically excludes persons in positions designated with
supervisory, managerial, confidential, temporary, TEAMS or emergency status, all

casual and irregularly employed individuals, all certified law enforcement personnel, all faculty
members, and all persons paid from Other Personal Services (OPS) funds.

1.3 Positions or Classes -- Unit Designation.

A. When the University determines that a position should be excluded from the unit due
to its managerial or confidential status, the University shall notify AFSCME of such
determination. AFSCME shall notify the University, in writing, within fifteen (15) days of
receipt of the notice, of any comments it has regarding the bargaining unit designation or of its
desire to discuss such designation. If, following such discussion, AFSCME disagrees with the
bargaining unit designation of the position, it may request that the Florida Public Employees
Relations Commission resolve the dispute of unit placement.

B. When the University establishes a new USPS classification or revises an existing
classification so that its bargaining unit designation is changed, the University shall notify
AFSCME regarding the bargaining unit status of the class. AFSCME shall notify the University,
in writing, within fifteen (15) days of receipt of the notice, of any comments it has regarding the
bargaining unit designation or of its desire to discuss such designation. If, following such
discussion, AFSCME disagrees with the bargaining unit designation of the class, it may request
that the Florida Public Employees Relations Commission resolve the dispute through unit
clarification proceedings.




ARTICLE 2 - DEFINITIONS
The terms used in this Agreement are defined as follows:

2.1 "AFSCME Staff Representative" means an individual employed by AFSCME to represent
employees pursuant to this Agreement.

2.2 "Days" means calendar days.
2.3 "Employee" means a member of a bargaining unit described in Article 1(Recognition).

2.4 "Position" means a position in a classification included in the bargaining unit described in
Article 1 (Recognition).

2.5 "President" means the President of the University or his/her designee.
2.6 "President of Council 79" includes his/her representatives.

2.7 "Steward/AFSCME Employee Representative" means an employee who has been designated
by AFSCME to represent employees pursuant to this Agreement.

2.8 "USPS" means the University Support Personnel System.




ARTICLE 3 - NONDISCRIMINATION

3.1 Neither the Board nor AFSCME shall discriminate against any employee based upon race,
color, sex, religion, national origin, age, veteran status, disability, marital status, sexual
orientation, or any other protected status, nor shall the Board or AFSCME abridge any employee
rights related to AFSCME activity granted under Chapter 447, Florida Statutes.

3.2 The University and AFSCME acknowledge that the University has policies that prohibit
unlawful discrimination, including sexual harassment, and that employees who believe they have
been subjected to conduct that violates this Article have access to remedies and procedures to
provide them with redress. Similarly, the parties acknowledge that there are other statutory
employment claims, such as those under the Florida Whistleblower Act, where non-contractual
remedies are available. Therefore, violations of this Article and other statutory employment
claims shall not be subject to the grievance and arbitration procedure in Article 5.




ARTICLE 4 - AFSCME ACTIVITIES

4.1 Policy. The President of Council 79 and designated representatives shall be responsible for
all decisions relating to employee representation activities covered by this Agreement.

4.2 Designation and Selection of Representatives.

A. The President of Council 79 shall annually furnish to the Division of Human Resources,
no later than July 1, a written list of Stewards/ AFSCME Employee Representatives, the Local
AFSCME President, and AFSCME Staff representatives. This list shall include the UF ID
number, and class title of each Steward/ AFSCME Employee Representative and the Local
AFSCME President and the address and phone number of the AFSCME Staff Representatives.
AFSCME shall notify the Board, in writing, of any changes to the Steward/AFSCME Employee
Representative, Local AFSCME President, and AFSCME Staff Representatives list within
fourteen (14) days of implementation of such changes. The University will not recognize any
person as a Steward/ AFSCME Employee Representative, Local AFSCME President, or
AFSCME Staff Representative whose name does not appear on the list.

B. The President of Council 79 shall be authorized to designate six (6) employees to serve
as Stewards/AFSCME Employee Representatives.

4.3 Representative Access.

A. Representatives of AFSCME shall have access to the premises of the university in
accordance with policies regarding public access to State property.

B. Stewards/AFSCME Employee Representatives, Local AFSCME President, and
AFSCME Staff Representatives may request of the Vice President of Human Resources or
designee in writing access to premises not available to the public under university policies. Such
requests shall indicate the premises to be visited, the employees with whom the representative
wishes to speak, the grievance being investigated, and the approximate length of time the
representative will require such access. Permission for such access for the purpose of
investigating an employee's grievance shall not be unreasonably denied and such access and
investigation shall not impede University operations.

C. AFSCME shall have the right to use University facilities for meetings on the same basis
as they are available to other university-related organizations.

D. The University’s email shall not be used for AFSCME organizational purposes.

4.4 Printed Agreement. The parties will share the cost of printing one hundred (100) copies of
the Agreement.

4.5 Bulletin Boards.

A. Where University-controlled bulletin boards are available, the University agrees to
provide space on such bulletin boards for AFSCME use. Where bulletin boards are not
available, University shall make a reasonable effort to make such space available and accessible
to employees. The parties agree to consult on issues related to the use of bulletin boards, including,
but not limited to, the location of current AFSCME-utilized bulletin boards; potential locations
of additional boards, if needed; security; and other similar issues.

B. The Materials posted on the boards shall be restricted only to official AFSCME matters.



No material shall be posted which is derogatory to any person or organization, or which
constitutes election campaign material for or against any person or organization or faction

thereof, except that election material relating to AFSCME elections may be posted on such
hoarde

4.6 Regulations

A. Regulations enacted by the University will be maintained on the University’s web site.

B. At least 21 days prior to the adoption or amendment of a University personnel regulation which
will change the terms and conditions of employment for employees, the University will provide
notice to AFSCME of its intended action, including a copy of the proposed regulation, a brief
explanation of the purpose and effect of the proposed regulation, and the name of a person at the
University to whom AFSCME may provide comments, concerns, or suggested revisions. (This
notice provision will not apply where a rule is promulgated as an emergency regulation.)

AFSCME may provide written comments, concerns, or suggested revisions to the University contact
person within 10 days of receipt of the notice. The University will consider and respond in writing
to the comments, concerns, and suggestions of AFSCME within 10 days of their receipt by the
University; such response will include the reasons for rejecting any suggested revisions.

AFSCME may also use the consultation process described in Section 4.7 to discuss the proposed
revisions to a University personnel regulation, however, AFSCME must request such consultation
within 10 days of receipt of notice of the proposed regulation revision.

4.7 Consultation.

A. Consultation with Division of Human Resources. Meetings between the Division of
Human Resources and the Dean, Director or Department Chair’s representatives and up to four
(4) representatives of AFSCME, or such other number as the parties may agree, shall be held,
upon the advance request of either party, to discuss matters pertinent to the implementation or
administration of this Agreement or any other mutually agreeable matters. Actions by the Board
or its representatives affecting any other terms and conditions of employment of employees may
also be raised in consultation. The party requesting consultation shall submit a written list of
agenda items no less than one (1) week in advance of the meeting. The other party shall also
submit a written list of agenda items in advance of the meeting if it wishes to discuss specific
issues. The parties understand and agree that such meetings shall not constitute or be used for the
purpose of collective bargaining. Neither party shall be obligated to meet under this article more
than four (4) times per calendar year unless otherwise mutually agreed upon.

B. Consultation with Vice President of Human Resources. The Vice President of Human
Resources shall meet with local AFSCME representatives to discuss matters pertinent to the
implementation or administration of this Agreement, or any other mutually agreeable matters.
Any such meetings shall be held on a mutually convenient date. The party requesting
consultation shall submit a written list of agenda items no less than one (1) week in advance of
the meeting. The other party shall also submit a written list of agenda items in advance of the
meeting if it wishes to discuss specific issues. The parties understand and agree that such
meetings may be used to resolve problems regarding the implementation and administration of
the Agreement, however, such meetings shall not constitute or be used for the purpose of
collective bargaining. When AFSCME is the party requesting a consultation, AFSCME shall
notify the Vice President of Human Resources of the proposed consultation. Neither party shall
be obligated to meet under this article more than four (4) times per calendar year unless
otherwise mutually agreed upon.



4.8 Leave for Negotiations and Grievance Procedure.

Effective July 1, 2008, and for each fiscal year thereafter, the University shall provide a
bank of three hundred (300) hours to be used by Steward/AFSCME Employee Representatives
for negotiations and consultations under this Article and grievance representation under Article
5. Up to one hundred (100) hours of unused time may be carried over to subsequent years, but in
no event will the total number of hours in the bank exceed four hundred (400). Time off with pay
shall be subject to prior approval by the employee’s immediate supervisor; however, approval of
such time off will not be unreasonable denied.




ARTICLE 5 - GRIEVANCE PROCEDURE
5.1 General Provisions.

A. The Board and AFSCME encourage informal resolution of employee complaints. To
that end, employees should present such complaints for review and discussion as soon as
possible to the university representative who has authority to address the complaint. Such
review and discussions should be held with a view to reaching an understanding which
will resolve the complaint in a manner satisfactory to the employee, without need for
recourse to the formal grievance procedure prescribed by this Article. If the complaint is
not resolved by such informal discussion, the employee may proceed to file a grievance
consistent with the provisions of this Article and subject to the limitations established by
Section 447.401, Florida Statutes.

B. "Grievance" means a dispute filed with the Grievant’s Dean, Director or Department
Chair ("Step 1"), using Appendix C of this Agreement concerning the interpretation or
application of a specific provision of this Agreement, except as exclusions are noted. The
filing or pendency of any grievance under the provisions of this Article shall in no way
impede or delay the right of University to take the action complained of; subject,
however, to the final disposition of the grievance.

C. "Grievant" means an employee or group of employees who has/have filed a grievance
in a dispute over a provision of this Agreement which confers rights upon the employee.
AFSCME may file a grievance in a dispute over a provision of this Agreement which
confers rights upon AFSCME at Step 2.

D. The resolution of a grievance prior to its appeal in writing to Step 3 shall not establish
a precedent binding on the University, or AFSCME.

E. All grievances must be filed within ten (10) days following the act or omission giving
rise to the grievance or the date on which the employee knew or reasonably should have
known of the event if that date is later. Only those acts or omissions and sections of the
Agreement identified at Step 1 may be considered at subsequent steps.

F. The University and the Board shall not retaliate against any employee who participates
in the procedures set forth in this Article.

G. If a Step 1 grievance meeting is held during the working hours of the grievant, such
person shall be excused without loss of pay for that purpose. Attendance at grievance
meetings outside of regular working hours shall not be deemed time worked.

H. Each grievance, request for review, and arbitration notice must be submitted in writing
on the appropriate form attached to this Agreement as Appendices C, D, and E,
respectively, and with all required attachments as noted on each Appendix. Appendices C
and E must be signed by the grievant. One Appendix C, D or E may be filed in a
grievance with more than one grievant, provided that the respective Appendix bears the
signatures of all grievants. All grievance forms shall be dated when the grievance is
received. Except for the initial filing of the grievance, if there is difficulty in meeting any
time limit, an AFSCME representative may sign such forms for the grievant.

I. 2.6 "Days" means calendar days, excluding any day observed as a University holiday.



5.2 Representation.

A. A grievant who decides to use this grievance procedure shall, prior to the Step 1
meeting, choose whether to be represented by AFSCME. Where AFSCME representation
is requested by a grievant, the grievance representative shall be selected by AFSCME
from the list referenced in Section 4.2A. AFSCME may reach agreement with the Vice
President of Human Resources/designee at any step of the grievance process, and such
agreement shall be binding on the grievant.

B. When an AFSCME President or Steward/AFSCME Employee Representative is
selected to represent a grievant, both the grievant and the AFCSME Representative shall
be notified of the Step 1 meeting.

C. If the grievant is not represented by AFSCME, Division of Human Resources shall
timely notify AFSCME such that AFSCME is given reasonable opportunity to be present
at meetings called for the resolution of the grievance. The processing of the grievance
and any resolution will be in accordance with the procedures established in this
Agreement.

D. AFSCME shall not be bound by a grievance decision in a grievance in which the
grievant chose not to be represented by AFSCME.

5.3 Procedures.

A. Step 1. An employee having a grievance may, within ten (10) days following the
occurrence of the event giving rise to the grievance, present the written grievance to the
Dean, Director or Department Chair setting forth the complete facts on which the
grievance is based, the specific provision or provisions allegedly violated, and the relief
requested. The Division of Human Resources shall schedule a meeting between the
grievant, the grievant's Steward/AFSCME Employee Representative, grievant's
supervisor, and any other appropriate individual within ten (10) days following receipt of
the grievance if no postponement is requested, or receipt of written notice that the
grievant wishes to proceed with the Step 1 meeting if a postponement was previously
requested. The grievant shall have the right to present any evidence in support of the
grievance at this meeting. If the meeting does not result in resolution of the grievance, the
Dean, Director or Department Chair will proceed with processing the grievance and
issuing a written decision, stating the reasons therefor, to grievant's Steward/AFSCME
Employee Representative within ten (10) days following the receipt of the grievance or
the conclusion of the meeting, unless an extension has been granted. If an extension was
granted, the decision shall be issued by the agreed upon date. A copy of the decision shall
be sent to the grievant and to the Local AFSCME President if grievant elected not to be
represented by AFSCME. In the absence of an agreement to extend the period for issuing
the Step 1 decision, the grievant may proceed to Step 2 if the grievant's
Steward/AFSCME Employee Representative has not received the written decision by the
end of the 10" day following the conclusion of the Step 1 meeting.



B. Step 2.

1. If the grievance is not satisfactorily resolved at Step 1, the grievant may file a written
request for review with the Vice President of Human Resources/designee within ten (10)
days following receipt of the Step 1 decision by grievant's Steward/AFSCME Employee
Representative. When the grievance is eligible for initiation at Step 2, the grievance form
must contain the same information as a grievance filed at Step 1 above. The Vice
President of Human Resources/designee and grievant's AFSCME Staff Representative
shall schedule a meeting for the purpose of reviewing the matter.

2. The Vice President of Human Resources/designee shall issue a written decision, stating
the reasons therefor, to grievant's Steward/ AFSCME Staff Representative within ten (10)
days following the receipt of the grievance or the conclusion of the meeting. In the
absence of an agreement to extend the period for issuing the Step 2 decision, AFSCME
may proceed to Step 3 if the Steward/AFSCME Staff Representative has not received the
written decision by the end of the 10" day following the conclusion of the Step 2
meeting. A copy of the decision shall be sent to the grievant and to AFSCME if the
grievant elected not to be represented by AFSCME.

C. Step 3 -- Arbitration.

1. If the grievance is not resolved at Step 2, AFSCME may appeal the decision to
Arbitration on a Request for Arbitration Form within ten (10) days after receipt of the
decision.

2. The University and AFSCME may, by written agreement, submit related grievances
for hearing before the same arbitrator.

3. Selection of Arbitrator.

The arbitrator shall be one person from a lis t of seven (7) qualified neutrals from the
Northern Florida Sub-Regional P anel of th e Federal Mediation Conciliation S ervice
(FMCS). The party requesting arbitration will be responsible for requesting the list from
FMCS. The University and AFSCME shall se lect arbitrators by alternately striking from
the list until one name remains. The party bringing the grievance shall strike first.

4. Arbitration hearings shall be held at times and locations agreed to by the University
and AFSCME, taking into consideration the availability of evidence, location of
witnesses, existence of appropriate facilities, and other relevant factors.

5. The arbitrator may fashion an appropriate remedy to resolve the grievance and,
provided the decision is in accordance with his/her jurisdiction and authority under this
Agreement, the decision shall be final and binding on the University, AFSCME, the
grievant(s), and the employees. In considering a grievance, the arbitrator shall be
governed by the following provisions and limitations:

a. The arbitrator shall issue his/her decision not later than thirty (30) days from the date
of the closing of the hearing or from the deadline for the submission of briefs, whichever
is later.

b. The arbitrator's decision shall be in writing, and shall set forth the arbitrator's opinion
and conclusions on the precise issue(s) submitted.



c. The arbitrator shall have no authority to determine any other issue, and the arbitrator
shall refrain from issuing any statement of opinion or conclusion not essential to the
determination of the issues submitted.

d. The arbitrator shall limit his/her decision strictly to the application and interpretation of
the specific provisions of this Agreement.

6. The arbitrator shall be without power or authority to make any decisions:

a. Contrary to or inconsistent with, adding to, subtracting from, or modifying, altering, or
ignoring in any way the terms of this Agreement or the provisions of applicable law or
rules or regulations having the force and effect of law; or

b. Limiting or interfering in any way with the powers, duties, and responsibilities of the
State under its Constitution, applicable law, and rules and regulations having the force
and effect of law, except as such powers, duties, and responsibilities have been abridged,
delegated, or modified by the expressed provisions of this Agreement; or

c. Which have the effect of restricting the discretion of the President as otherwise granted
by law or the Rules of the Board of Trustees or the Rules of the Board of Governors or
the University unless such authority is modified by this Agreement; or

d. That are based solely upon a University past practice or policy unless such university
practice or policy is contrary to law, the UF Rules or this Agreement.

7. The arbitrator's award may include a monetary award to the grievant(s); however, the
following limitations shall apply to such monetary awards:

a. The award shall not exceed the amount of pay the employee would have earned at
his/her regular rate of pay and shall not include overtime, on-call, or any other
speculative compensation which might have been earned;

b. The award shall not exceed the actual loss to the grievant, and shall be reduced by
replacement compensation received by the employee during the period of time affected
by the award; and

c. The award shall not be retroactive to a date earlier than the date of the occurrence of
the event giving rise to the grievance under consideration, and in no event more than
thirty (30) days prior to the filing of the grievance.

The fees and expenses of the arbitrator shall be split equally by the parties, and each party
shall be responsible for compensating and paying the expenses of its own representatives,
attorneys, and witnesses. If the arbitrator fashions an award in such a manner that the
grievance is sustained in part and denied in part, the parties will evenly split the
arbitrator's fee and expenses. AFSCME will not be responsible for costs of an arbitration
to which it was not a party. Where a grievant is not represented by AFSCME, such
grievant will be responsible for all fees, expenses, and costs associated with the
arbitration to the same extent that AFSCME would have been responsible, if AFSCME
had been a party to the arbitration.

5.4 Time Limits.

A. Failure to initiate or appeal a grievance within the time limits specified shall be
deemed a waiver of the grievance.

B. Failure, at any Step of this procedure, to communicate the decision on a grievance
within the specified time limit shall permit the grievant's representative to proceed to the
next Step.



C. Claims of either an untimely filing or untimely appeal shall be made at the Step in
question.

D. The number of days indicated at each Step should be considered as a maximum, and
every effort should be made to expedite the process. However, the time limits specified in
any Step of this procedure may be extended by written agreement.

E. In the event that any action falls due on a Saturday, Sunday, or University holiday, the
action will be considered timely if it is accomplished by 5:00 p.m. on the following
business day.

5.5 Exceptions.

A. Nothing in this Article or elsewhere in this Agreement shall be construed to permit
AFSCME or an employee to process a grievance (1) in behalf of any employee without
his/her consent.




ARTICLE 6 - JUST CAUSE AND DISCIPLINARY ACTIONS

6.1 Policy. The Board and AFSCME endorse the principle of progressive discipline. The purpose
of this article is to prov ide a prompt and equitable procedure fo r disciplinary action taken with
just cause. Supervisors shall pr  ovide priv acy to the extent practicab le when ad ministering
reprimands or conducting disciplinary actions. T he University ad ministers discipline as a m eans
to ensure that em ployees adhere to established standa rds of conduct and perform ance. This is
done through corrective action, described in this Article as "discipline." In those instances where
misconduct in the first instance is n ot extreme or serious, the University is committed to the use
of progressive discipline. Sound progressive discipline is recognized as being appropriate for the
offense and instructiv e as to the consequences  of additio nal or sim ilar future misconduct.
Progressive discipline does not m ean that a1l first of fenses m ust be addres sed with written
counseling, and that all second offenses m ust be addressed with a reprim and, and so on. It
means that all disciplinary tools and penalties are available to address misconduct not punishable
by dismissal in the f irst instance, and the type of discipline will depend on the severity of the
offense, the employee's work record and history, and other relevant factors.

6.2 Just Cause. Disciplinary actions administered to permanent status employees may be taken
only for just cause.

6.3 Grievability.

A. Suspensions, demotions with reduction in pay, and dismissals administered to permanent
status employees are subject to Article 5, Grievance Procedure.

B. Oral reprimands shall not be grievable under the provisions of this Agreement. Records
of oral reprimands shall not be used as the basis for progressive discipline in later disciplinary
actions against an employee if the employee has maintained a discipline-free work record for at
least one (1) year.

C. Written reprimands shall be subject to the grievance procedure in Article 5 but only
through Step 2. Written reprimands shall not be used as the basis for progressive discipline in
later disciplinary actions against an employee if the employee has maintained a discipline-free
work record for at least two (2) consecutive years.

D. Not withstanding the limitations expressed on the use of oral and written reprimands in
the progressive disciplinary process, they may be considered as part of the employees overall
work history when severe discipline (i.e., suspension, demotion with reduction in pay, and
dismissal) is considered. Further, when the University is considering whether to dismiss an
employee for cause, the University shall have the ability to review and consider the individual’s
entire employment history.

E. Neither the University's policies and procedures, nor disciplinary guidelines, are
grievable except to the extent that they are allegedly applied arbitrarily and capriciously.

6.4 AFSCME Representation.

A. The employee has a right, upon request, to AFSCME representation during investigatory
questioning that may reasonably be expected to result in disciplinary action.

B. When an AFSCME representative is selected to assist an employee, the representative
may be allowed a reasonable amount of time off for this purpose, subject to the limitations
provided in Articles 4 and 5.



6.5 Disciplinary Entries in Personnel Files. An employee shall be furnished with a copy of
disciplinary entries placed in their official personnel file and shall be permitted to respond, and a
copy of the response shall be placed in that file.




ARTICLE 7 - LAYOFFS AND RECALL

7.1 Layoffs.
A. Employees shall be laid off and recalled in accordance with the procedure in UF Regulation
6C1-1.017, except as follows:

1) The Union shall receive copies of written notice of layoff rights provided to
employee at least 45 days in advance of layoff. Whenever possible, the University
will provide informal notice to the Union and affected employees in advance of
the 45 days.

2) When the Vice President of Human Resources or designee requests, in writing,
that an employee remain in their present position when they have secured another
position, that position shall be held open for the employee for the period specified
in the request.

3) When a USPS employee is laid off and recalled pursuant to UF Regulation 6C1-1.017
that employee shall retain USPS status.



ARTICLE 8 - CHANGE IN ASSIGNMENT

8.1 Procedure.

A. An employee with permanent status in the current class who meets all University
eligibility requirements may apply for a change in assignment to a different position in the same
class or in a different class having the same pay range maximum, different work unit, or different
shift at the University according to University procedures. Prior to filling a vacancy, except by
demotion or internal promotion, the University shall consider all applicable change in
assignment requests. When making a decision regarding the granting of a request for a change in
assignment, the University shall consider appropriate factors, including, but not limited to, the
applicant’s length of continuous University service, performance evaluations, work-related
awards and achievements, relevant work experience, and education/training.

B. All employees who were interviewed shall be notified of the University decision.

C. Employees who are reassigned under the provisions of this Article shall not ordinarily
suffer a loss of pay as a result of such reassignment.

D. Nothing contained in this Agreement shall be construed to prevent the University, at its
discretion, from effecting the change in assignment of any employee according to the needs of
the University and in each case, the University will take into consideration the needs and
circumstances of the employee prior to taking such action.

8.2 Notice. An employee shall be given a minimum of seven (7) days notice prior to the
University reassigning the employee, and fourteen (14) days notice prior to the University
transferring the employee. In the case of a transfer, the University will make a good faith effort
to give a minimum of twenty-one (21) days notice. The parties agree, however, that these notice
requirements shall not be required during an emergency or in other extraordinary conditions.




ARTICLE 9 - METHOD OF FILLING VACANCIES

9.1 Policy.

A. The University shall fill a vacant position with the applicant who, in its judgment, is
most qualified to perform the duties as described in the class specification, position description,
and in other documents describing the vacant position. The University shall also consider
appropriate factors, including, but not limited to the applicant’s length of USPS service,
performance evaluations, work related awards and achievements, other relevant work
experience, and education/training.

B. The filling of vacant positions should be used to provide career mobility within the
USPS and should be based on the relative merit and fitness of the applicants.

C. USPS applicants shall be given the opportunity of retaining their present USPS status
upon being selected to fill a vacancy or promotion.




ARTICLE 10 - CLASSIFICATION REVIEW

10.1 Classification Changes. When the Board determines that a revision of a class specification
for positions covered by this agreement is needed, and such revision affects the collective
bargaining unit designation, it shall notify AFSCME in writing of the proposed change.
AFSCME shall notify the Board, in writing, within fifteen (15) days of receipt of the proposed
changes, of any comments it has concerning the proposed changes or of its desire to discuss the
proposed changes.

10.2 Position Description. Each employee shall be given an opportunity to review his/her
position description, and the employee's signature shall acknowledge that such a review has been
made by the incumbent and that the employee has received a copy of the current position
description.

10.3 Work in a Higher Classification. An employee who is designated by the appropriate
supervisor to perform temporarily a major portion of duties of a position in a higher
classification than the employee's current classification shall be eligible for a pay increase for the
period of time such duties are assigned, provided that such duties are performed for a period of
more than twenty-two (22) workdays within any six (6) consecutive months.

10.4 Review of Assigned Duties. When an employee alleges that regularly assigned duties
constituting a significant portion of the employee's work time are duties not included in the
employee's position description or the class specification to which the position is assigned, the
employee may request a review. If the review results in a reclassification, any pay adjustment
shall be effective on the date of that decision.




ARTICLE 11 - PERSONNEL RECORDS

11.1 Use of Personnel Files.

A. There shall be only one official personnel file for each employee, which shall be
maintained in the central personnel office of the University unless a different location is
approved by the President. Duplicate personnel files may be established and maintained within
the University. Such duplicate personnel files may contain part or all of the items filed in the
official personnel file.

B. An employee has the right to review his/her official personnel file at reasonable times
under the supervision of the designated records custodian and may attach a concise statement in
response to any items therein. Employees must be notified of derogatory material placed in their
personnel file and shall have the right to request a copy.

11.2 Contents of Personnel Files.

A. Information in an employee's official personnel file shall refer only to matters
concerning or affecting the employee's job or related to his/her employment.

B. Where the President, the courts, an arbitrator, or other statutory authority determines that
a document in an employee's personnel file invalid, such document will be removed and placed
in a separate computer file marked “invalid.”

C. Records of disciplinary action and University commendations and awards presented to
an employee shall, where practicable, be placed in an employee's personnel file within sixty (60)
days after the effective date of the action.




ARTICLE 12 - HEALTH AND SAFETY

12.1 Policy. The University shall make every reasonable effort to provide employees a safe and
healthy working environment. The University and AFSCME agree to work cooperatively toward
reducing job-related injuries and Workers' Compensation costs by encouraging improved safety
measures.

12.2 Safety Committee. The AFSCME local union president will appoint one employee to serve
on a university-wide safety committee.

12.3 Employee Health and Safety.

A. When the University requires an employee to use or wear health or safety equipment,
such equipment will be provided by the University.

B. Employees shall perform their duties in a safe manner and shall comply with the
University’s safety guidelines/procedures. Any employee becoming aware of a work-related
accident shall immediately notify the supervisor or the supervisor's designee of the area where
the incident occurred.

C. When an employee believes an unsafe or unhealthy working condition exists in the work
area, the employee shall immediately report the condition to the employee’s supervisor. An
employee may also report the condition to the University administrator at the next highest level
or the University’s safety officer. The University shall investigate the report and respond to the
employee in a timely manner. Where the employee’s report was in writing, the response shall be
in writing. An employee acting in good faith may refuse to accept an assignment when the
employee has reasonable grounds to believe an unsafe or unhealthy working condition exists in
the work area which poses an immediate threat to the employee’s physical well-being.




ARTICLE 13 - PERFORMANCE EVALUATIONS

13.1 Procedure.

A. An employee shall ordinarily be evaluated by his/her immediate supervisor who shall be
held accountable for such evaluation. The immediate supervisor shall be the person regularly
assigned to direct the work of the employee, or, if unavailable, a person appointed by the chief
administrative officer, who is familiar with the responsibilities of the employee of that
department. The evaluator is primarily responsible for the timely and accurate evaluation of the
employee.

B. The employee shall be provided with information regarding the basis of the evaluation
and shall, upon written request, be provided a copy of any documents which were considered in
completing the evaluation.

C. A copy of the evaluation shall be given to the employee. The evaluation shall be
discussed with the employee, who shall be given the opportunity to respond orally and/or in
writing. The evaluation may be reviewed but shall not be changed by a higher level
administrator.

D. The University will offer to bargaining unit employees, the Local Union President or
his designee, and supervisors training in performance evaluation techniques.

13.2 Failure to Meet Performance Standards.

A. Where an employee who has attained non-probationary status in the class does not meet
performance standards, the University shall develop a performance plan intended to correct
performance deficiencies.

B. Such employee shall be granted, upon written request, an opportunity to discuss with an
administrator at the next higher level concerns regarding the evaluation which rates the employee
as not meeting performance standards.

C. The employee may be removed from his/her class no sooner than sixty (60) days after
receipt of the improvement plan if adequate improvement in performance is not made.

13.3 Grievability. Performance evaluations shall be subject to Article 5, Grievance Procedure, to
the extent provided in this Section.

A. An employee with non-probationary status in the class who receives a performance
evaluation of not meeting performance standards may grieve the evaluation but only through
Step 2. The review of the grievance shall be solely to determine whether the performance
evaluation was done in an arbitrary or capricious manner. Grievance reviewers shall not
substitute their judgments regarding an employee’s performance for that of the evaluator.

B. An employee with non-probationary status in the class who is demoted or dismissed for
an evaluation of not meeting performance standards may grieve the demotion or dismissal
pursuant to the provisions of Section 6.3A.




ARTICLE 14 - HOURS OF WORK

14.1 Workday/Workweek.

A. The normal workweek for each full-time employee shall be forty (40) hours.

B. The University retains the right to schedule its employees; however, the University will
make a good faith effort, whenever practical, to provide employees with consecutive hours in the
workday and consecutive days in the workweek.

14.2 Overtime.

A. The University is responsible for arranging the work schedule to minimize overtime.
The assignment of overtime shall not be made on the basis of favoritism.

B. Non-exempt employees who work beyond a forty (40) hour workweek shall be paid or
compensatory time provided at the rate of time and one-half the employee’s regular rate of pay.

C. Upon agreement of the employee and the University, non-exempt employees shall
receive either compensatory leave or cash payment for overtime. If agreement cannot be reached,
the University shall make cash payment for overtime worked.

14.3 Work Schedules.

A. Where rotations are being made in the employee's regular work schedule, the new shift,
workdays, and hours, will be posted no less than ten (10) days in advance, and will reflect at
least a two (2) workweek schedule; however, the University will make a good faith effort to
reflect a one (1) month schedule. With prior written notification of at least three (3) workdays to
the employee's immediate supervisor, employees may mutually agree to exchange days or shifts
on a temporary basis. If the immediate supervisor objects to the exchange of workdays or shifts,
the employee initiating the notification shall be advised that the exchange is not approved.

B. Where regularly assigned work schedules are rotated, the University will make a good
faith effort to equalize scheduled weekend work among employees in the same functional unit
whenever this can be accomplished without interfering with efficient operations. When an
employee rotates to a different shift, the employee shall receive a minimum of two (2) shifts off
between the end of the current shift assignment and the beginning of the new shift assignment.

C. When an employee is not assigned to a rotating shift and the employee's regular shift
assignment is being changed, the employee shall be given a minimum of ten (10) working days
notice, in writing, of the proposed change. Additionally, when the change occurs, the employee
shall receive a minimum of two (2) shifts off between the end of the current shift assignment and
the beginning of the new shift assignment.

14.4 Rest Periods.

A. No supervisor shall unreasonably deny an employee a fifteen (15) minute rest period
during each four (4) hour work shift. Whenever possible, such rest periods shall be scheduled at
the middle of the work shift. However, it is recognized that many positions have a work location
assignment that requires coverage for a full eight-hour shift, which would not permit the
employee to actually leave his/her work location. In those cases, it is recognized that the
employee can "rest" while the employee remains at his/her work location.

B. An employee may not accumulate unused rest periods, nor shall rest periods be
authorized for covering an employee's late arrival or early departure from work.



ARTICLE 15 - ON-CALL AND CALL-BACK

15.1 On-Call Assignment.

A . "On-call" assignment shall be defined as any time when an employee is instructed in
writing by management to remain available to work during an off-duty period. An employee who
is so instructed shall be required to leave word where the employee may be reached by telephone
or by other electronic signal device in order to be available to return to a work location on short
notice to perform assigned duties.

B. In an emergency or other unforeseen circumstances, the University may verbally instruct
an employee to be on-call for a periods of not more than twenty-four (24) consecutive hours. The
employee shall not be eligible for on-call payments in excess of the per